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Saskana ar Reglamenta 29. panta 2. punktu Eiropas Ekonomikas un socialo lietu komiteja 2010. gada
17. februari noléma sagatavot pasiniciativas atzinumu par tematu

“Darba némeju finansiald lidzdaliba Eiropa”.

Par Komitejas dokumenta sagatavoSanu atbildiga Nodarbinatibas, socialo lietu un pilsoniskuma
specializ&ta nodala savu atzinumu pienéma 2010. gada 2. septembri.

Ta ka Komitejas sastavs tika atjaunots, pilnsapulcgé noléma, ka balsojums par $o atzinumu notiks
oktobr1 paredz&taja plenarsesija un, ieverojot Reglamenta 20. pantu, iecEla
Alexander Graf von SCHWERIN par galveno zinotaju.

Eiropas Ekonomikas un socialo lietu komiteja 466. plenaraja sesija, kas notika 2010. gada 21. oktobrT,
ar 170 balsim par, 9 balstm pret un 22 atturoties, pienéma So atzinumu.

I. Kopsavilkums un ieteikumi.

1.1. Darba némgju finansiala lidzdaliba sniedz iesp&ju uznémumiem, to darbiniekiem, ka arT visai
sabiedribai kopuma labak un efektivak piedalities saimnieciskas darbibas eiropeizacija. Tap&c
Eiropas Ekonomikas un socialo lietu komiteja ar So paSiniciativas atzinumu vélas uzlabot
sabiedribas izpratni par min&to jautajumu. Merkis ir rosinat Eiropa izstradat
pamatkoncepciju, lai veicinatu Eiropas socialo un ekonomisko koh&ziju, atvieglojot un
sekmé&jot darba peéméju finansialas lidzdalibas izmantoSanu dazados Itmenos (pieméram,
pelnas lidzdalibas shéma, akciju turéSana, algas uzkrajumu konts).

1.2 Lidz ar Eiropas izaugsmi arT uznémumi, jo IpaSi mazie un vidgjie uznpdmumi (MVU), ir
paplasinajusi darbibu starptautiska méroga. Viena no stratégijas “Eiropa 2020” prioritatém
ir pieverst galveno uzmanibu Mazas uznémejdarbibas akta TstenoSanai praks€, jo Tpasi
attieciba uz MVU finansialas situacijas uzlabosanu. Sai sakara darba néméju finansiala
lidzdaliba var but viens no mehanismiem, ka sekmét minéta mérka sasniegSanu, tad&jadi
paaugstinot Eiropas MVU konkurétspeju. Darba némeju finansialas lidzdalibas modelos
neatkarigi no uznémumu lieluma janem veéra uznémuma izstradatie risinajumi, ka ar1 tiem
jaaizsargd darba pemeju tiesibas, lai nodroSinatu, ka tiek ieveroti atSkirigie apstakli
uznémumos un valstis.
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Tapec §1 pasiniciativas atzinuma mérkis ir

» Eiropas limeni atsakt debates par darba péméju finansialo lidzdalibu un dot jaunus
impulsus ES méroga diskusijai;

» veicinat sabiedribas izpratni par $o jautajumu un mudinat socialos partnerus gan
Eiropas, gan dalibvalstu Itment veltit tam lielaku uzmanibu;

» apzinat skérslus, kas traucé darba némégju finansialas lidzdalibas parrobezu darbibu, un
ierosinat iespejamos risinajumus;

» mudinat attiecigas Eiropas iestades, ja tas vajadzigs, izstradat risinagjumus;

» apliikot vél neatbildétus jautajumus, kuri jaturpina analizgt.

Sistemas, kas paredz darba péméju finansialo lidzdalibu, ievieSanai ir janotiek
brivpratigi. Ta ir pastavo$as atalgojuma sistéemas papildinajums un nedrikst to aizstat,
nedz arl trauc@t algu Itmena noteikSanas sarunam. Darba néméju finansialajai lidzdalibai ir
jabiit darbiniekiem saprotamai, un ta ir viens no vairakiem darbinieku lidzdalibas veidiem.
Darba némgju finansiala lidzdaliba nav saistita ar pensiju sist€ému, tacu ta var biit vecuma
pensijas atsevisks papildu elements.

Darba nem¢&ju finansiala Iidzdaliba var sniegt $adus ieguvumus:

» paaugstinat vietéjo iedzivotaju pirktspéju, kas savukart uzlabo uzp€mumu iesp&jas
izverst sekmigu darbibu regiona;

» ka kvalitativi augstvertigs labas uznémuma vadibas elements ta var palidz&t paaugstinat
ienakumus, nodrosinot lidzdalibu uznémuma sekmiga darbiba;

» ka dala no kapitala uzkrasanas procesa ta var paaugstinat motivaciju un stiprinat
darbinieku identificéSanos ar uzp€mumu.

Tapec EESK aicina izstradat jaunu Eiropadomes ieteikumu (lidzigu 1992. gada 27. julija
ieteikumam 92/443/EEK) par darba néméju lidzdalibas veicinaSanu uznémuma pelna un
panakumos, ka ar1 priekslikumus par to, ka noverst skérslus, kas traucg parrobezu planus.

Eiropas Itmen biitu javeic $adi lietderigi pasakumi:

1) jaatvieglo darba néméju finansialas lidzdalibas 1stenosana visa ES teritorija, balstoties uz
kopigu principu kopumu;

2) jaanalizé un praktiski jaizskaidro darba pe€meé&ju pieaugosa finansiala lidzdaliba un tas
dazadie veidi, lai atvieglotu tas ievieSanu, jo Ipasi mazos un vidéjos uzpémumos;

3) uzpémumiem, kas veic parrobezu darbibu, jasniedz atbalsts, lai tie var€tu parvarét ES
un EEZ valstis pastavo$os nodoklu skerSlus ar mérki, istenojot darba néméju finansialo
lidzdalibu, pastiprinat darbinieku lojalitati un identificéSanos ar uzne@mumu;

4) jaizstrada darba peémeéju finansialas Iidzdalibas veidi, kas uzlabotu uznémumu
piedavajumu, darba néme&ju Iidzdalibu, stimulus cilvékiem veikt uzkrajumus un
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ieguldijumus, palielinatu darba neémé&ju dalibu uznp@muma gitajos rezultatos, ka ari
veicinatu tiesibu parrobezu nodosanu;

5) individualu darba pe€méju konstruktiva lidzdaliba, kuras pamata ir paSumtiesibas un no
tam izrieto$a darbinieku atbildibas sajita, var€tu palidz&t stiprinat korporativo
parvaldibu;

6) jaturpina publicét paraugprakses pieméri, populariz€jot darba npe€meju finansialo
lidzdalibu; ES budZeta japaredz ipasa budZeta pozicija attiecigiem pasakumiem;

7) darba peméju finansiala lidzdaliba ka uzpemuma darbibas turpinasanas modelis
(uzn€muma parpirksana, ko veic darba né€meji) ir veids, ka veicinat Eiropas uznémumu
nepartrauktibu un tadgjadi paaugstinat ari konkurtsp&ju, vienlaikus tos piesaistot
konkrétam regionam;

8) darba pémgju atalgojums un pirktsp&a atpalick no produktivitates picauguma un
akcionaru ienékumieml; finanSu tirgu krizes sekas negativi ietekmes art pasnodarbinatas
personas; Sai zina dazi darba neémé&ju finansialas Iidzdalibas veidi varétu — vismaz
daléji — kompensét pirktspéjas zudumu un Kkorigét ciklisko nestabilitati, bet
nedrikstetu aizstat algu pielikumus;

9) jaizveido informacijas avoti par darba pémeéju finansialas lidzdalibas ietekmi uz
uznémumiem un darba npéméjiem, ka arT neatkarigu institiiciju, proti, nevalstisko
organizaciju, talakas apmacibas un konsultaciju piedavajumi;

10) uzn@mumos, kuros kolektivas sarunas ir ierasta prakse, kolektivajos ligumos jaieklauj art
darba né€mgju finansialas lidzdalibas noteikumi.

