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The Netherlands: Developing Equality and Inclustbrough Social Regulation and
Trade Unions

Stefania Marino, Heather Connolly, Miguel Martinaacio
1. Introduction

The question of union responses is an importantvamen it comes to the areas of
immigration and social inclusion. The issues thagration gives rise to for
immigrants and for the employment relation systemarengenerally are broad.
Questions of workers’ rights, human rights, persatevelopment, regulation and
representation are just some of the areas thaafégeted by questions of migration
and the way employers and the state relate to thém.nature of social exclusion is
such that it gives rise to problems for immigrantgerms of their working conditions,
their levels of pay, their personal security anghdly and their identity in ethnic and
social terms. Trade unions find that in the curreohtext, where employment
relations are relatively disorganised and the eopnis more fragmented in terms of
the structure of the firm and the nature of worasrisation, some sections of migrant
communities constitute an increasingly vulnerabtekforce, subject to high levels of
exploitation by employers and difficult social eaimastances. Hence there is a need to
study how unions address these issues throughetyaf practices and strategies.

It is clear that traditional union work plays aapfor example, the role of bargaining
in enhancing the conditions and pay of workersuditlg migrants. However, these
practices work across a collective body of orgahiserkers and consequently affect
workers involved in that bargaining unit, whethegrant or not. Another example is
where trade unions have lobbied for an enhancewfenhiversal welfare services.
Hence outlining the role of unions in enhancingehenomic and social conditions of
immigrant communities is difficult because manyabished activities tend to affect
individuals within the constituency representedespective of their social
background. Hence we focus on a range of activitnegelation to migration:
institutional relations with the state, the role ofganising as a campaign of
revitalisation, the development of Living Wage cangms, the role of learning and
training, the development of self organisation, #rarole of anti-racist activity more
generally.

2. Background to Migration and Industrial Relations
Migration

The Netherlands had already experienced immigrdtedare the Second World War.
However, from the end of the nineteenth century amas& emigration to the United
States (US) and later to Canada, New Zealand astra#lia was also significant. For
a period, the Dutch government even encourageditirens to emigrate, due to the
belief that the Netherlands was an overpopulateatry. It was only at the beginning
of the 1960s that immigration exceeded emigrafidre picture of immigration in the
Netherlands is quite complex. According to Pennamd Vermeulen (2000), four
different groups of immigrants have been distingaide since the Second World
War. The first group is comprised of the so-callexpatriates’ or ‘fellow citizens’

from Indonesia and New Guinea, who started arrivingthe Netherlands after



Indonesian independence in 1949 and the decoldmsaf the ‘Dutch East Indies’.

Most of these immigrants had Dutch nationality andsequently solid legal status in
Dutch society. This group also comprises South kdns, mainly ex-soldiers from
the Royal Dutch East Indian Army and their famili€aey arrived in the Netherlands
in 1951 with the intention of returning once a ‘€feepublic of the Moluccans’ had
been established (Smeets and Veenman, 2000).

A second group of immigrants is comprised of sdechfguest workers’ from the
Mediterranean regions. Their immigration was enagad by labour shortages during
the period of post-war reconstruction and reguldigdrecruiting treaties with the
sending countries. Such treaties involved Italy6(9 Spain, Portugal and Turkey
(1964), Greece (1966), Morocco (1969) and Yugosalagnd Tunisia (1970)
(Roosblad, 2000b). A third group is comprised ofmigrants coming from Suriname,
which gained independence from the Netherland®#b,Lland from the ‘Netherlands
Antilles’, dissolved in October 2010 For a long period, ‘fellow citizens from
overseas’ enjoyed free entry to the Netherlandss ifhmigration was small in scale
and made up mainly of middle class immigrants frfSariname and students from
Antilles. For this reason it was not consideredabfem by the Dutch government, at
least until the 1970s. The last group is compriseetfugees and asylum seekers who
came initially from Eastern Bloc countries suchHasgary and Czechoslovakia. This
phenomenon grew over the course of time and indolvere and more countries
including Iraq, Afghanistan, Iran, Somalia and Gdan

Despite the variety and continuity of immigratigdhe central idea in the post-war
period was that the Netherlands should not be atopoef net immigration (Penninx,
2005). Labour migration was commonly perceived &mnd only a temporary
phenomenon. In ®ocument on Migrant Worker@ota Buitenlandse Werknemjgrs
written in the 1970s, foreign workers were encoadagp retain their identity and
culture of origin, with a view to returning to tihdiome country. This idea was also
applied to Moluccans, for whom the government desilg specific policy
interventions aimed at safeguarding their sepadaitatity?.

After the oil crisis of 1973, the Dutch governménplemented ‘repatriation policies’
in the form of agreements with sending countriesemcourage the repatriation of
labour migrants from the Mediterranean region. €hpslicies, however, did not
achieve the desired results. Within a context ofsening economic conditions and
rising unemployment, an awareness that migrant @rsrivere no longer ‘temporary’
started to grow. This led to a turning point in @uimmigration policies, and here
began the divide between entry policies and integragolicies. On the one hand, in
fact, the 197Memorandum on Aliens Policiéblotitie Vreemdelingenbeldicgtated
that there needed to be more restriction on efry.the other hand, however, the
importance of integration policies was reassertedylting in theMemorandum on
Minorities (Minderhedennota of 1983. The central idea was that restrictive
immigration policies were required to make the gné&tion of those who had arrived
in previous waves of immigration possible: “The €hutradition of hospitality should
no longer be manifested in admitting larger quaedibf foreigners”, but rather “by
setting up immigrant policies of good quality fdrose who are in the country
already” (Notitie VreemdelingenbeleitP79: 8 quoted in Roosblad, 2000: 99).



From the end of the 1970s, therefore, while entilcpes had a markedly restrictive
character, integration policies were strongly sufgazb During the 1980s ‘the basic
rationale ..was that specific groups in Dutch society that comd a low socio-
economic status with being perceived as ethnicalig/or culturally different would
run the risk of becoming permanently marginal gsupsociety’ (Bruquetas-Callejo
et al, 2007: 15). Integration was considered to be a-dided process. The
instruments to prevent the formation of marginabups were envisaged as
emancipation through political participation, cuétuand religious equity and socio-
economic equality. The basic idea was that the I[dpugent of an individual and
group identity would result in the individual’'s enw@pation within the community
and have a positive influence on the integratioocess. Hence participation in all
spheres of society, including the political oneswabe encouraged.

During the 1980s, anti-discrimination legislatiorasvreinforced and structures for
reporting and consultation were established. Iniqdar thendependent National

Bureau against Racial Discrimination (LBRpmmitted to reporting on and working
against racism and discrimination, was set up i851%urthermore, active and
passive voting rights for ‘alien’ residents werdraduced, and the presence of
‘elected representatives of immigrant backgroumdthie national parliament and in
the cities was supported. The Dutch nationality i&as modified to make it much

easier for immigrants and their children to becdindch citizens. In the religious

domain, minority policies stressed the importantcequal facilities. The government
incorporated particular representatives from mirmesiinto policy deliberation and

implementation practices. This process was infladnby the Dutch tradition of

pillarisation: “Just as the ‘old’ Christian and Rgstant pillars had their own state-
sponsored, semi-autonomous institutions in educatiealth, welfare and the public
media, such rights cannot be denied to the newralland religious minorities of

migrant communities.” (Koopmans and Statham, 2G01)

In the socio-economic domain, policy mainly addeelsthe labour market, education
and housing. Only in the housing domain, howeved, glich policies result in
successful outcomes. These policies prevented a¢g@meous ethnic concentration
and focused on the creation of low-rent social hru$or immigrants from different
backgrounds and Dutch citizens who shared the samie-economic characteristics
(Penninx, 2005). The most unsuccessful policy dras been integration policies
related to the labour market. Even in periods @inemic growth the unemployment
rate of ethnic minorities has remained around thtieges as high as among
indigenous workers (Van der Meer and Roosblad, 004

Significant differences persisted among coloniaiigrants, who often speak Dutch
before they arrive and are more familiar with Dusdtiety. While the position of

Indonesians improved, Surinamese, Dutch Antillesmd Arubans remained in a less
favourable position (Zorlu and Hartog, 2001). Amowggiest workers’, Southern

European migrants such as lItalians, Spanish, Reetgy Greeks, and Yugoslavs
progressively improved their working conditions, ilhTurks and Moroccans

remained in a more unfavourable position in theolebmarket (Lucassen and
Penninx, 1997; Van Ours and Veenman, 1999).

Despite some failures in specific domains, the Bisimds did have a progressive
‘multiculturalist’ policy for a time. However, inhe 1990s public and political



discourse started to look critically at ethnic mitypolicies. It was considered that
little progress had been made as a result of uatteation given to cultural aspects
and subsidising organisations, discouraging indiaidoarticipation in education and
the labour market. The principle that the obligasiaf immigrants should be more
balanced with their rights was embraced in @anternnotaof 1994. This policy
“was characterised by a more ‘republicanist’ chemadocusing on ‘good citizenship’
of individual immigrants” (Penninx, 2005: 6). Moaglaptation to Dutch norms and
values was demanded. The terms *assimilation” ard/comers’ were introduced and
the expression ‘ethnic minority’ was substitutedhathe term allochtoner. During
this period, the idea that immigration should kEated as a technical matter and not
the subject of political rhetoric started to deelirExplicit and diverging political
stances challenged the earlier political consensasking the shift of the public and
political debate on migration issues from de-pabttion to ‘polarisation’ (Penninx,
2006).

According to Penninx (2005), three major factorscamt for this change. First, as
mentioned above, was the failure of ethnic minoptjicy in the area of the labour

market and education. Second, was the change impéheeption of the Islamic

religion. The third factor was the so-called ‘asylarisis’ — an increase in the number
of asylum seekers that the government was nottabieganage. This resulted in more
undocumented immigrants that, in turn, helped tdoree the perception that

immigration was out of control.