2. Pamatojums.
2.1. ES Padome un Eiropas Komisija.

Jau 1992. gada Padomes (velakas ES Padomes) ieteikuma par darba néméju Iidzdalibas

veicinasanu uzp€muma pelt,lé2 tika formuléti visparéji pamatprincipi, kurus EESK

atbalsta:

— regulara piemérojamiba;

— aprekinasana saskana ar ieprieks noteiktu formulu;

— piemgrosana papildus parastajai atalgojuma sist€émai;

— mainiga Iidzdaliba atkariba no uznémuma sekmem,;

— prieksrocibas visiem darba némegjiem,;

— piemerosana gan privatajos, gan publiskajos uznémumos;

— izmanto$ana neatkarigi no uznémuma lieluma;

! Sikakiem paskaidrojumiem skatit: Vaughan-Whitehead, The Minimum Wage Revisited in the Enlarged EU, 2010, Edward Elgar-
1LO.
2 92/443/EEK.
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— modelu vienkarsiba;
— darbinieku inform@sana un izglito$ana par modeliem;

— Iidzdalibas modelu brivpratiga ieviesana un daliba tajos.

Eiropas Komisija 2002. gada pazinojuma ‘“Pamatnosacijumi darba peémé&ju finansialas

lidzdalibas veicinasanai™ apstiprinaja Sos pamatprincipus.
Péc Eiropas Komisijas pasiitijuma sagatavotie PEPPER zinojumi.
Rezultati: darba pémeju finansialas lidzdalibas pozitiva dinamika.

PEPPER zinojumi liecina, ka §1 jautajuma nozimiba Eiropas politika nav mazinajusies, proti,
PEPPER-IV zinojumé4 noradits, ka pédéjo desmit gadu laika pastavigi pieaugusi darba
néméju finansialas lidzdalibas izplatiba ES 27 dalibvalstis. No 1999. Iidz 2005. gadam to
uznémumu skaits, kas piedava visiem darba némgjiem pieejamus modelus lidzdalibai
kapitala, procentuali pieauga par 5 procentpunktiem no vidéji 13 % Iidz 18 %, savukart to
uzp€mumu skaits, kas piedava modelus lidzdalibai ienakumos no pelnas, procentuali pieauga
par 6 procentpunktiem, proti, no vid&ji 29 % lidz 35 % (CRANET dati, visu valstu vidgjas
svértas izmaksas). Lai gan mazaka méra, tomer procentuali piecauga ar1 darba némeéju skaits,
kuri piedalas ming&tajos modelos (European Working Conditions Survey (EWCS) dati).

Ieteikumi.

PEPPER-IV zinojuma ierosinats izstradat ES Padomes ieteikumu par Eiropas méroga
platformu darba pémgju finansialajai lidzdalibai. Sai sakara un saskana ar brivpratibas
principu starptautiskais pamatelementu modelis aptver visus iesp&jamos finansialas
lidzdalibas veidus:

1) lidzdaliba ienakumos no pelnas (skaidra nauda, ka atlikts maksajums vai akcijas),

2) individuala Iidzdaliba kapitala (darba némgju akcijas vai tiesibas iegadaties akcijas),

3) ESOP koncepts (modelis kolektivai lidzdalibai kapitala, ko finanse papildus
atalgojumam iegiita Iidzdaliba ienakumos no pelnas).

Tacu ir iespgjami arT jauni darba pe€méju finansialas lidzdalibas veidi. Varbiit iespéjams
savstarpeji kombinét visus modelus, lai izstradatu konkrétam uzp€mumam piemérotu
risinajumu.

COM(2002) 364 galiga redakcija.

PEPPER-1V zinojums — Darba némgju finansialas lidzdalibas noveértéjums un salidzino$a noveértéSana 27 ES dalibvalstis,
Berline, 2009. gads; http://www.eurofound.europa.eu/areas/participationatwork/pepperreports.htm; Kopsavilkums vacu, francu
un anglu valoda pieejams timekla vietn€ http://www.intercentar.de/en/research/focus-financial-participation-of-employees/ .
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Fakultativu nodoklu atvieglojumu veicinasana.

Nodok]u atvieglojumi nav obligats priekSnosacijums darba néméju finansialai lidzdalibai,
tacu valstis, kuras tie tiek piedavati, vérojama viennozimigi pozitiva ietekme. Neraugoties uz
dalibvalstu ekskluzivo kompetenci nodoklu joma, Kkoordinacija, saskapoSana un
savstarpéja atziSana var veicinat darba némé&ju finansialo lidzdalibu starptautiskos
uzpe€mumos. “Efektivu nodoklu likmju” apréekinasana standartizetos gadijumos lautu tiesa
veida savstarpgji salidzinat 27 ES dalibvalstis, nodroSinot turpmaku harmonizaciju. Kamér
Eiropas Iimena pasakumi bis fakultativi, pretrunas ar valstu tiesibu aktiem neradisies.

Parskats par pasreiz€jo stavokli.

Socialajiem partneriem un politisko 1€mumu piepéméjiem vajadzigs skaidrs un detalizets
parskats par valstis piemerotajiem nacionalajiem modeliem, to attiecigajam prieksrocibam un
ievieSanu. Lidz $im nav pieejami konkreti, starptautiski dati no mérktiecigam aptaujam par
darba néméju finansidlo lidzdalibu. Sis trikums ir janovérs, pieméram, regulari veicot
aptaujas.

Komisijas atbalstitajos projektos veiktais sagatavosanas darbs: “pamatelementu
modelis” ES pieejai.

Lai savstarpgji saistitu dazados loti atSkirigos ES dalibvalstis Tstenotos darba néméju
finansialas lidzdalibas modelus, Eiropas Komisija ir veicinajusi prieksdarbus t.s.
“pamatelementu pieejas” (Building Block Approach) izstradei”. Taja izdaliti darba néméju
finansialas Iidzdalibas Eiropa tris pamata veidi (Iidzdaliba ienakumos no pelnas, individuala
lidzdaliba kapitala un ESOP koncepts; skatit arT pielikumu).

“Pamatelementu modelis” atbilst Eiropas Komisijas izvirzitajam prasibam (parskatamiba,
nediskriminacija u.c.). Nodoklu atvieglojumu pieskirSana nav nedz noteikta par
priekSnosacijumu, nedz art aizliegta. Visi elementi ir fakultativi gan uzn€mumiem, gan darba
némegjiem, un tos var savstarpgji kombin&t atbilstosi attiecigda uznémuma IpaSajam
vajadzibam.

PEPPER-IV zinojuma pausts pienémums, ka tads darba né€méju finansialas lidzdalibas
modelis, ko var€tu piemerot starptautiska Itment un kam turklat biitu vienots atbalsts visas ES
dalibvalstis, uzlabotu darba pe€mé&ju finansialas lidzdalibas modelu pievilcigumu visam
iesaistitajam pusém. Vienota modela ievieSana, radot mazaku administrativo slodzi, ka ari
uzlabojot modela parnesamibu no vienas valsts uz otru, seviSkas prieksSrocibas sniegtu
uznémumiem, kuri darbojas vairakas valstis. Darba némeju finansialas lidzdalibas modelu

Rezultatus skat. J. Lowitzsch et al., Mitarbeiterbeteiligung fiir ein Neues Soziales Europa, Berline/Parize/Brisele, 2008. gads;
Roma, 2009.gads; Krakova, 2010.gads; pieejami vacu, franu un anglu valoda timekla vietné
http://www.intercentar.de/en/research/focus-financial-participation-of-employees.
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parskatamais viendabigums un to savstarpgja salidzinamiba raditu prieksrocibas arT mazajiem

un vidgjiem uzpémumiem.

Lidz sada ES meéroga modela izstradaSanai javeic pasakumi, lai panaktu darba némgju

finansialas Iidzdalibas dazado nacionalo modelu savstarpéju atziSanu, kas atticktos arl uz

tiem piemérotajiem nodoklu rezimiem.

Prieksrocibas, ko raditu darba néméju finansialas lidzdalibas plasaka izmantoSana.

Prieksrocibas, ko darba néméju finansiala lidzdaliba sniedz uznémumiem.

II.

I1I.

IV.

VL

Nemot véra stratégiju “Eiropa 20207, darba néméju finansialas lidzdalibas ievieSana
Eiropas uzn@mumiem, jo Tpasi mazajiem un vidéjiem uznémumiem, palidzétu uzlabot
konkurétspéju, pastiprinot kvalificéto darbinieku identificé$anos ar uzpémumu un
lojalitati tam gan labvéligos, gan nelabvéligos apstaklos. Tadgjadi darba néméju
finansiala [idzdaliba sekme arT ilgtsp&jigu nakotnes nodrosinasanu.

Dala no uzn€muma finansialas pelnas tiek izmaksata darba néméjiem vietgja Iiment, kas
savukart palidz paaugstinat regionalo pirktspéju.

Darba pémgju finansiala Ilidzdaliba var palidz&t parvarét demografisko parmainu
sekas, jo darba tirgl loti pieprasitiem un augsti kvalificEtiem darbiniekiem tiek piedavata
pievilciga darba un dzives vieta. Tas sekmé&tu kvalificétu darbinieku pienems$anu
darba.

Darba némgju finansialas Iidzdaliba vairo darbinieku motivaciju, kas savukart sekmé
uznemuma produktivitates paaugstinasanos un uzpémuma vadibas Kkvalitates
uzlaboSanos.

Atkariba no ta, vai darba néméju finansialo lidzdalibu veido argjais vai pasu kapitals, ta
var attiecigi paaugstinat uznémuma pasu kapitala pelnu vai pasu kapitala attiecibu pret
saisttbam. Tas var palétinat areja kapitala ieguSanu, ka ari uzlabot uzpémuma
kreditveértejumu.

Darba péméju finansiala lidzdaliba uzpémuma darbibas turpinasanai, darba
némgejiem pilniba vai dalgji parperkot uznémumu, var biit piemerots instruments, lai
nodro§inatu mazo un vidéjo uzpémumu, ka ari gimenes uzpémumu turpmaku

= =6
pastavesanu .

Prieksrocibas, ko darba néméju finansiala lidzdaliba sniedz darba péméjiem.

L.

Darba né€méju finansiala lidzdaliba lauj darbiniekiem brivpratigi guat papildu
ienakumus lidztekus darba atalgojumam un/vai kopliguma noteiktajai samaksai.

So aspektu Komisija uzsvéra jau ieteikuma “Ipasuma tiesibu nodofana mazos un vidgjos uznémumos”, 94/1069/EK; uz to
atkartoti noradits Komisijas pazinojuma par uzpémuma darbibas turpinaSanu mazos un vidgjos uzpémumos (OV C 93/2,
28.3.1998.).
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II. Darba pemgju finansiala Iidzdaliba sniedz darbiniekiem iesp&ju vienkarsaka veida
uzkrat ilgtermina ieguldijumu kapitalu, un tas var sekmét papildu lidzeklu uzkrasanu
pensijas dzivei.

III. Darba pémgji, kuriem ir iesp&ja finansiali piedalities uzn@muma, vairak izjat, ka tiek

novertets vinu ieguldijums uzpémuma sekmiga darbiba. Vini jutas augstak noverteti.

IV. Darba némgju finansiala lidzdaliba sniedz darba némegjiem iespgju palielinat vinu

autonomiju darbavieta un piedalities uznémuma nakotnes stratégijas planosana. Sada
veida darbinieki var palidzet ilgtermina nodro$inat savas darbavietas pastavésanu.

V. Nodrosinot papildu ienakumu avotu paral€li atalgojumam, darba pémeéju finansiala

lidzdaliba uzlabo darbinieku finansialos apstaklus un palidz parvarét krizes situacijas,
ka arT darba mainas periodus.

VI. Pasreizgja darba tirgh, kas klust arvien eiropeiskaks, butu velams, lai viena valsti

pastavosie darba pnémeéju finansialas lidzdalibas veidi tiktu atziti un darba mainas
gadijuma biitu parnesami uz citu valsti.

VII. Uzpémuma krizes vai parstrukturé$anas gadijuma, kuru vadiba un darbaspeks risina

kopigi, darbinieki, kuri saglaba darbavietu un atalgojumu, var uzpémumam sniegt
1slaicigu atbalstu noliika saglabat savas darbavietas.

Uzpémuma nodosana citam ipasniekam un Iidzdaliba kapitala.

Eiropas Komisija7 ir noradijusi, ka saistiba ar Eiropas iedzivotaju novecoSanu viena treSdala
ES uzpémé&ju un galvenokart tie, kas vada gimenes uznémumus, nakamajos desmit gados
pametis uznémejdarbibu. Tas nozimé milzigu tadu gadijumu skaita pieaugumu, kad
uznémumi tiek nodoti citam ipasniekam; mingtais ik gadu skars Iidz pat 690 000 birza
nekot&tu uznp€mumu un 2,8 miljonus darbavietu. Mazie un vid&jie uznémumi ka lielakie darba
devgji ir nozimigs faktors darba tirgus politika. Ar to saistits arl jautajums par to, vai ir
iesp&jams saglabat paaudzu nomainas skartos uznémumus un ar tiem saistitas darbavietas.
Saskaroties ar mingto pieaugoS$o nepiecieSamibu nodot uznémumus citiem Tpasniekiem,
atbilsto$i izstradats darba péméju finansialas Iidzdalibas modelis varétu nodro$inat So
uznemuma nodosanu citam ipasniekam.