More restrictive entry measures were introduceck Ahen Labour Law et arbeid
vreemdelingep} which regulates the employment of foreignerss wassed in 1995.
The principal rule is that migrant labourers arétkxa to a residence permit only if
there is a shortage of employees from member stdtédse European Union (EU),
Norway, Iceland and Liechtenstein. Employers atdeget to report any vacancy and
wait for a minimum of five weeks before employingfaeigner. Hence, this Act
discourages labour immigration, which is only alkmwvhere a foreigner has unique
skills and qualifications. The law was successivatyended in 2000 to improve its
implementation and enforcement. In 1998, the LigkiAct stated that only
immigrants with residence permits could obtain abaecurity and other social
benefits.

Restrictive measures have also been implementdd resipect to family formation
and reunification. From the 1990s, family migrat&tarted to be seen as an obstacle
for individual integration, and hence a menacedaety (Van Walsum, 2002: 143).
Since the modification of the Aliens Resolutioiréemdelingenbeslgitin 2000,
Dutch residents are required to have stable em@oynbe at least 21 years old, and
earn at least 120 per cent of the minimum wagederao bring a foreign partner into
the Netherlands. Finally, the Netherlands has alsoduced measures to speed up
the process of asylum applications, resulting sigmificant reduction in successful
requests. The Foreigners Actréemdelingenwetof 2001 introduced temporary
status for the first three years, a limitation ba tight to appeal, and an obligation on
the part of the rejected asylum seeker to leaveN#therlands within 28 days to
‘return to their home country’. It has been undeti how this law could produce a
further increase in illegal residency (Van Amerstpa004).



At the end of the 1990s, the conviction that multieralism was failing became
stronger. Amid general social discontent, the eenght VVD party {ereniging
voor Vrijheid en Democrat)e appealed to populist positions on migration and
integration (Penninx, 2005a)slam and the integration of Muslim migrants were
identified as being especially problematic. Theaest attack of September 11 2001
reinforced this social concern. The two key issuethe 2002 parliamentary election
campaigns became public security and immigratibanks particularly to a hugely
effective campaign by Pym Fortuyn, the leader ef tRF party I(ijst Pym Fortuym
and his right-wing populist followers. “Fortuyn fited himself with harsh statements
on criminality, direct democracy, immigration and igtation. He pleaded for ‘zero
migration’, argued that ‘the Netherlands was fudihd called for ‘a cold war against
Islam™ (Bruquetas-Callejoet al, 2007: 19). It was asserted that immigration,
particularly from Arab countries, might conflict thi established ‘cultural
institutions, such as equality between the sexesgay rights. Shortly before the
elections, Fortuyn was assassinated by an ecolaggtaist, but his LPF party gained
26 of the 150 parliamentary seats. The murder of Pgrtuyn and the assassination
of the film-maker Theo van Gogh in 2004 contributeda worsening social climate
and generated a violent debate in the Dutch média.Dutch Monitoring Centre in
the Netherlands reports that racist violent aatseiased every year between 1996 and
2000. Political discourse also changed. The libeND strongly enforced populist
thinking on migration and integration (Penninx, 28043). Many proposals to limit
the rights of foreigners to levels below those oftdh people were discussed in the
Dutch House of Representatives, although they wetemplemented because of the
significant inequality any legislation would haesulted in.

The centre-right governments that came to power &002, including the Liberals,
the Christian Democrats and initially the LPF, tdbk lead in formulating the ‘New
Style’ Integration Policy of 2004. This policy folved the paradigm of the 1990s as
regards the lead concepts of ‘citizenship’ andf-sedponsibility’, although stronger
emphasis was given to the cultural adaptation gframts to Dutch society (Penninx,
2005b). Furthermore, integration policy had becartearly linked to immigration
policy; it facilitated the prior selection of migrs and restricted new waves of
asylum seekers, family reunion and marriage mignati

“In 2004, less than 10,000 people applied for anyin the Netherlands, a 30 per cent
drop from 2003. This signified the lowest numbeasylum applications since 1988.
At the same time, some rather emotive discussioasstl taking place on how to
handle the planned expulsion of 26,000 rejectetlasgeekers.” (Marinelli, 2005.)

In the field of family reunification, the law praled instruments aimed at the early
integration of newcomers, including a compulsorgt tef language skills and
knowledge about Dutch culture and society befoterarg the Netherlands, and civic
integration courses once the migrant had enteredctuntry. The renewal of
temporary permits was made dependent on the sdigcessmpletion of these
courses: “Nearly all of the recent new measureshat policy do have a strong
symbolic, political message. | call them symbolligcause in most cases the
government does not have adequate instruments ptenment them. The tone of
policy management is authoritarian and policiesnapee and more mandatory, laying
the burden of integration unequally on the showdef immigrants.” (Penninx,
2005b: 11.)



The latest Law on Integration and Citizenshvjget Inburgering, effective from 1
January 2007, led to substantial changes for theigipalities as they were made to
be more responsible for supporting immigration guite. Hence Dutch policies
underwent remarkable change in a relatively sheriog: “While for a long time the
Netherlands was celebrated for the success of ulsauituralist approach, there is
nowadays an increasing emphasis on integrationadagtation to Dutch norms and
values. In this regard, the Netherlands is one hef most striking examples of
countries that have renounced the multiculturalpgiroach” (Bruquetas-Callejo ait,
2007: 3). Despite this trend, the Netherlands ool to experience a significant
amount of new immigration, especially since the 280 enlargement. In 2009 the
percentage of residents with foreign backgrounth@Netherlands was 20.3% of the
total population. People with a Western foreignkgaound constitute 9%, among
which Poles are the most numerous group. Resideitts non-Western foreign
backgrounds constitute 11.2% of the total poputatiamong which the biggest
minority groups are Turks, Moroccans and Surinan{(€&S, 2010). About half of
Turks and Moroccans belong to the second generatibite for Surinamese this is
over four in ten (CBS, 2010).

The Dutch Industrial Relations System

The Netherlands has been considered as an exafpteporatism ‘par excellence’
(Lehmbruch, 1979: 165). According to Windmuller §99, Dutch corporatism was
characterised by three mainstays: strong reliamc@rganised consultation, a high
degree of centralisation within interest organmadi and a primary role for the state
in shaping social and economic policies. These stays shaped the ‘harmony
model’ of political economy, suggesting a high aegof consensus, cooperation and
coordination among responsible ‘social partners’ oofjanised capital, organised
labour, and the democratic state (Hemerijck, 1986¢ording to Visser (1998a), the
consensual attitude has been directly promotedéypillarisation’ that traditionally
marked Dutch society — a sharp differentiation leetmv Catholic, Protestant and
Socialist pillars, all with their own associatedifical parties, trade unions and social
welfare funds: “this system of pillarisation wasrgdoxically a source of social
cohesion: first because it prevented any simplersation between capital and
labour; but second, because the organised statulkeotlifferent ‘pillars’ made a
system of institutionalised compromise almost umdaole” (Visser, 1998a: 283).

The harmony model experienced a period of relatosgflict during the 1970s due to
external and internal factors: on the one hand, tweshocks and intensified
international competition; on the other, de-piBation and the resurgence of class
conflict (Hemerijck, 1995). In 1982 the Wassenaacdxd signed the beginning of a
new consensual phase in Dutch industrial relatighsstringent system of wage
determination became the ‘core domain’ of Dutchpooatism. The government,
rather than being a leading actor in negotiatiocest a ‘shadow of hierarchy’
(Scharpf, 1993) over the bargaining table. SineeWassenaar Agreement and until
recently, the national government has pressed &gewestraint but has not interfered
directly in wage bargaining (Slomp, 2004).

Despite the current challenges, this consensuaérsystill endures. At the central
level there are six key associations — three reptesy employees and three
representing employers. Representing employeetharéhree main federations: the



Confederation of Dutch Trade Unions (FNV) with halllion members representing
62% of all union members, the Christian-NationaiddnConfederation (CNV) with
some 350,000 members, and the Union of White CoWNarkers and Senior Staff
Association (VHP) which is about half the size loé {CNV. Party-political affiliation
does not exist, but the FNV is closest to the S@#mocrats (PvdA) and the CNV to
the Christian Democrats (CDA). The VHP orientatisrclose to liberal positions in
Dutch politics. On the employers’ side, the Gene@dnfederation of Dutch
Businesses, VNO-NCWWVereniging van Nederlands®@ndernemingen-Nederlands
Christelijke Werkgeversverenigingepresents large and medium-sized firms in
industry and services; the Confederation of Small &edium-sized Businesses
MKB-Nederland Midden- en Kleinbedrijf-Nederlandsmall and medium-sized
businesses; and the Farmers’ and Horticulture Aason LTO-Nederlandl{and- en
Tuinbouworganisatie-Nederlapd agricultural interests. The three organisations
cooperate in the Council of Central Employers’ Asatbons ROC Raad van
Centrale OndernemersorganisafiesThe VNO-NCW was founded in 1995 as a
federation of the general and Christian organisatiaf Dutch business. It is currently
the strongest and most professional association t@gegther with FNV, is a key
signatory of any central agreement or social pastO-NCW comprises 150 sectoral
affiliates and some 250 direct company memberslaipg,claims to represent 80,000
of the 330,000 firms in the Netherlands. Formaltaots between the social partners
are frequent, but informal contacts play an evememimportant role. These contacts
find an ‘institutionalised’ place in some bipartaed tripartite bodies. The president
of the FNV of VNO-NCW co-chaired the Labour FoundatSTAR Stichting van de
Arbeid). This joint business-trade union body is the pladere employers and trade
unions prepare each new round of collective banggirand where the negotiation of
central agreements occurs. STAR is recognised bygthvernment as an official
partner in deliberating on budgets, wages and kgpoiéicies. The other corporatist
body, the SERSociaal Economische Raakleads the three-tiered (national, sectoral,
company) consultation system. It includes elevepleyers’ representatives, eleven
trade union representatives and eleven membersrap@dyy government (usually
professors of economics, the President of the @eBank, the Director of the Central
Planning Bureau (CPB) and, in recent years, a nuwib®rmer politicians). It is the
main advisory council of the government on wagecypahnd the organisation of the
welfare state even if, over the course of timbag become more a means of delaying
difficult decision (Visser and Hemerijck, 1997).