Uzpe@mumu nodosanas procesa citam pasniekam pasi noderigi var but ESOP modeli (skatit
pielikumu). Viens no ESOP modela pamatelementiem ir fakts, ka tas ir paredzets tiesi birza
nekotétiem uznémumiem. Mingtais modelis mudina uzp@émuma ipasniekus pardot uzpémumu
darba pémgjiem un nevis treS$am personam un paredz pakapeniski panakt uzp@muma
parieSanu darba néméeju 1pasuma 100% apmera. Tas lauj uzp@mumu pasniekiem, kuri velas
pardot savas uznémuma dalas, to darit, neuzspiezot $adu ricibu ari par€jiem Tpasniekiem.
Turklat darba némeéjiem nav jaiegulda savs privatais finansu kapitals, jo vini uzp€émumu pérk
par lidzekliem, kas giti papildus darba atalgojumam no lidzdalibas uznémuma pelna. ST pasa

Pazinojuma “Kopienas Lisabonas programmas izaugsmei un nodarbinatibai IstenoSana. Uzpémumu nodo$ana — nepartrauktiba
ar jaunu sakumu” (COM(2006) 117 galiga redakcija).
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iemesla d&]l ESOP koncepts darba némegjiem biitiba nerada ar1 nekadu papildu risku. Ja merkis
ir 152 laika posma iegiit lielu akciju paketi, tiek izmantots bankas kredits, ko no uznémuma
pelnas atmaksa vidgji septinu gadu laika.

Turpmak, izstradajot Eiropas regul§jumu attieciba uz uznémuma tpaSumtiesibu nodoSanu
citam TpaSniekam, noteikti janem vera arT praks€ parbauditais kooperativu modelis. Pastav
paraugprakses pieméri (skatit pielikumu), kas liecina, ka darba néméju veikta uzp€muma
parpirks$ana kooperativa veida var piedavat alternativu tada uznémuma slégSanai, kuram nav
tiesibu parnéméja. EESK uzskata, ka Sis loti specifiskais jautajums par finansialas Iidzdalibas
saikni ar uzn@muma nodosanu jaizskata atseviski cita dokumenta.

Uznemuma krize un Iidzdaliba kapitala.

Uznémumi var nonakt arf finansiali sarez¢ita situacija. Sada gadijuma galvenais jautajums
ir uznémuma saglabasana. Gadijjuma, kad vadiba un darbaspeks cenSas kopigi parvarét
uznémuma krizi vai parstrukturéSanu, jabiit iesp&jamai finansialai lidzdalibai §ada arkartas
situacija, tacu ir jaapsver trikumi, kas ar $adu lidzdalibu varétu bt saistiti. Tapéc ir jarod
ilgtsp&jigs risinajums, kas lautu darba pémgjiem, kuri saglaba darbavietu un atalgojumu
(nemot vera elastdrosibu un bezdarba un/vai parkvalifikacijas periodus), ilgtermina piedalities
uznémuma un eckonomikas atlabSana. Tadgjadi darba né€mgju saprotama ieinteresétiba
uznémuma rentabilitaté un [idz ar to art ilgtsp&jiga sekmiga darbiba pozitivi ietekme& pasu

uzpémumu.

Finansiala lidzdaliba uzpémuma, kura ir nodarbinata pati persona, biezi tiek uzskatita par
dubultu risku. Darba némégju finansialas lidzdalibas modela kritiki vienmér norada, ka
uznémuma maksatnesp&jas gadijuma tiktu zaudeta ne tikai darba vieta, bet arT darba n€meju
uzp€muma iegulditais kapitals. Tap&c skaidri janodala lidzdaliba uznémuma kapitala, kas
neskar darba samaksu (“on top”), no tadas, kura darba néméju ietaupijumi tiek iegulditi
uznémuma. P&d&ja minétaja gadijuma darba peéméju prasibas jaapmierina vispirms, proti,
pirms pargjo kreditoru prasibu apmierinaSanas, ja uzp@mumu likvide vai tas bankrotg.
Jaturpina ari tadu risinajumu attistiSana ka risku “apkopoSana” vai parapdroSinasana, kas
piem@rojami starptautiska méroga gadijumos.

Korporativa parvaldiba un Iidzdaliba kapitala.

Neraugoties uz citiem veidiem, ka darba néméji var piedalities uzpémuma Iémumu
pienemsana un ietekméet tos, lidzdaliba kapitala — atkariba no tas veida — var paredzét
lidzdalibu léemumu pienems$anas procesa, pieméram, izmantojot akcionaru balsstiesibas.
Ja Iidzdalibu kapitala veido akcijas, akcionaru balsstiesibas var izmantot vai nu individuali,
vai arT kolektivi, pieméram, izmantojot ieguldijumu sabiedribu.

Uzpemumiem, kas liela apjoma emité darba peémeju akcijas, ir prasiga, tacu pacietiga un
uzticama akcionaru grupa — pasu uzp@muma darbinieki. Tas lauj uzp€mumiem izturgt
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finan3u tirgos pasreiz valdogo Tstermina darfjumu spiedienu. Sadas darba néméju finansialas
lidzdalibas velamais blakus efekts ir nevis parlieka risku uzpemsSanas no uzpE€muma
parvalditaju puses, bet gan ilgtspéjigi korporativie léemumi un uzpémumu ilgtermina
socialas atbildibas ieveéroSana.

Darba némegju lidzdaliba, klustot par akcionariem, sekmé ilgtermina orientetu uzp€muma
intereSu ievérosanu. Mingta acimredzamais rezultats ir laba korporativa parvaldiba, kas lauj
ilgstos$i nodro§inat uzn@muma pastavesanu.

Ja darba némg;js finansiali piedalas uzn€muma, kas tam nodrosina darba vietu, saprotams, ka
vin§ velas pilnigu uzn€muma raditaju parredzamibu un Iidzdalibu uznémuma l€mumu
pienemsana. Tadgjadi lidzdaliba, kas izriet no akciju IpaSuma tiesibam, atbilst Iidzdalibai,
kura paredz&ta saskana ar tiestbam uz informéSanu, uzklausiSanu un Iidzdalibu [emumu
pienemsana.

Lidzdaliba kapitala un lemumu pienems$anas procesa.

Pretgji plasi izplatitam bazam — jo 1paSi uzp@mumos bez lidzsingjas finansialas
lidzdalibas — darba pnéméju finansiala lidzdaliba neierobeZo uznémeéja autonomiju, bet
gan sniedz vinam atbalstu lémumu pienemsana.

Uzpe@muma akcionariem ir izdevigi, ka Iidzas citiem dalu Tpasniekiem vigu pusé ir arl
uzp€muma darbinieki, kuriem ir tie pasi merki. Individualu darba némgju pozitiva lidzdaliba,
kuras pamata ir ipaSumtiesibas un no tam izrietosa katra darbinieka atbildibas sajita, var
palidz&t stiprinat korporativo pérvaldibug, ka ar1 lauj apmainities viedokliem saistiba ar
priekslikumiem par uzpémuma stratégiju, tadéjadi iepriek§minétajas robeZas paplaSinot
izveles iespgjas attieciba uz uznémumu ietekmejosiem [émumiem. Uznémuma darbiniekiem,
kas vienlaikus ir arT akcionari, jabiit tadam paSam tiesibam ka pargjiem akcionariem.

Visbeidzot skaidri janorada, ka nedz iegiitas tiesibas piedalities kopigad 1émumu pienemsana
attiecigajas dalibvalstis, nedz arT Iiguma noteiktas darba attiecibas nevar mainit un tas nedrikst
mainit, pamatojoties uz IpaSumtiesibam, kas izriet no darba pe€méju finansialas lidzdalibas.
Darba némgju finansiala Iidzdaliba neietekmé iegtitas tiesibas piedalities kopiga l€émumu
pienemsana.

Eiropas pieeja — praktisku problému un risinajumu pamats.