The government and the ‘social partners’ interaobugh these two institutions for
tripartite as well as bipartite/labowverleg Overlegis a central concept in Dutch
labour relations, defining a “harmonious interchanghat may range from
consultation to bargaining with the sincere intent both sides of compromising
without conflict. In the Netherlands, no collectibargaining-related activities are
undertaken of whatever kind, without previawerlegwith those involved.” (Slomp,
2004: 38). These consultations occur on the bdslsamling economic predictions
made by the Central Planning Bureau (CPB) twicesar.yln the autumioverleg
which occurs in STAR, all the parties discuss th#omk and their initial responses to
it. Sometimes the social partners make an agreearemtstatement of intent’ which
tends to stress the need for wage moderation, tcobgensated by working time
reduction, extension in training facilities or athemprovements in secondary labour
conditions: “The main function of the central ad®rand recommendations is to



influence the ‘bargaining climate’ and creates &masphere of goodwill” (Visser,
1998a: 306). Hence policy concertation is an essdetiture of the Polder model.

Annual or biennial rounds of collective bargainatgndustry and enterprise level are
held on the basis of bipartite and tripartite agreets and recommendations. The
arrangements made by the employer and employeenisagi@ns in the Labour
Foundation are not binding on the (local) negotmtof collective agreements,
although they do influence the negotiations, thie@me of which, in fact, is always a
compromise between the two negotiating partnemsyehathe employers and trade
unions.

The 1927 law on collective agreements leaves ersptofyee to decide whether and
with whom they will bargain. If they conclude anregment with a union, they must
apply its conditions to all comparable employeesluding those who belong to other
unions. All agreements are legally binding. The 7198w on Extension and
Nullification of Collective Agreements allows theinister to extend a collective
agreement, in whole or in part, to employers whe ramst members of the signatory
associations if the agreement covers a substanéprity of the industry (55 per cent
coverage rate). Where this is not the case, thduetand Industry Boards may lay
down minimum conditions. Extensions do not affecmpanies that have already
negotiated a company agreement. Since 1994, thistaritnas used the option of not
extending agreements as a way of reaching poli@cties, in particular the creation
of entry wage scales (near the minimum) for lowls#iworkers with little training
(Visser,1998b). Under the 1970 Wages Act (amendel®80) collective agreements
must be registered at the Ministry of Social Affaind Employment. This Act allows
the minister, after consultation with the STAR aimler a temporary suspension of a
new agreement. These legal principles give firmsnaentive to join the relevant
association and help explain the high level of exdll’/e organisation among
employers and the high coverage rate of collediyeements. Unions are in a more
ambiguous situation: on the one hand the legaksygrevents competition between
union and non-union firms; on the other hand, mages incentives for workers to
join (Visser, 1998a). Compromises are facilitatedthe broad range of subjects
covered by collective bargaining: social securignéfits, employee participation,
employability provisions, childcare facilities, itmang places for apprentices, jobs for
ethnic minorities and the effects of productiontba environment (Slomp, 2004). In
some cases negotiations are breached and the uneynannounce industrial action,
but strikes are rare. “As a rule collective agreetmecontain a peace clause, and
strikes are in breach of contract during their ency. While the right to strike is not
otherwise regulated by law, the Courts have tendetcept their legality if used as a
means of last resort when contracts have expiredefforts to negotiate a new one
have demonstrably failed” (Visser, 1998b: 276). ld@er, even in these cases strikes
are not common, and this places the Netherlandseabottom of the international
strike league, next to Switzerland and Austriac8ianly signatory unions are bound
by a peace clause, employers are normally keemvtavie all unions with significant
memberships.

Agreements with only one union or without the FNké @are. On the other hand,
unions prefer to be included, because only theasoyg unions gain the union
representation rights established through collectbargaining, setting minimum
terms and conditions of employment in non-organiwedkplaces within the area of



employment they cover. “This configuration has dtba bias towards moderation of
demands, since the most radical party on eitherids the largest risk of exclusion”
(Visser and Hemerijck, 1997: 84). This risk is alselled by the fact that there is no
exclusive jurisdiction in the Netherlands; henceiona belonging to different

federations must cooperate with each other in cille bargaining. Single-table
bargaining with employers is the rule. Any uniom anter the contest and try to
secure a place at the bargaining table, and stfdkethis purpose are permitted. “In
the absence of legal right of recognition for usi@md given the threat of exclusion,
coalition building is the only remedy.” (Visser ardemerijck, 1997:183.) That

implies a convergence on a common view that exsludglical attitudes within

unions. Furthermore, union divisions work agairist tinion whose views deviate
most strongly from the employer’s initial positi(Rojer, 1996 in Visser, 1998b).

This system has proved to be stable even in faceroént changes. Deregulation and
decentralisation of collective bargaining, for arste, are now widely discussed.
Employers try to obtain more flexibility in the labr market, and there are some
pressures to decentralise sectoral collective aggats. However, most employers
still embrace centralised negotiation, and onlyew farger companies have signed
their own collective agreements with trade unidnsa study of decentralisation in

Dutch industrial relations in the period 1980-2000ps (2001) confirmed the

existence of a decentralisation process from nalit@vel to sectoral level. However,

he observed that some specific aspects of labonagesnent became more centrally
regulated than before. “It appears that policiesptomote decentralisation and
deregulation may have led instead to further cés#éitéon and regulation.” (Poutsma
and Braam, 2004; p. 164.)

In 2004 the social dialogue came to a halt. Thetarmtof contention between the
government and trade unions were the conflict aaty retirement and pension
reform, the government’s decision to accelerateotigoing reforms by introducing a
new life-long savings scheme with the opportunityworkers to ‘opt out’ of existing
and future collective schemes, and reforms of thsahility, sickness and
unemployment schemes (Van der Meer, Visser andhégin, 2005). The trade
unions staged several protests and demonstrationgpposition to government
policies. After nearly a month of secret negotiasiothe union federations accepted a
wage freeze in exchange for a softening of soei@listy retrenchments. This episode
ended in November 2004 with a new Social Pact, kvhias ratified a month later by
a membership referendum of the FNV. Since thenethws been a moderate
resurgence of social dialogue with some follow-gpeaments on specific issues.

Trade unions

The Dutch union movement mainly developed along gbelelines laid down by
Henri Polak, co-founder of the Dutch confederatdrade Unions (NVV) in 1906.
During his residence in England, Polak become emdistic about the organisational
principles of ‘New Unionism’, which were used asnadel for the socialist NVV
(Van der Berg, 1995). These principles entaile@rtral organisation, strong internal
discipline, full-time paid officials, high membeiphfees to finance strikes and
insurance funds to be allocated only to memberss @&n be considered an outright
revolution in a trade-union movement characterlsgthe absence of craft tradition.



Dutch trade unions, in fact, originated outside fina. At the turn of the century the
country was little industrialised, and because éheere no large industries, large
concentrations of labour did not exist. Before 190@refore, the union density rate
was very low. Only skilled workers, who constitutatk third of the workforce at that
time, were union members. This socio-economic 8doadid not favour the
formation of class-consciousness among wage-eartiete to a scarcity of work
they lived in such straitened circumstances (badsimg, bad health, little or no
education) that they completely resigned themsetuetheir fate.” (Van der Berg,
1995: 29.) The attitude of workers was mostly cbim@sed by submissiveness and a
willingness to co-operate with employers.

After the foundation of the NVV, Protestant and RonCatholic leaders stimulated
the formation of labour organisations with a religg identity to discourage Christian
workers from joining socialist unions. This can bensidered the beginning of

‘pillarisation’ (Van der Veen, 1996). Religious @egy traversed Dutch society,

creating a peculiar social-political situation. Rostance, the workers’ union CNV

and the employers’ association NCW were both Ghndbased, and this led to the
formation of vertical coalitions, with the two orgaations considering each other as
natural allies. The same dividing lines were apptaire the political system, with the

two organisations voting for the Christian Demoicr&arty. That explains why in the

Netherlands the divide between employers and emplbywas not the only and

fundamental divide: “The history of Dutch laboutat®ns has not always simply

been an issue of employers versus employees.” @&anVeen, 1996: 305.) The

division of the labour movement promoted a furtieentralisation of the unions

outside the workplace (Visser, 1993).

The religious and ideological divide between the twmajor union federations has
narrowed in recent years and cooperation has iseded eaders and members of both
confederations share similar goals: “Job growthough wage moderation and
working hours’ reduction, the prevention of largareng differentials across firms
and sectors, and the defence of an accessibledmuliate social security system are
the main objectives shared by FNV and CNV.” (Vissed Hemerijck, 1997: 84.)

In the Dutch trade-union movement, the growth aedlide of membership have
succeeded each other for a variety of reaSosmme of which reside in social
changes. “Research 30 years ago, when Dutch sowaty marked by a rigid
‘pillarisation’, found that there was often pressénom colleagues, friends and family
to join the union attached to one’s ‘pillar’. Toddlyis is weaker and so are the social
pressures towards membership, while many recruitssider trade unions in
instrumental terms, expecting individual service¢Visser, 1998a: 294.) Other
reasons are the economic conditions and changem itabour market. In the 1980s
unions had lost one-fifth of their members, padb/ a consequence of severe job
losses in heavy manufacturing industries. Among rér@aining members, almost
one-quarter was outside the labour force or uneyepldVisser, 2002). Today the
membership rate stands at about 20%, which is weogest by international
standards.

“Sometimes employers publicly voice concern thabogs may become too weak to
continue their much praised role of stable, re&adotd reasonable bargaining partners,
but there are no examples of relations being brakieh (Visser, 1998a: 298.) Union



legitimacy has usually come under attack when us@aim a new and stronger role
in the labour market, but employers have neved ttee destabilise the unions or to
create a union-free environment (Visser and Hewleri{997). Dutch unions, in fact,
are reasonably well-financed and staffed, and #rggy wide recognition from the
other social partners; and their embeddednes®indtporatist institutions gives them
stability and power within the system. This weakémes drive for mobilisation and
antagonistic relationships: “With the exceptionaohandful of (mostly US owned)
firms, union recognition is hardly ever an issué &am most cases not dependent on
actual membership, a show of strike power, cediftn or elections. In conclusion,
the Dutch case exemplifies a highly institutionadis union movement, with
considerable political support and influence, ggegmin national arenas than in the
workplaces.” (Visser, 2002.)

As already mentioned, the FNV is the largest tramon confederation in the
Netherlands. It was formed through the merger in616f the Netherlands Federation
of Trade Unions (NVV) and the Catholic FederatidgrDotch Trade Unions (NKV),
the formal process being completed in 1982. The F&¥n umbrella organisation
representing affiliated unions, rather than workgirectly. Becoming a trade union
member, in fact, is only possible through a trademn. There are 18 unions affiliated
to the FNV, with a million members in total. Affilied unions are generally
recognised and directly or indirectly (through thenfederations) represented in all
advisory, consultation and policy-implementationdies of Dutch corporatism.
Besides formulating policies and bargaining guitksi for sectoral unions within the
corporatist bodies, the FNV acts on matters thatbggond the boundaries of
individual sectors, such as consultation with gowegnt and employers, publicity
(such as joint press releases) and promotionalies (such as image campaigns).
The Confederation also coordinates action withraroon interest, such as campaigns
against government measures that affect its membeeye is a shared strike fund
that complements the union strike funds. Althoughlimked to any political party or
movement, the FNV tries to influence political d#ans during the decision-making
process.

The supreme body of the FNV is tkederatiecongreg¢Congress). This consists of
delegations from the affiliated trade unions; thenber of votes for the delegations is
related to the trade union’s membership figurerizvour years, the Congress elects
the members of the Executive Boarde{eratiebestuyrand outlines the FNV’s
policy. The FederatiebestuuExecutive Board) is entrusted with the day-to-day
management of the FNV’s affairs. It prepares theisien-making process for the
Confederation Council and Congress, and is resplendor implementing the
decisions taken. Moreover, tir@deratieraad(Confederation Council) is sometimes
called the ‘parliament’ of the FNV and constitutee most important link between
the FNV and the affiliated unions. It is, in facpmposed of the chairs of the
affiliated trade unions and the members of the Ettee Board. The Council takes
decisions on all policy areas covered by the FN¥ilavalso deciding on the annual
budget and related plan of action. The FNV has ra¢vadvisory bodies, called
Secretariaat that give the Executive Board advice, prepareicpomemos and
develop all activities aimed at their specific &trgroup.

As already mentioned, the FNV has the task of doatohg the action of affiliated
unions, which however, are autonomous in developoicies on the basis of



sectoral specificities. FNV-Bondgenoten is the esthand biggest union in the
Netherlands (with nearly half a million members@adras the strongest capacity to
take strike action. It was formed in 1998 by a mergmong thdndustriebond
(industrial sector)Dienstenbond(shop assistants, clerical worker$)grvoersbond
(transport workers) and théoedingsbondagricultural and food workers). The union
has 15 industrial groups, which are divided intotges. Members of the same group
will usually be covered by the same collective lab@agreement. The FNV-
Bondgenoten industrial groups comprise the follgvirsectors: transport,
metalworking, information technology and electriesgineering, the chemical and
paper industries, textiles, clothing, leather anasfics, financial and commercial
services, retail and wholesale trade, food andcaljure, and finally, benefit
recipients and older people. It has suffered aossrisetback in membership and
finances both before and after its foundation. BO2-2003 it went through a
profound crisis of leadership, identity and membgrscompounded by a serious
threat to its financial survival.

The union has more than 15,000 unpaid active twailen membersk@derlede)
and negotiates over 700 collective agreements amsteand conditions of
employment (CAO) and a large number of redundamogrammes at company and
sectoral level. The union coundidndsraadl is predominantly composed of members
elected locally from the union’s activists. Thisdyaneets several times a year, and it
is a channel of upward communication, acting a®rgrol mechanism in regard to
national officials. Policy is defined by the managmt board l{oofdbestuurand the
executive committead@gelijks bestuurassisted by a technical staff of academics and
other expertsAdivisie commissiesan be established lmnion bodies to providad
hoc advice about specific issues, target groups ofepsional groups. Eadchdvisie
commissias under the responsibility of the body that hesated it. The management
boards (composed largely or entirely of union exgeuofficers) have considerable
powers and carry considerable weight in consultatwith the union council. Below
this central national level, the union is dividedoi districts (and below these into
local branches), each headed by a district unioacutive officer. This officer
represents the link between the central level &eddistrict and local branch levels,
and is responsible for representing the union withe area concerned and assisting
the local branches.

There is little union activity at workplace levétmployees’ representation at that
level is mainly carried out by works councils, whiare company and not union
bodies. Union representative structures in worlgdam fact, have never succeeded.
When in the late 1960s unions began to organisetwonk of plant representatives,
these overlapped to some extent with the works @tsupresence, and caused some
tension® “They were highly dependent upon the support diftime district union
officials, and in all but a few cases they were search of a role’ which was not
already occupied by union officials and work colmti(Visser, 1993: 77.) After the
discovery that there was no space to develop ubamhes, union plant committees
were pushed into a secondary role, and there wslsifain union strategy to the
councils.

There is a strong legal division of collective kairgng, which is under the exclusive
jurisdiction of trade unions, and employee partatipn within the enterprise through
elected works councils. Formally, works councils mt have the right to discuss



matters covered by industry or company agreemeants oall for strikes, since that
would intrude on trade-union rights. Informally,wever, many works councils are
involved in the negotiation of company agreeme®®rp, 2004). The advent of
works councils as employer-led bodies characteribgd a paternalistic and
instrumental vision of management made it diffictit entertain constructive
relationships with trade unions. The trade uniamdact, considered works councils
to be employer-dominated bodies, and thereforeaclest against the development of
the trade-union movement (Van der Berg, 1995). B: dther hand, most works
councils tended to protect their autonomy from tinéons. Reciprocal relationships
thus became controversial over the course of terbibiting a variety of ‘boxing and
dancing’ strategies (van Klaveren and Sprengers@owever, especially in large
firms, works councils also constitute an indirebagnel of union influence in the
workplace, because the majority of works coungllare at the same time trade
unionists.

3. Research Methods

This report draws on data from a three-year LeMarbulrust funded project on the
development of trade union responses in relatiomigrant populations. As well as
looking at national level responses in the UK, Negherlands and Spain, the research
also aims to understand to what extent trade uresponses are coordinated at the
European level. The methodology is qualitative,hwét focus on semi-structured
interviews and participant and non-participant obston. The research is based on
over 120 interviews with trade union officials aactivists from various levels within
the union movement and a number of interviews wdluntary sector organisations,
particularly those working in the area of migraights and Black and Minority Ethnic
(BME) issues. The research for this report drawsoeer 50 interviews with trade
union officials and activists from various levelsdasectors within the Dutch trade
union movement as well as participant observatidn uaion meetings and
conferences. The research was carried out betw@hahd 2011.



4. The Historical Context of Trade Unions and Immaiipn®

As mentioned in the previous section, after theo8ddNorld War a significant wave
of immigration to the Netherlands consisted of labammigrants from the
Mediterranean regions. Such immigration was engmdaby labour shortages
experienced during the period of post-war recocfivn, and it was established
through a recruiting treaty between the Dutch gowvemt and the sending countries.
Recruitment agreements were established with I(4B60), Spain, Portugal and
Turkey (1964), Greece (1966), Morocco (1969) angjodlavia and Tunisia (1970)
(Roosblad, 2000b; p. 169). These ‘guest workersevi@gely employed in unskilled
or low-skilled jobs and their presence was consideeemporary. The attitude of
Dutch trade unions towards the government’'s racwrntt policy was positive until
the first half of the 1960s. Trade unions, in faagreed with the government and
employers’ positions on the need to recruit tempoveorkers in order to satisfy the
surplus demand and to increase economic produdtiowever, they also feared that
an increase of labour immigration could resultunfair competition’ and in a general
decrease of wages. For this reason, Dutch tradensinargued that an ‘equal
treatment’ policy was necessary. While improving tlving conditions of foreign
workers, this policy also had the effect of limgitheir recruitment, since it made
such recruitment more expensive for employers (BRlads 2000).

The positive attitude of Dutch unions towards goweent recruitment policy changed
in the second half of the 1960s due to the riséabbur immigration and to the
economic recession of 1966—67. Although a numbdpiign workers returned to
their countries of origin, the crisis had littlefexft on unemployment. This showed
that foreign workers had occupied segments of #fedr market characterised by
unskilled and heavy manual jobs that Dutch workegse not willing to fill anymore.
This fact became even more evident during theralscof 1973. Although the Dutch
government began a number of programs to faciliteéerepatriation of foreigners, a
significant number remained in the Netherlands. iflceease in unemployment and
the mass redundancies following the economic cigigeased the tensions between
national and foreign workers. The Dutch trade usigmintly demanded restrictive
entry policies, measures to encourage the repgatriatf foreign workers and the
establishment of equal rights and obligations betwl2utch and foreign workers. The
focus of Dutch trade unions on the protection diamal employment and national
workers was clear. Trade unions “protected virjualbne of the interests of foreign
workers, and no attempt at immigration policies everade at that time” (Roosblad,
2000: 96). The defence of foreign workers was nyagdrried out by religious and
welfare organisations.