Viegli saprotamu un Tistenojamu Eiropas darba némé&ju finansialas lidzdalibas modelu
attistiSanai un veicinaSanai butu liela politiska nozimiba Eiropas ekonomikas un socialas

Ta, pieméram, Austrija ir iesp&jams veidot darba néméju finansialo Iidzdalibu ka kopigu ieguldijumu sabiedribu.
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telpas veidosana. Pasos pamatos darba dev&ju un darba némeju Iidzdalibai $sados modelos ir
jabtit brivpratigai. To finansgjums papildina darba samaksu un/vai ienakumus, kas noteikti
saskana ar noslégto darba kopligumu vai giiti no pelnas sadales.

Darba pémeéju akciju ipaSumtiesibu un lidzdalibas pelnas sadalé apvienoSana — darba
némeju finansialas lidzdalibas nakotnes tendence.

Ja lidzdaliba pelnas sadalé pamatojas uz akcijam ar nosacijumu, ka tas japatur noteiktu laika
periodu, nemot vera atliktas darba n€méju pelnas aplikSanu ar nodokliem, janodala tris posmi:

— pirmais posms, kura darba né€mé;ji piedalas uznémuma pelnas sadalg;
— starpposms, kura uzkratie Iidzekli tiek iegulditi uzneémuma kapitala;

— nobeiguma posms, kura iegiita pelna tiek nodota darba n€mgjiem brivai izmantoSanai.

Jau Sobrid pastav akciju Tpasumtiesibu formas, kura akciju iegfiSanu, izmantojot ipaSuma
parvalditaju fondu, finansé papildus darba samaksai gitie ienakumi no pelpas sadales.
Parasti tas tiek darits, izveidojot patstavigu parvaldibas sabiedﬁbug, kura darbojas ka 1pasuma
parvalditaju fonds un parvalda darba némeé&ju uznémuma dalas. Parvaldibas sabiedriba
japarvalda, balstoties uz demokratiskiem pamatiem un rikojot véleéSanas; taja japarstav visi
darba nemégji, kas ir akcionari, un to nedrikst ietekm@t uzpémuma vadiba. Parvaldibas
sabiedribu paraugprakses pieméri ir AUCHAN 10 (Francija), HOMAG AG" (Vacija), Pfalz
Flugzeugwerke PFW Aerospace AG " (Vacija), Voestalpin AG " (Austrija), Oktogonen
fonds'* (Zviedrija), Herend-ESOP" (Ungarija), Tullis Russel ESOP'® (Lielbritanija), Eircom-
ESOP"" un Aerlingus-ESOP'® (Irija).

Lai veicinatu parvaldibas sabiedribu paraugprakses izplatiSanos, jastrada ar apzinatajiem
paraugprakses piemé&riem (skatit arT pielikumu).

10

11

12

13
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Kontinentalaja Eiropa parasti SIA, fonds vai apvieniba, savukart angloamerikanu valstis — trests.
Merkis: lojalitates un darba néméju motivacijas veicinasana; skat. http://www.groupe-auchan.com/emploi.html.

Merkis: izaugsmes finanséSana; http://www.homag.com/de-de/career/Seiten/mitarbeiterkapitalbeteiligung.aspx.

Merkis: EADS meitasuzn@mumu izveidoSana; http://www.netz-bund.de/pages/mitarbges.pdf, sakot no 32ff. Ipp.

Merkis: privatizacija un strat€giska lidzdaliba;
http://www.voestalpine.com/annualreport0809/en/management _report/employees.html.

Merkis: privatizacija un darba pémé&ju lojalitates un motivacijas veicinasana; skat. Handelsbanken, 2009. gada parskats,

http://www.handelsbanken.se/shb/inet/icentsv.nsf/vlookuppics/investor_relations en_hb_09_eng_ar_rev/$file/hb09eng_medfoto.
pdf, 53., 56. lpp.

Merkis: privatizacija un darba néméju lojalitates un motivacijas veicinasana; http://www.herend.com/en/manufactory/story/,
trukst datu par ESOP, skat. 1992. gadu.

Meérkis: uznémuma darbibas turpinasana; http://www.tullis-russell.co.uk/group/about/.

Merkis: privatizacija un stratégiska lidzdaliba; http://www.esop.eircom.ie/.

Merkis: privatizacija un stratégiska lidzdaliba; http://www.aerlingus.com/aboutus/investorrelations/shareregister/.
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Nodoklu atvieglojumi un darba pémeéju finansialas lidzdalibas modelu savstarpéja
atziSana.

Pieréditslg, ka nodok]u atvieglojumi nav obligats priek$nosacijums darba néméju lidzdalibai,
tomer tas ir efektivs instruments minétas lidzdalibas izplatibas veicinasanai valstts, kuras
Sos atvieglojumus piedava. Lai gan nodoklu atvieglojumi ir visizplatitakais veicinaSanas
instruments, tads Eiropas modelis, kam tiesibu aktos biitu paredz&ti nodoklu atvieglojumi,
parkaptu ES kompetences robezas un biitu pretruna ar dalibvalstu likumdosanas pilnvaram.
Ta ka praks€ pieaug uznémumu, kas veic parrobezu darbibu, un starptautiski stradajosu darba
némeju skaits, arvien vél tikai valstu limeni noteiktie darba némeju finansialas Iidzdalibas
veidi ierobezo §1s Iidzdalibas izplatisanos Eiropa vélamaja apjoma. Tapec lielakoties vieniga
iespgja, ka istenot darba némgeju finansialo Iidzdalibu uzp€mumu arvalstu filialés, ir dargu
vietgjo ekspertu noligSana, kas darba némgju Iidzdalibas ievieSanu sadardzina tiktal, ka
uznémums parsvara ir spiests atteikties no §is ieceres. Fakultativs, viendabigs un vienkarss
nodoklu stimulu modelis, kas visa ES teritorija paredzétu vienadus nosacijumus un
nodoklu atvieglojumus, vargtu ievérojami palielinat to uzpeémumu skaitu, kuri ir gatavi
ieviest darba pé€méju finansialo Iidzdalibu, jo tas atvieglotu piedavajumu izstradi ari
koncernos®

Par mazako kopsaucgju ierosinata modela pamata varétu izmantot nodoklu maksajumu
atlikSanu.

Kamér nav izstradats Eiropas modelis, kura paredzéti vienoti nodoklu atvieglojumi, jatiecas
panakt individualo ES dalibvalstu modelu savstarpg&ju atziSanu. Tas uzlabotu darba némeju
finansialas lidzdalibas modela pievilcigumu un praktisko piem&roSanu ari bez vienota Eiropas
ITmena risinajuma.

Lidzas nodoklu atvieglojumiem uzne€mumi var pieskirt stimulus arT atlaizu veida.
Darba néméju finansiala lidzdaliba kooperativos.

Darba néméju kooperativi ir labs piemeérs darba néméju finansialajai lidzdalibai, jo Tpasi
tad, ja lielaka dala darba némgju ir gan uzne@muma darbinieki, gan IidzipaSnieki. Saskana ar
visa pasaulé atzitajam kooperativu vertibam un pamatprincipiem visiem darba npémgjiem /
dalibniekiem ir neierobezotas tiesibas piedalities [emumu pier)eméanEZI. Pieredze liecina, ka
gadijumos, kad darba némgjiem pieder uznémums un vini to kontrol€ un parvalda, pateicoties
$Im garant@tajam tiesibam, tiek sasniegti labaki ekonomiskie rezultati, un spgjas parvaret krizi
ir augstakas, tadgjadi ilgtermina saglabajot darba pe€mé&ju darba vietas vinu vietgja dzives

20
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Skat. PEPPER-IV zinojumu, I dala, IV nodala, 56.-58. Ipp.