In the first half of the 1970s, the Dutch uniongorted the restrictive immigration
policies started by the government and activelypbieth within the SER to limit the
number of foreign employees. Government initiatisash as the ‘return bonuses’ or
support to set up small businesses in their casmbf origin were strongly supported
by the unions. However, such initiatives had littieccess. Foreign workers were
largely settled in Dutch society and had no intamtiof leaving. The growing
awareness that immigration was not a temporary gghenon influenced a change in
government policies: “It was argued that ‘The Dwutcadition of hospitality should



no longer be manifested in admitting larger quagiof foreigners’, but rather ‘by
setting up immigrant policies of good quality fdrose who are in the country
already’.” (Roosblad, 2000: 99.) More restrictivetrg policies were flanked with a
first attempt to formulate integration policies fthnic minorities.

This change in the government’s attitude also erflred a revision of the trade unions
position. Trade unions also declared an intentionfdcus on ethnic minorities
including colonial immigrants, rather than on fgreiworkers alone. Attempts were
made to convince foreign workers that trade uniaese willing to defend their
rights, and that joining a union was in their omrterest. During the 1980s Dutch
unions started to formulate minority policies. [®82, the FNV presented a
memorandum ‘Together rather than Separate’ asnaefrerk to stimulate discussion
and formulate detailed minority policies. This mearaum focused on issues such as
housing, education and social integration, whitdeliattention was given to union
action aimed at improving the labour market positxd ethnic minority workers. The
memorandum raised criticisms from Dutch members wlebeved that migrant
workers enjoyed more favourable conditions and wdtoongly opposed the
implementation of affirmative policies.

From the second half of the 1980s onwards, thesttadon federations acquired a
visible role in defending the social rights of athminority workers within the
tripartite debate. They promoted several initisggiagainst racism and discrimination
both internally and in the social sphere. They alecided to expel members who
openly supported racist organisations and extregig wing parties, and in 1993
formulated a ‘non-discrimination code’. During ti890s, both the FNV and the
CNV established special bodies on ethnic minoritykers with the task of producing
advice for the trade union executive. Despite thieg#atives, the labour market
positions of ethnic minorities did not improve dwgithe 1990s. In addition, the level
of unionisation and presence of members with anietminority background within
the unions remained quite scarce.

5. Trade Unions and Immigration
a) National Union and State Relations

One of the instruments used by the FNV to promat@ur interests, including those
of migrant and ethnic minority workers, is its itwv@ment with other partners and
actors in the corporatist bodies — the tripartiEERSand the bipartite STAR. Through
these bodies, the FNV participates in the polickimg process. The formal and
informal agreements reached within these bodiesesept the official common
position of the social partners on important mattetated to the economic and labour
spheres. These agreements also constitute offibl® guidelines which, even if not
legally binding on affiliated unions, frame furth@olicy developments.

Formal and informal agreements and policy guidsliage regularly issued with the
intention of achieving better equality in the labooarket between indigenous and
allochtonen workers. The specific goals are the promotion abolr-market

participation of young ethnic minority workers, treguction of youth unemployment
(which is estimated to be three times higher amethmic minorities than among
national workers) and the general improvement &f ldbour-market position of



ethnic minority youths. These goals are consideradonly as ways of promoting
integration and social cohesion, but also as a efapvesting in the human capital
represented by all young people, and anticipataréutabour shortages. Specific
measures in this field consist of education anititrg opportunities for young people
with low levels of education through the developimeha dual track (school and
work), or addressing low literacy levels in societyd in trade and industry (STAR
agreement 2007-2015).

Measures specifically addressing discrimination aadism are rarely promoted
directly in the tripartite debate, although manyaswaes are implicitly informed by

concern for such issues. For instance, the FN\elgrgupported the enforcement of
anonymous job applications to avoid ethnic mino&pplicants being discriminated
against when seeking work. Furthermore, the FNVlnated the drawing up of an

anti-discrimination checklist, guidelines to helmmoyers in the recruitment of

foreign employees, and the organisation of meetibgéveen employers and
employees. Such initiatives are often supportecextgrnal organisations (such as
LBR — Landelijk Bureau ter Bestrijding van Rasseodminatie — National Bureau

against Racial Discrimination — and the multicudtunstitute FORUM) with respect

to both planning and implementatith.

Bipartite agreements in this field are meant toii@lemented through sectoral
bargaining, which is a specific task of affiliattdde unions. Guidelines for sectoral
bargaining are directly informed by tripartite abgbartite discussions. Nationwide
sectoral agreements and company agreements, tteer@folude special clauses on
labour-market entry, career mobility, education amtational training of ethnic
minority workers, and on closing the pay-gap. Siieclauses also concern language
courses during working hours and provisions on ahlaave for people with different
cultural and religious backgrounds. Special measagainst discrimination on the
factory floor are also negotiated in formal or imfi@l agreements with employers.
There is a general consensus on policies and mesaselated to the labour market
inclusion of ethnic minorities among the socialtpars.

However, the debate on labour migration has beanacterised by a lower level of
consensus. In contrast to the VNO-NCW, the FNV a$ in favour of promoting
labour migration as an instrument to solve stradtproblems in Dutch society, such
as an ageing population. The FNV declared itsefwour of the free movement of
workers from the new Member States, but it actiielgused on the need to both
combat undocumented employment and increase ingpesttivities so as to ensure
decent terms of employment and working conditigxcording to the FNV, in fact,
while the mobility of workers contributes to a leeteconomic performance, workers
in the Netherlands should all be subject to theesamorking conditions.

In March 2006, the Dutch government decided to #&lynopen its borders to
Eastern-European workers, applying a transitiomalngement for the introduction of
a less stringent work permit until January 2007.pkyers believed that this
arrangement was unnecessary, while the unions mwdevour of introducing a trial
period. The unions maintained that the transiti@mgkeement could only be abolished
when the government had established efficient obntnechanisms to combat
undocumented work, low pay and false self-employimdmproving working
conditions and enforcing minimum wage levels shoutike the hiring of



undocumented workers less attractive for empldyefhe FNV is also concerned
that increased immigration might undermine plangsdmbat unemployment among
young people. The FNV often argues that too littkes been done to counteract
underpayment and undocumented labour. Accordirtedainion, in fact, even in an
organised sector like metalworking, foreign workemsre being paid less than the
minimum wage. The FNV directly focused on orgargsiatypical and undocumented
workers and supported the unionisation of ‘illegaligrant workers, claiming that
“every worker is a worker, regardless of legalisat? An example of this policy is
provided by ‘undocumented’ sex-workers in Hollandho have been able to join the
sex-workers’ unionlde Rode Draapaffiliated to the FNV since the 1990s.

b) National Strategies

Beside its involvement with social partners in gi@nning of tripartite and bipartite
policies, the FNV also promotes autonomous initegi at national level. These are
often organised in the form of campaigns which riebithe federation and the
affiliated unions for the achievement of specifealy. These campaigns usually have
a double aim. On the one hand they are meant toylgbvernment and employers’
associations when a consensual decision has notrbaehed at central level. On the
other hand, they often provide information to traslion members to improve their
awareness on specific matters. Also when campaagiisess sensitive issues for
migrant and ethnic minority workers, they are uguatldressed by all trade unions
members.

One example is the ‘Equal Work, Equal Pay Campaighis campaign, organised in
a strict collaboration between the Dutch unionsd(aespecially the FNV-
Bondgenoten) and other European trade unions, waasclhed with the aim of
obtaining the same wage and labour conditions &ronals and migrant workers.
This campaign addressed national governments aptbgens’ associations, the aim
being to gain improvements in the law. On the otmend, it focused on collective
labour agreements at both sectoral and workplaegdsen order to introduce special
clauses on this matter. The ‘Equal Work, Equal Baynpaign’ became particularly
relevant following the increase in immigration frdéastern European countries, in
fighting against the exploitation of new migrantrkers and limiting the problems of
social dumping.

Another important campaign focused on the Geneetirétment Act-gap (AOW-gap).
In the Netherlands the state pension (AOW) is acdatad between the ages of 15
and 65. People who have not spent all of their wgrkves in the Netherlands have
their state pension reduced by 2% for each misgeay. According to union data,
380,000 people out of 2.5 million on the AOW havepension gap. This issue
involves both migrant and indigenous workers wheehlived abroad. The FNV and
affiliated unions were very active in this field carcarried out an information
campaign aimed at raising awareness of these issuesation to ethnic minority
workers. Meetings were organised through the masaueduring ethnic minority
workers’ festivals and brochures in foreign langsgwere distributed in
communities.

The FNV efforts were also directed at supporting-discrimination activities in
workplaces. This issue became especially releviaait the murder of the film-maker



Theo Van Gogh in 2004, which was followed by a @@of increasing social hostility
towards foreign workers. The FNV was concerned alaoworsening relationship
among different groups of workers in workplaces] amtackle this actively promoted
the Gesprekken op de werkvlofdialogue on the work floor) project. This project
consisted of a series of dialogues between indigenand allochtonen workers
conducted in workplaces with the aim of improvirgiprocal understanding and
building common solidarity. FNV officials directlyoined affiliated unions in
workplaces when the meetings were held.