Skat. Thyssen Krupp: http://www.thyssenkrupp.com/de/investor/belegschaftsaktie.html.

Skat., piemé&ram, Starptautiskas Darba organizacijas ieteikumu Nr. 193 par kooperativu veicinasanu.
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vide. Tiesiski veidota intereSu parstaviba veicinas ietvara radiSanu pastiprinatai finansu
lidzdalibai.

Darbinieku finansiala lidzdaliba publiskaja sektora.

Darba pémgju finansiala Iidzdaliba kapitala galvenokart iesp&jama akciju sabiedribas vai
sabiedribas ar ierobezotu atbildibu, jo Sajas uznémumu tiesiskajas formas ta ir salidzinosi
vienkars$i 1stenojama. Atseviskas uznémumu formas, jo Ipasi bezpelpas uznémumi — un lidz
ar to arT to darbinieki — jau p&c savas definicijas ir izslégtas no iesp&jas veidot darba némé&ju
finansialas Iidzdalibas sistémas (publiskais sektors, bezpelnas uznémumi) vai ar1 tajos ir loti
griti Tstenot $adu iesp&ju (apvienibas, fondi u.c.). Tacu mingtajas kategorijas ietilpst liels
skaits uzp€mumu, un lidz ar to ar lielam skaitam darba neéméju nav iesp&ju finansiali
piedalities sava uznémuma.

Tapec, neparkapjot subsidiaritates principu, par mérki jaizvirza izstradat modeli, kas visam
iedzivotaju profesionalajam grupam un visiem uzpémumu veidiem sniegtu iesp&ju Istenot
darba neméju finansialo lidzdalibu, tacu EESK iesaka biit arkartigi piesardzigiem publiska
sektora uznémumu gadijuma, kad darba devgjs ir valsts parvaldes iestade.

Briselg, 2010. gada 21. oktobrT

Eiropas Ekonomikas un socialo lietu komitejas

N.B.:

priekssedetajs

Staffan NILSSON

Skatit pielikumu. Pielikumi vacu, francu un anglu valoda pieejami timekla vietné

http://www.intercentar.de/en/research/focus-financial-participation-of-employees/eesc-own-initiative-

opinion-soc-371/.
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APPENDIX
to the
OPINION
of the European Economic and Social Committee
on
Employee financial participation in Europe

Appendix |
The Building Block Approach to an EU model

The publication entitled “Financial participation for a new Social Europe” (available in EN, DE, FR,
IT and PL at http://www.intercentar.de/en/research/focus-financial-participation-of-employees/) sets
out the path to a European solution and could serve as background material for the EESC opinion. It is
a response to the European Parliament's report on capital formation and the Commission
communication referred to at the beginning of this opinion. The proposa that it puts forward for a
Council Recommendation on a European platform for financial participation utilising the Building
Block Approach could then be voluntarily implemented on the basis of reciprocal recognition. An
example of thisis the December 2009 recognition of the French FCPE model and its tax deferment by
the German tax authorities (a decision was also taken on equal treatment of similar German models).

Definition of the three basic elements of EFP

Referring to the catalogue of minimum requirements (e.g., being transparent, broad-based, etc.) the
Building Block Approach reflects the existing postulates of the European Commission and neither
relies on nor excludes tax incentives. All elements are voluntary for both enterprises and employees.
They can be put together in any combination with the different building-blocks tailored to the specific
needs of the given enterprise. The building blocks should consist of the three basic EFP elements:

1 Cash-based and deferred profit-sharing

In cash-based profit sharing and deferred profit-sharing schemes, part of an employee's remuneration
is directly linked to the profits of the enterprise. In contrast to individual incentives, this concept
involves a collective scheme which generally applies to all employees. The formula may include
profits, productivity and return on investment. Bonuses are normally paid in addition to a basic fixed
wage and provide a variable source of income. They may be paid out in cash or on a deferred basis
into a company saving scheme, and can be invested in the capital markets or the company’s shares.

2. Employee share-holding (stock options and employee shares)
In share ownership plans, shares may be distributed for free or may be sold at the market price or

under preferential conditions. The latter may include sale at a discount rate (Discounted Stock
Purchase Plan), sale at a lower price through forms of delayed payment (usually within a capital
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increase), or by giving priority in public offerings to al or a group of employees. To defer the
vauation problem in unlisted SMEs, capital participation may initialy take the form of an employee
loan to the company, creating corporate debt (external capital) subsequently converted into company
shares. Vauation of the shares designated for acquisition through the loan can be postponed until the
moment of the actual conversion into shares (debt-to-equity) without impeding the implementation of
the scheme.

Employee stock options, unlike executive stock options granted to reward individual performance, are
broad-based. The company grants employees options which entitle them to acquire shares in the
company at alater date, but at a per share price fixed at the time the option is granted. Potential gain
from rising stock valuesisthe primary reward conferred by options.

3. Employee Stock Owner ship Plans as collective schemes

Employee Stock Ownership Plans (ESOPs) are funded by the company either contributing shares to
the plan, contributing cash that the plan uses to buy shares, or by having the plan borrow money to
buy new or existing shares. The schemes may be combined, resulting in the following essential
structure:

) The company establishes an employee share ownership fund in favour of its employees (in
continental Europe in the form of a limited company, foundation or association; in the UK
and North America usually atrust-ESOT).

(i) The fund is usualy financed by a combination of company contributions and borrowings.
Company contributions often are part of a profit-sharing agreement with the employees. The
trust may borrow money directly from a bank or from the company, which in turn may take
a loan from a bank or other lender. Shares are either acquired directly from the existing
shareholders or by means of a new share issue.

(iii) The shares are held collectively in the trust, and are only alocated to individual employees
accounts, or distributed, after a particular holding period.

(iv) The loan may be repaid by direct cash contributions from the company to the fund, monies
received from sale of shares to the share-based profit-sharing scheme, or dividends on the
shares held in the fund.
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Appendix |1
Overview of national EFP models as of 2008, PEPPERIV report at:

http://www.eurof ound.europa.eu/areas/parti ci pati onatwork/pepperreports.htm

Summariesin EN/DE/FR/IT/PL at:

http://www.intercentar.de/en/research/f ocus-financial -partici pati on-of -empl oy ees/the-pepper-iv-

report/
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Appendix 1

Examples of best practice

1 The French Auchan model for increasing employee loyalty and motivation

In 1961, Gérard MULLIEZ opens the first store AUCHAN in the « Hauts Champs » area of Roubaix
(Nord). Other openings follow, firstly in France, then in Spain, in Italy, in Luxemburg, in Portugal, in
Hungary, in Poland, en Romania and also in China, in Taiwan, in Russia, in Ukraine and Dubal, i.e.
13 pays. 4 core businesses. hypermarkets, supermarkets, shopping centres, banking.

AUCHAN istheworld's 11th largest food retailer and n° 7 in Europe. € 39,7 billion in revenue before
tax 2009; € 2,348 billion in EBITDA; € 661 million in profit for the year attributable to owners of the
parent; 243 000 employees (average full-time equivalent).