In the 2009 Congress, the FNV also presented dutesoon ‘Decent Work for All’
aimed at improving the labour conditions of workemsployed through flexible
contracts and guaranteeing them a decent leveb@élssecurity. This campaign is
being developed over the period 2009-2013 by stinemgng contacts with
international unions, lobbying for improvements time law and by negotiating
specific clauses in sectoral collective agreements.

The FNV also promotes social debate through coné&®and meetings together with
external associations. Examples are the discussigaised together with Catholic
organisations on globalisation and social justgiebalisation and labour migration,
values and social coherence, and solidarity betweemg and elderly people. The
FNV collaborates with anti-discrimination assomas like thepreviously mentioned
LBR and FORUM,which also advise trade-union bodies on specifitviies for
migrant and ethnic minority workers.

c) Engaging with Diversity

The diversity approach was officially embraced Iy ENV at its 2001 Congress. The
FNV underlined the need to recognise cultural déifces among both groups of
employees and the individuals belonging to thoseugs. Within this view, real
equality can be achieved if differences are taketha basis for the development of
labour relations. Within the trade union debate éxpressiondoelgroepen(target
groups) remained. However, in the unions’ view, gxpressiondiversiteitsbeleid
(diversity policy) offered more scope to fight agstidifferent types of discrimination,
while also avoiding stigmatising groups. ‘Diversitiius broadened attention to all
the factors responsible for discrimination, suchsas, health, educational level and
age. As a consequence, opportunities had to beedffeot on the basis of group
characteristics, but on the basis of individualglgies.

Diversity has been, and still is, the most impdrtaolicy framework for initiatives
related to migrants and ethnic minorities (as veal towards women and young
workers). This framework was reconfirmed as ceniralthe 2005 and 2009
Congresses. In the early years, diversity polieied projects were mainly run by ad
hoc-commissions both within the federations and affdiated unions. However,
recently the FNV has opted to abolish these baahelsto mainstream diversity within
the union. The basic idea is that diversity hasgd@ common concern of all the union
departments to avoid the problem of separatismisoldtion of migrant and ethnic
minority issues from the rest of the union. Witthe FNV, as well as within affiliated
unions, policy advisors on diversity currently moni the implementation and
outcomes of diversity policies across the diffenemibn departments.



Many initiatives have promoted diversity both extdly and internally. Specific
policies have been adopted to encourage employersupport and respect the
interests and rights of an increasingly diversifigdrkforce. For instance, several
measures addressed basic individual rights, sudheasreedom of speech and the
opportunity to express personal belief. In ordesttmulate equal treatment and equal
opportunities, the social partners also agreecheNVP-sollicitatiecodegrecruitment
code of the Nederlandse Vereniging van Personeelsmanagement &
Organisatieontwikkeling™® Other initiatives related to problems related wriplace
health and safety, such as stress and bullyingh&umore, trade union action has
addressed the problem of low participation and Ivetment among workers with
foreign backgrounds in workplaces, with the aim athieving multicultural
representation. FNV-Bondgenoten and FNV-AbvaKabo,ifistance, have produced
a brochure entitled ‘Together at work, togetherthe works councils’, aimed at
explaining to trade unionists in the workplace himwincrease migrant employees’
involvement in works councils. Furthermore, the FN¥s provided trade union
officials with practical suggestions on promotingveisity during representative
elections.

Several measures have also been aimed at incredigergity within the trade unions
themselves. The aim was to incorporate target-grogmbers within the boards of
both the Confederation and affiliated unions thtouwgrk experience placements and
traineeships. A specific project, thep weg naar de togOn the way to the top) was
created with this goal in mind. At central levelot projects aim to get more ethnic
minority women in top-union positions. The firstopct, ‘A place with FNV’,
resulted in twenty ethnic minority women being irpmrated in middle management
positions. Since February 2009, the FNV has beenitig another 25 ethnic minority
‘top women’ for executive positions on the boaréiafiliated unions within a project
called ‘Campaigning for Influence’. The trainingogramme for ethnic minority
women is a collaborative initiative between theomsi, associations (the FORUM
multicultural institute) and the government tragpinstitute (ROI).

The FNV has also organised 50 information meetimgscollaboration with

immigrants’ organisations, successfully lobbiedlifb unnecessary restrictions on
elderly immigrants who receive social assistancel aubstantially increased the
diversity of FNV-appointed representatives on tbards of Chambers of Commerce.

d) Broader Communication Strategies

The development of strategies to communicate wimbrers and workers, as well as
with society as a whole, is a point of major concar the FNV. The tools used by
the FNV to communicate range from the developmémeabsites and blogs to the
publication of brochures that provide informationreport the union initiatives and
outcomes. Furthermore, the FNV patrticipates agtiv@lcommunity events like, for
instance, the Kwakoe Summer Festival, the largestticultural festival in the
Netherlands.

In recent years FNV communication strategies haxeldped further, become more
professional and have embraced a stronger symhoksality and diversity, for
instance, are often promoted by using a biograptaparoach. The emphasis on
migrant workers’ and members’ life or the achievatmef single individuals



constitutes a powerful way to link diversity issuesveryday life. Such an approach
is also visible in the ‘Power to’ media campaigrisT initiative is essentially a
marketing/advertising campaign to enhance publiaramness of particular groups of
workers. The campaign was initiated in 2008 by ENy/ and two affiliated unions,
FNV Bondgenoten and the civil servants’ union, Akatao FNV. It was initially
called ‘Power to the working people’ campaign, #émelbasic aim was, at that time, to
communicate the significance of trade unions forkivg people more clearly and in
a more modern way. Among the key concepts are gjipeople the power to create
their own opportunities, while the trade union nemges clear-cut labour terms and
conditions. The FNV aimed to recruit new membersmgihe working population in
general. This campaign proved successful and wesneaed to include ‘Power to’
campaigns for more targeted groups of workers sscHlexible workers’, ‘youth’
and ‘cleaners’. This campaign was very relevanintigrant workers since they are
over-represented in many of these vulnerable groltpkas been able to raise
awareness of the potential benefits of FNV membjerfein these groups.

These campaigns are also directed at differentosesciof the workforce— youth,

women and migrant workers for example — so thautkien is seen to be intervening
and remoulding its image. There have been a sefieampaigns running alongside
these which have involved the use of performantstsirin the main trade union

congresses — each representing a different typeoder and worker narrative. These
aim to sensitise the union to a range of multiplentities within the workplace and
Dutch society. They have been part of a culturatsgy to bring a greater realisation
of the different needs and demands of the workfortethe centre of the trade union.
They are relevant to the study of the union andeifgtion to migration as these types
of approaches are beginning to communicate thenaltgorocess of reflection and
broader renewal that unions are capable of — tleybe part of the modernising
process. More specifically, there have also beesemes of texts and touring

exhibitions in relation to migration, which tried bring to the fore narratives and
biographies from within the range of migrant comitias. These were linked around
individual stories and histories of migrant workémsthe country. Most studies of

unions and migration tend to be less concerned tvglcultural dimension — perhaps
because of the nature of the academic industrigllamour relations tradition and its
focus on rules, regulation and structures. The ldpweent of such campaigns in the
Dutch context does raise some issues, given trecyegnd external perception of
(advanced) welfare rights and multiculturalism, lgiten the political changes in

terms of the rise of a more xenophobic right withgy are understandable.

Such projects and initiatives have a strong topfdoharacter. Most of these policies
were developed at confederation level by spechalsady bodies and departments and
then disseminated to affiliated unions to be furdaborated and implemented. Other
initiatives were developed directly by affiliatechians but, again, within specific
central departments. Although addressed at mignadhtethnic minority workers, their
direct participation was a challenge in the dewelept and implementation
processes. While being able to improve the conmditibmigrant and ethnic minority
workers at the workplace and to increase diversigpecially within the union, these
actions alone cannot increase the level of padimp and unionisation of groups of
workers at the edge of the regulatory process amtting in sectors not protected by
collective agreements. This weakness became aateéssiue in the union debate
during the early 2000s as a result of contextudliaternal union changes. However,



these communication campaigns can assist the tnaida in the manner in which it
presents itself and engages with broader constitegnlt can enhance its role as a
legitimate voice for the narratives and experienaesorking people through these
symbolic forms of representation. The challengehisn linking them into other
activities and legitimising them.

e) Connecting with the Workforce through Organising

In April 2005, the FNV published the results oftady on trade-union innovations in
a report entittedDe vakbewegingan de toekomst: Lessen uit het buitenlgiithe
Trade Union Movement of the Future: Lessons frommo&d). The intention was to
provide new inputs into Dutch unions, which wengrig to ‘redefine themselves'.
This research resulted in a booklet that was tadedl into English for the
international debate on innovative trade-uniontsgi@s to counter union decline. The
booklet asserted the importance of organising nesugs of people, among whom
were ethnic minorities and immigrant workers, tloairyg, the unemployed, workers
in the service industry and atypical employees.

In order to build union membership and develop memdngagement, Dutch trade
union activists were influenced by the organisipgraach adopted by the Service
Employees International Union (SEIU) in the US. sThinfluence extended to
developing links with the SEIU and receiving traigiand coaching from SEIU
activists based in trade union offices in the Ne#mels. The FNV’s search for ways
to improve union membership came at the same tisnth@ SEIU was looking to
develop international links. In 2004 the SEIU laued a strategy to form sustained,
international coalitions in the service sector,lding on previous campaigns with
British and Danish unions against firms such asu@ré Securicor and FirstGroup.
The SEIU strategy involved dedicated partnershiipls selected unions, most notably
the Transport and General Workers’ Union (T&G — ndINITE) in Britain and the
Liquor, Hospitality and Miscellaneous Union (LHMU row United Voice) in
Australia. In order to build stronger ties with fwear unions, the SEIU employs local
union officials who act as bridge builders betwé#esn SEIU and local partner unions.
It invests significant resources in regional ofi@nd organisers in Australia, Britain,
South Africa, India and Poland. In addition, mensbg and leadership exchanges
are organised, in order to connect campaigns toramé-and-file. Through the
international services union UNI, the SEIU set up iaternational initiative to
organise cleaners and security staff and has alssied several million dollars in
organising campaigns that target international feedvice, cleaning and security
employers, and has assigned staff to Australiaariebl Britain, India, France,
Switzerland, Germany, the Netherlands, South Amesicd South Africa. Following
the example of the SEIU’s ‘Justice for Janitorsmgaign, similar campaigns have
been launched in these countries, for example'Jistice for Cleaners’ campaign in
Britain, the ‘Clean Enough’Schoon Genoggcampaign in the Netherlands and the
‘Clean Start’ campaign in Australia.