A corporate vision: To improve purchasing power and quality of life of the greatest number of
customers, with responsible, professional, committed and respected employees. A single ambition:
To be a leading, innovative, multi-channel retailing group. Unshakeable values: Trust, sharing and
progress.

An entrepreneurial project based on participative management:

e Share knowledge: training, information
e Sharedecisions:. trust, enabling initiatives
e Share profit and stock: profit sharing and employee share ownership.

Financia participation, which complements individual earnings, is carried out by a compulsory profit
sharing scheme (“participation* introduced in 1968) and a voluntary profit sharing scheme
(“intéressement” introduced in 1972). In the framework of a savings plan these two schemes give
employees the opportunity to acquire shares of the company.

Today AUCHAN GROUP stock is owned up to 87% by MULLIEZ Family and up to 13% by
110 000 employee shareholders in France, Spain, Portugal, Italy, Luxemburg, Poland and Hungary).
The share value isfixed, yearly, by a college of 3 independent experts.

2. Employee Stock Owner ship Plans (ESOPs) as a UK business succession tool

Employee share schemes are increasingly used in the UK as a business succession tool, though not
nearly so often as in the USA. The main body of this report highlights the tragic situation al over
Europe every year when privately owned businesses fold because their owners are no longer able to
stay involved, but don’t have anyone close to handover their business to, or who sell to asset strippers
who close production centres and sack employees just to improve the operating margins of what
survives. Owners who use ESOPs do not have to surrender control — they can sell ten, 20 or
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30 percent of the equity to their employees if they choose. Some even decide to sell 100 percent of the
businessto their employees via one type of ESOP or another.

21 How isit done?

Set up an employee benefit trust. Basically, the company provides funds to the trustees, perhapsin the
form of aloan. Alternatively, if the company is not privately held it can underwrite borrowing by the
trust from a bank or other third party. The trustees use these funds to acquire shares from the retiring
shareholder on impartial terms. The shares are used to set up an employee share scheme. This alows
the owners to offer the chance of participation to all the full-time employees, under the same terms,
though employees are not obliged to become shareholders. However, if a company’s future is
threatened - without radical re-organisation being imposed- then amost all the employees tend to
participate. If established under a government tax-sponsored regime such as SAY E-Sharesave,
Enterprise Management Incentive or the Share Incentive Plan (SIP), the employee share plan
incentives will be taxed at low rates (or even escape tax atogether). A tax-efficient result is available
for the selling shareholder, for the company and for its employees. These transactions can be
attractive to proprietors who seek continuity in the business whilst receiving value for their shares.

22 An employee benefit trust is established

e The trust mechanism is financed by bank loans to purchase the company shares and to receive
company profits to pay off the bank loans.

e The trust dispenses the shares to the employees through bona fide employee share schemes but
also buys back the shares from the employees for subsequent recycling when they sell. Existing
shareholders sell piecemeal to the employee share trust as a capital gains tax transaction to make
shares available for employee share schemes and as a cash extraction mechanism. The shares are
recycled through the trust for successive generations of employees who sell their shares on
retirement.

e First, the company shares must be independently valued — not so easy if it's privately held.
Obtaining value: the sale should take place on impartial terms, which will be subject to officia
scrutiny. HM Revenue & Customs generally attaches much lower values to private company
shares than to quoted shares on the grounds that private company shares cannot be traded. If the
sale has taken place at a price higher than HMRC consider fair they may seek to assess the
difference to income tax. However if an employee trust has been established this can be used to
create an internal market in the shares, which permits share sales by employees within the
company. The existence of an internal market removes part of the justification for discounting
the value of private company shares and can therefore result in a higher value.

2.3 Case history: Child Base
Based in Newport Pagnell, Buckinghamshire, Childbase, which is 50% privately-owned and 50%

employee-owned, recorded pre-tax profits of £2.7m on a turnover of £27.7m last year. It is currently
31% among the Sunday Times list of * Best 100 companies to work for in Britain’
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What began as one nursery for 20 children in an English village is today a major business. As Child
Base's chief executive officer Mike Thompson explains, his company operates 38 nurseries for
children across south-east England, employing 1,100 staff. There has been a radical change in the
long-term direction of the organisation, to carry Child Base forward as an employee-owned business.
Child Base was a family business — Mike Thompson was in day-today charge and his father was the
chairman. The Thompsons were the major shareholders, although the company also had a number of
external investors. But over the past ten years this has changed. Staff at each of the nurseries have
been encouraged to acquire shares in the venture, initially on a“buy one, get one free” basis, but most
recently on a three-for-one basis. The remaining private shareholders are committed to transferring
their shares to the Employee Benefit Trust, so that employees can either hold their own shares or own
them collectively within the EBT. Meanwhile, the Thompson family holding is down to around
28 percent. The target for the next decade is to see the employee share holding increase to 100
percent.

Mike Thompson points out that shares have increased in value significantly over the past six years,
with dividends increasing from 6p to 12.5p. Child Base organises share dealing days twice a year, in
May and November, when shares can be bought or sold a the value set by the company’s
accountants. Child Base includes elected representatives on the Employee Benefit Trust, and Mr
Thompson has to justify his position as chief executive by ability and not simply by the size of his
share stake. Child Base's profits have provided a mechanism for the company (via the Employee
Benefit Trust) to buy out some of the existing shareholders, including part of the Thompson family’s
own holding, an arrangement which Mike says offersinvestors afair and equitable exit route.

24 Case history: Parfetts
Parfettsis a cash and carry business with operations at six locations across England.

Alan Parfett started the company with his wife and eldest son Steve in 1980. Alan retired in 1989 and
Steve Parfett took on the role of Managing Director. As Steve' s own retirement approached, the issue
of business succession was considered. With no immediate prospect of the business being handed
over to a third generation, the Parfett family took the decision in 2008 to transfer into employee
ownership.

“We looked at all options, including a management buy-out, selling to overseas investors or selling to
the competition,” says Steve Parfett. ‘However, we did not want to see the company broken up and
renamed. Having worked with John Lewis in my younger days, | spoke to them and began to
appreciate there was a vibrant employee ownership sector, which sounded the ideal route to take.’
Steve says that the family felt it was more important to sustain the successful organisation built up
over 28 years rather than to get ‘top dollar’ for the business: ‘We're happy to do this to see the name
of the business going forward and retaining independence.” Parfetts two-stage process includes a
phased handover to ensure continuity. The family has sold a majority shareholding to the employees,
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demonstrating its commitment to employee ownership. The target is that Parfetts will be completely
employee-owned within seven to ten years. (source: John Lewis Partnership).

3. The Voestalpine employee foundation as an example of strategic participation

Voestalpine AG has had an employee share ownership scheme since November 2000. It was
devel oped within the group and, with its focus on the "strategic ownership" of employees of their own
company, it constitutes a special case in the discussion of employee share ownership. The long-term
block vote of the participating employees makes the workforce, with more than 10% of the shares, a
major shareholder in the group.

31 The Voestalpine Group

Voestalpine AG is an international group specialising in steel manufacture and processing. The group
consists of five divisions and approximately 300 companies operating in around 60 countries. Group
headquartersisin Linz, Austria. Total turnover of around EUR 8.55 bn and EBIT of EUR 352 m for
the financia year ending March 2010, achieved despite the extremely difficult conditions of the
worldwide economic crisis, make Voestalpine currently one of the most profitable European steel
producers. Worldwide the group employs aworkforce of 39 800, about half of them in Austria.