In the Netherlands, leaders from the service sagt@mn FNV-Bondgenoten, and the
public sector union, FNV-AbvaKabo attended SEIU\@rtions. One official from

FNV-Bondgenoten, responsible for the cleaning seatadertook a training course on
organising in America in 2006 and was charged witinging back the organising
approach to the cleaning sector in the Netherla@tker activists have been to



London to follow the London Citizens campaign —evhhas brought together a range
of organisations in relation to economic and sopiatice in the city — and built up
links and networks with organisers working in tdastice for Cleaners’ campaign in
London. Visits and leader exchanges appear to hastean important influence on the
support given to the organising approach and thengity to which it has been
implemented in some sectors. When asked what thé/safor organising was in the
Netherlands one Dutch organiser said that it wasngethe success of the SEIU
campaigns. When union officials went to SEIU coriars they wanted the power
they saw for their own union. It was also appatéat organising was engaged with
because it appealed to a group of trade union isigiwwho saw a moral and
meaningful — and even dynamic — dimension to @ gontext of institutionalised and
sometimes predictable approaches to employmerioeta

The organising approach was embraced especiallyNdy-Bondgenoten, the most
militant of the affiliated unions. In 2007 the unidaunched a campaign in the
cleaning sector which culminated in prolonged stiktion in 2010 for improved pay
and working conditions. The cleaning campaign wasnéd around two issues,
fighting for an increase of ten euros an hour ardréspectful treatment of cleaning
workers by employers. In the beginning the uniomcemtrated high levels of
resources in the cleaning sector and also encodirag#-organisation and the
development of workplace leaders. The cleaners’peagm was launched during a
meeting at Schiphol Airport attended by five humndi@deaners. In the following
months, organising committees were created in MahstThe Hague, Utrecht and at
Schiphol Airport. Migrants’ organisations, churchesosques, social movement
groups and others pledged their support. The cagnptself was considered unique
for the Netherlands. A combination of grass roatgaising, direct action and broad
coalitions applied pressure on employers and gwitractors. The approach adopted
in the cleaning sector in the Netherlands, thedarging’ model, has been directly
influenced by the SEIU and the tactics used in tuecessful ‘Justice for
Janitors’ campaigns. In our research we intervie@rdSEIU activist based in the
Netherlands, who had come to Amsterdam in 2007 elp krain activists around
organising. The union activists used tactics anatesjies of organising common to
campaigns used in other countries — not only ‘dastor Janitors’ in the US but
‘Justice for Cleaners’ in the UK — which includedpping workplaces and targeting
and ‘shaming’ client companies of cleaning contietin Amsterdam, the campaign
involved direct action against client companiegluding banks and airports. The
cleaners and activists accompanied by a sambadrahtebel clowns’ stormed bank
headquarters. They also went on ‘millionaires towrsiting the richest bosses of
cleaning companies. The campaign produced redidtsjast one year when in 2008
cleaners won higher wages as a result of the ‘L@®’Ezampaign. In early 2008,
cleaners reached an agreement on higher wagesioraddraining, language courses
and a more transparent collective agreement. Toa®®mes were clearly celebrated
and referenced so as to instil them within the @mdvmomentum of trade union
activity in this area and the changing experieraddébe workforce.

In early 2009 FNV-Bondgenoten began a new campé#&gorganise cleaners in

Schiphol airport. The union recruited over halfctdaning workers in the airport and
the activists were able build on the success of20@7/2008 campaign to mobilise
workers to try and achieve better working condsiohhe union was again successful,
and after four days of strike action, the cleanera travel expenses, job security and



a 50 Euro bonus. They also managed to negotiateeaofd bonus for all Dutch
cleaners of 0.5 per cent of their yearly incomee Thmpaign continued until 2010
and culminated in prolonged strike action conceeatran key areas of the economy,
mainly the airports and the railways. The cleangoh further concessions from
employers and were able to negotiate sectoral Eyelements in the cleaning sector.
The campaign resulted in improved working condsgidor the cleaning sector and led
to the development of a core of union organiserth@mainly service sector-based
trade union FNV-Bondgenot&éh

A key feature this campaign was the high level @hmitment of union organisers
and high level of resources concentrated on bugldip self-organisation among the
cleaners. Our research shows that the organisipgpagh was the outcome of active
individuals in the union who established a commuatftinterest and networks around
organising. Among some Dutch trade union organitieese is an almost cult-like
status attached to organising — which was reflecteour research by one organiser
having ‘organise’ tattooed on his forearm. Manytloé activists appeared to have
been inspired by their training from the SEIU aistis. In the run up to this strike
action we observed meetings of cleaner activistsrevlunion officials and organisers
applied techniques used in organising campaign®r—ekample, the ‘escalator’
approach towards direct action. The success ofdh®aign was built on an ability to
empathise and engage with the workforce in newranval ways. In meetings during
and after the campaign a very positive and supgodpproach to new activists was
apparent as a close set of mentoring and strategitons were established between
the organisers and the new representatives.

In 2009, FNV-affiliated unions recorded increases membership — with FNV

Bondgenoten growing by 2,500 members in a threetmgeriod. The assertive
campaign in Schiphol airport led to over half afarhing workers becoming members
of FNV Bondgenoten.

f) Migrant Voice and Direct Engagement

Most of the union projects and initiatives haverargy top-down character. Policies
are often developed at confederation level and theseminated to affiliated unions
to be further elaborated and implemented. Othdiativies are developed directly by
affiliated unions but, again, through the work ehtral departments. Hence, although
aimed at migrant and ethnic minority workers, spacticies did not envision their
direct participation either in the development mpiementation processes. While
being able to improve the condition of migrant attnic minority workers at the
workplace and able to increase diversity, espgcilthin the union, such actions
alone have not been able to increase the levehnicgpation of groups of workers at
the edge of the regulatory process and workingegtoss not protected by collective
agreements. Although the organising strategy has lable to empower vulnerable
(migrant) workers and increase their unionisatibimas not promoted the formation
of an internal space for migrant and ethnic miyonibrkers within the union.

As already mentioned, specific bodies for ethnimamty workers were present
within the FNV and are still active within someibdited unions. FNV-Abvakabo, for
instance, has specific platforms for ethnic minomembers calledectorbestuur
Migranten (Migrants’ Sectoral Board). FNV Bondgenoten hasoaéstablished a



group called Nieuwe Nederlandersthe New Dutch) consisting of officials,
negotiators and policy advisors. However, thesectires also have a central nature
and are not comparable with the experiences okkdad minority workers’ sections
in other national trade unions. Data suggestsahmbcess of self-organising of these
groups of workers has not developed in the Dutde.c@ihe centralised nature of the
Dutch unions and the relatively low presence inkptaces might help to explain the
lack of structural and continuous links with (faye) members.

6. Contributions and Challenges: Evaluation

Policies and strategies developed within a fram&wof strong and fruitful
relationships have allowed Dutch trade unions tvigle benefits to ethnic minority
workers in terms of employability, training and ¢aip-market participation. Although
a gap between indigenous and ethnic minority warksill persists, Dutch trade
unions have shown a strong commitment to promadtieginclusion of migrant and
ethnic minority workers in the labour market ovée tlast twenty years. Anti-
discrimination policies have been carried out witha well-defined diversity
framework both in the labour market and workpladéswever, the Dutch unions
have been less able to build up relationships mitirant and ethnic minority workers
and include them within the organisation both asnimers and activists. Although
precise data on the unionisation of migrant workersot available, unionisation rates
have been estimated to be very low. The presencaigfant and ethnic minority
workers in workplace representative structures dlss been reported to be scarce.
Such outcomes seem to be influenced by the cesddaditructure of the Dutch unions
and by their relatively low presence within worky#a and at the decentralised level
in general. Such features have made it difficulestablish contacts and build up a
systematic dialogue with migrant and ethnic miryoritembers. The low level of
participation of migrant and ethnic minority worken union activities, as well as the
lack of attempts at self-organising within the umiare also partially explained by a
certain ‘distance’ between the union organisatios the union rank and file.

The organising approach is considered an oppoyttaistrengthen the participation
of migrant and ethnic minority workers in union igity, and also as a way of
strengthening the defence of vulnerable groups ofkers. Whilst the organising
approach appears to have delivered results, tlierseaeral tensions in the approach
adopted by the Dutch trade unions. Firstly, there tensions between unions in
different sectors as organising presents a deafittim less confrontational strategies
traditionally employed in the Dutch trade union rament. There is, therefore, an
initial tension that emerges from the way in whsttial partnership and longer term
relations are established between employers, manhaged union ‘officials’. The
manner of the campaigning in the cleaning sectorekample, actually questions the
proximity between union officials and managemendtigh partnership relations, and
introduces a more conflictual element. This iseesdly the case where the social
partnership is embedded. In fact, during the refetinre social gains of regulation and
policy in the Netherlands were not always that rcléa the various interests
propagating the organising model. However, what el@ar was the failure to extend
many gains into new areas of work and new groupgookers such as migrants.

Secondly, organising campaigns have been concedteabund low-wage work, but
it has been difficult for unions to transfer thgyamising model into more traditional



areas of the economy, such as nursing or portscaediicals, for example. The
cleaning campaign has inspired follow-up campaignsther sectors of the Dutch
economy, such as in domestic work, agriculture thedretail industry. Furthermore,
it has inspired other trade unions, among themRN¥-AbvaKabo, to take up an
organising approach in the workplace. However, eghleas been scepticism from
union officials in traditional sectors about organg. In the public sector union FNV-
AbvaKabo, the union executive agreed to a pilotjgmtoin order to test out the
organising approach. The project was to organigsesuat a university hospital. The
campaign focused around a specific issue, which thaisthe hospital needed new
equipment. The campaign succeeded, but the astiaighd that the nurses were quite
loyal to their employer and patients, and it wds theat organisers were not seen as
being relevant in the public sector, but were meuwded for the market or private
sector (interview with union organiser, FNV-Abvakallune 2010). The regulatory
process in the public services still retained afof institutionalism.

Thirdly, there is the broader question of the sosatality of this approach, as the
cleaning campaign was framed around achieving @cpkar result, and the literature
on organising shows that there is a tendency fagls issue’ organising campaigns
to dissipate once the desired result is achievegariising and its systematic support
and follow-through brings a need for sustained oiggional strategies and some
type of bureaucratic underpinning (albeit prognessand this case shows some of the
challenges of this once the initial campaign haanbsiccessful. Linked to this is the
extent to which members are really in control oé tbampaign — and even if
organising campaigns have led to securing betteditons of employment, there is a
guestion as to the extent to which there has dgtbaben more democratic unionism
with more grassroots participation within the stanes of the union, rather than just
the organisational spaces of specific campaigns.

Despite these dilemmas, the organising approaatdsiring a greater measure of
consent within the official union debate, and salqrojects aimed at promoting
union presence and activism at local level are alserging in affiliated unions not
directly involved in organising campaigns. Suchjgets, inspired by organising
principles, have the goal of promoting structutzmges, moving beyond the problem
of ‘single issue’ campaigns. The extent to whichamising principles will be able to
promote organisational changes in terms of strectcmlture and activity, as well as
the eventual effects of such changes on the Dutdbskrial Relations model, remain
open to question. Organising as a way of transfognai trade union more broadly in
its purpose and objectives is not a given. Howeter introduction of the organising
approach already constitutes an important novalthé union debate. One interesting
development has been that of research into organsy FNV-Bondgenoten and the
increased support and resources being conceniratadanising. The SEIU, clusters
of motivated activists and officers, and a new gaten of leaders appear to be
forming a coalition of interest that is steadilgating a tapestry of cases, struggle and
new organisational memories that can assist indemogenewal.

7. Conclusion
The Dutch case is important in any study of imntigraand industrial relations due

to the long history and legacy of the former in dogintry. The Dutch model is seen
as being one of the most progressive and inclusivelation to most of its European



counterparts. The model of industrial relationsoree which has focused on the
welfare dimension. This neo-corporatist approactamsethat key issues related to
migration have been responded to in a formal arttregs cohesive manner. Whilst
there are debates about the actual efficacy ofntloelel and the experience of
migrants since the Second World War, the embeddatiren of employment
regulation means that migration has been ‘orgahisétin industrial relations in a
systematic manner. This was more feasible at awhen migrants entered regulated
and organised aspects of employment. However, danteyears the experience of
migration has changed in terms of source, natuck industrial and employment
focus. This has happened at a time when Dutch gmohave been using
‘decentralised’ approaches to employment (agenakaad subcontracting). Hence,
there is an experience of migration which in sigaifiit aspects resides on the margins
of organised employment relations. We have drawenaibn to this challenge to the
more formalised system of employment regulatioreasrsuch as cleaning, domestic
work and agriculture are increasingly prone to paarking conditions and more
decentralised employer and management practices.

This has led to an internal reflection with trageoms and a general concern with the
methods needed to engage with the workforce. Framiesearch there is evidence to
suggest that the formal adherence to the organmiogel, as formulated in the 2005
FNV Congress, has resulted in the actual implentientaf organising strategies, and
in the adoption of more confrontational views atetdralised levels. Such novelty
has found supporters in the trade union executvads of affiliated unions and
sympathisers in the FNV, likely to create sometifvic within the union. In fact,
Dutch unions have traditionally acted as agentsoofal regulation, with formal and
informal agreements reached within corporatist @®dimed at promoting inclusion
and anti-discrimination. We could argue that thdroduction of organising
constitutes, using Schmitter and Streeck (19819gmates, a move from the logic of
influence to the logic of membership. Furthermdtrbas also resulted in the adoption
of more bottom-up strategies alongside the tragticcop-down approach of the
Dutch union movement.

Inevitably the question of migration is importangt just as a pressing social issue
but as a development which tests the regulatongasfy of the industrial relations
system, even those that have been deemed to bed$dime more robust in Europe.
The Dutch case shows how formal and institutiormdraaches to the question are
being paralleled by new cultural and mobilisingattgies that endeavour to rethink
the organisational and symbolic link between (nemikers and the union movement.
There is no reason why these should be at odds ewithh other, as seen from the
experience in other countries. However, in the Dudase the identity and processes
of industrial relations are the subject of uniorbate. The challenge of balancing
equality and state-oriented approaches of a formatire with new approaches to
class and engagement represents the basis of lefidn@aemergence of new forms of
activism and activists — along with an engagemaetit external organisations such as
the SEIU and UNITE in the UK — mean that inevitabgmocratic and organisational
issues of an internal nature will increasingly egeer

Footnotes



! After the dissolution of the Netherlands Antill@onaire, Saint Eustatius and Saba became three
special municipalities of the Netherlands referieds ‘the Caribbean Netherlands’. Curacao andt Sain

Maarten became constituent countries within thegdom of the Netherlands. Aruba, instead, had

separated from the Netherlands Antilles in 1986.

2 Moluccans remained essentially marginalised bycBsbciety (Abelet al, 1985:18) and integration
policies only began in 1978 after a series of wstattacks by young Moluccans highlighted their
marginalised and poor living conditions (Smeets ¥adnman, 2000).

% The term allochtoonen (used by the Central Burfabtatistics (CBS)) refers to anyone with one or
both parents born outside the Netherlands. A distin is made between first and second-generation
newcomers. A first-generation allochtoon is a perkaing in the Netherlands but born in a foreign
country, and who has at least one parent who wsts l@rn abroad. The ‘country of origin’ is the
country the person was born in. A second-generallmthtoon is a person born in the Netherlands
with at least one parent born in a foreign counhen both parents are born abroad, the ‘country of
origin’ is taken to be that of the mother. If onargnt was born in the Netherlands, the ‘country of
origin’ is taken to be the other parent’s countfyioth.

A further distinction is made between ‘western’ ambn-western’ allochtonen. A non-western
allochtoon is someone whose ‘country of originorslies in Turkey, Africa, Latin America or Asia,
with the exception of Indonesia (or the former DutEast Indies) and Japan. “The change in
terminology suggested that those who had hithezemhreated as ‘minorities’ were first and foremost
from a different background, language and culthentthe Dutch and that this was a primary reason
for the difficulties that they faced. The emphagispolicy should thus be to help them ‘integrate’
within that culture rather than continue to noursgparateness in the name of multiculturalism.”
(Virginie Guiraudon, Karen Phalet and Jessika tat. W

* He claimed that “Islam was a threat to liberal deracy and a hindrance for integration of
immigrants and that immigrant integration shouldHamdled with more courage.” (Penninx, 2005;

p.7).

® In a first draft proposal, then rejected, the Mier for Aliens’ Affairs and Integration, Rita Venok,
extended such mandatory courses to all migrants bgiveen 16 and 65, regardless of the time spent
in the country, and even if they were naturalisedch.

® Ebbinghaus and Visser (1999) show how a declinenion membership is due to the intersection of
several factors: cyclical factors (i.e. politica@lemomic changes), structural factors (social changed
configurational factors (contexts that shape thedd@ns under which unions act).

" According to the statute of the FNV Bondgenotearjerledenare members that fulfil one or more
functions on behalf of the union. They can be fgidhe union itself or not.

8 During the 1960s, trade unions had neglected asidcbntact with rank-and-file members owing to
their excessively centralised position. Howevemeattempts were made to reverse this trend. During
that period, organisational structures at workplavel were developed. Members were organised into
workplace branches and groups of local union atiwvere formed. Both bodies were composed of
unionised employees of the enterprise assistedfoj-ame official appointed and paid by the union
Through these structures the unions hoped to ingpmmmmunication with their members, increase
participation in union activity at this level angegt more influence on employers’ policies.

° This paragraph is widely based on: Roosblad, 2000.

1 FORUM (Instituut for Multiculturele Ontiwikkeling Institute for Multicultural Development) is the
largest non-governmental actor in the field of gngion policy in the Netherlands and is especially
concerned with ethnic minorities. LBR (Landelijk i®au ter Bestrijding van Rassendiscriminatie —
National Bureau against Racial Discrimination) Isoaan important NGO organisation especially
active in the field of education.



1 The FNV claimed to be against illegal employménit, not illegal workers. According to the FNV
unionising illegal workers might result in a deean illegal employment.

12 Obviously, the FNV drew a clear distinction betwehbe illegal status of migrants and the criminal
records of migrants, who in this second case weckided.

'3 The Dutch Association for Personnel Management and @isgtion Developmeris a network for
HR professionals with over 5000 members. The stateghose of theNVP-sollicitatiecodeis “to
provide a norm for a transparent and fair recruithzand selection procedure” (NVP official website).

* The campaign also recently won the internatiomard for the best union campaign by the global
services sector union UNI. Increasingly unions atempting to use benchmarking exercises to allow
for innovative practices to be shared.
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