3.2 Strategic basis and development of the model

In the course of the discussions between group management and the works council on the full
privatisation of the group in spring 2000 (at that time the government held a 38% stake - now the
group is fully privatised), the idea was mooted - which was unprecedented in Austria at that time - of
a massive workforce stake in an economically successful company. The workforce as a major
shareholder would stabilise the ownership structure and support the long-term development of the
group. In addition to this basic objective, workers were aso to be offered the opportunity of
participating in the company's success. A private foundation was jointly set up to manage the
workforce's equity stake.

33 The Austrian model

The Austrian system of collective agreements provides for "opening clauses’, under which parts of
overall wage increases may be used for a specific purpose. This instrument was used on a number of
occasions in Austria to finance share alocations in accordance with company agreements. Shares
were also issued to workers regularly in connection with annual bonuses (profit-sharing). The tax
relief available in Austria on share issues of this kind increases their value. All employees in Austria
are included in the model on this basis. As the beneficial owners of shares, employees are entitled to
dividends and they combine their voting rights throughout their period of employment at the group
through the Voestalpine private foundation for employee participation. This joint management of
shares by trustees makes it possible for the workforce to act collectively as a magjor shareholder at
group general meetings.
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34 Theinternational model

Because of different legal bases, it has not been possible to "export” the Austrian model in its existing
form. A compact model had to be developed which, despite major differences in tax law and also
labour law in Europe, could be used in the most diverse countries. Beginning in the Netherlands (from
2004) and later in the United Kingdom and Germany (from 2009), a model of this kind was
implemented following extensive development work. Employees were offered the opportunity of
acquiring shares in their own company at discounted prices. The shares entitle their owners to
dividends and cannot be sold for aperiod of five years. Voting rights are combined on an international
basis through the Voestalpine private foundation for employee participation. The joint policy line to
be taken in discussions at the AGM is hammered out through the group's European works council.
The average participation rate for these three countries is around 15%. International employee
participation is being steadily devel oped, with the planned successive integration of other countries.

35 Experience at the group

At present around 21 400 employees in 49 Austrian companies and 32 companies in the Netherlands,
the United Kingdom and Germany own shares in their own company through the two variants of the
model. In total employees currently hold 13.3% of voting rights in Voestalpine AG (more than
22 million shares) and thus at present constitute one of the group's three largest shareholders.

After ten years of experience of employee participation, the stakeholders in the model, management
and the works council, but also the workforce as a whole, can conclude that the experiment has been
successful overall. Share ownership has undoubtedly fostered greater identification with the company
and encouraged employees to take a greater interest in the group's economic progress. The
participation model makes it possible to participate personally in the company's success through
dividend payments and possible increases in the value of shares by the time they are sold. In particular
employee participation in the form of strategic ownership extends the workforce's opportunities for
contributing to the group's long-term development, which can be seen as a useful complement to the
participation rights of employee representatives laid down in labour law. The workforce's massive
participation in Voestalpine AG's share capital also constitutes a "poison pill" to guard against hostile
takeover bids, it brings stability to the ownership structure and offers partnership in major corporate
decisions through group general meetings, in the interests of all employees.

With the development of this employee participation model, the in-house partners in Voestalpine AG
have reacted creatively to new challenges. The model's success to date and its high level of acceptance
by the workforce form the basis for ongoing development and the rolling out of employee share
ownership to employees throughout the group.

4, Cooperatives — Transferring ownership of an enterprise to its employees as a workers
cooper ative
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Many companies disappear and will continue to disappear in France for want of anyone to take them
over. One possible solution to this problem is insufficiently well known: the transfer of ownership of
the company to its employees in the form of a workers cooperative (French: SCOP). This means
transferring to the workforce the means of production which they themselves have helped to prosper.
It also involves the owner in a managed handover of control to company employees. The transfer is
progressive as shareholders withdraw. In this way the industrial capital is preserved, along with the
company's relationship with its customers, suppliers and partners. Sellers and buyers receive support
throughout the process from the Scop Entreprises network.

Thefirst step isto work with the seller and his entourage: accountant, lawyer, investment adviser and
even the family. A complete case-by-case analysis is conducted of the appropriateness of atransfer of
ownership to the employees. All obstacles are identified, both objective and real ones, and subjective
ones - arising mainly from a change of perspective, in order to ensure that the employees will be able
to keep the company on course. Management potential in particular is examined. More often than one
might think there will be one or more individuals among the employees capable of becoming
managers. And if not, external recruitment can be envisaged. Apart from the human aspect, there is
also the financial one: Will the employees be able to finance the buyout?

Scop Entreprises explains in detail the advantages of a cooperative approach: indivisible reserves
constituting a collective asset which ensures the company's financial soundness, fair participation in
major decisions on the basis of the one person, one vote principle, close connection with the local
area, motivation and dynamism harnessed to the project. Not only the seller but also the employees
have to be convinced of their ahility to take over their own company, with or without the assistance of
one or more external buyers.

Pierre LIRET - pliret@scop.coop; |es-scop@scop.coop; Www.|es-scop.coop

4.1 Preserving the structure in competition with the major distribution groups

Récapé Scop SA, meat retailer, Haute-Garonne, 120 employees. Buyout from retiring ownersin 2004.
The history of Récapé goes back 101974, with its establishment as a limited company by Max Récapé.
In 1998, eight years after the company went public, the founder retired and chose to sell out to
company employees. In 2004 the shareholders' agreement expired and severa of the managers retired.
In order to prevent the generational transfer problem recurring, the youngest associates decided to
convert the company into aworkers' co-operatives.

"We became a cooperative in November 2004", recalls Michel Rayssac, CEO of the cooperative. "But
according to the experts who advised us we had already been behaving like a cooperative for years!"
Philippe Benzoni, accountant with the firm Sygnature, adds: "The Récapé shareholder pact described
the operation of a cooperative without realising it! Rather than looking for an external investor, the
associates decided to become a cooperative, a course of action which responded to the company's
needs. to ensure stability, involve workers democratically and attract finance while reducing
previously very heavy business taxes."
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Opening up the company's capital to employees also boosted the company's equity. Since late 2005 all
employees have been able to take a capital stake in the cooperative, following an information
campaign by managers. "The objective of becoming a cooperative was twofold: to maintain the
company's structure in competition with the major distribution groups and to bring about a transfer of
ownership which treated everyone fairly", Michel Rayssac recalls. With just over 100 employees and
12 branches in the Haut-Garonne department, the Récapé cooperative is a major local actor in the
meat trade (shops, processing of meat products, distribution). Its turnover for the last financial year
was EUR 14 million.

Pierre Liret. Ste : www.recape.fr
4.2 Ceralep, aworld leader in its sector

Ceralep, electrical insulators, Drome, 50 employees. Employee buyout following the company's
liquidation by a pension fund in 2003.

The Ceralep factory, at Saint-Vallier in the Dréme region, a manufacturer of electrical insulators for
pylons and electrical cables, which seemed set to close in early 2004, was saved by its workforce who
set up a cooperative. When the commercial court at Romans decided to liquidate Ceralep on
28 January 2004, only a few employees and trade union activists believed that the company till had a
future. Among them were Bruno Piazza and his deputy, Robert Nicaise. The company was productive
and the workforce skilled, but PPCI, the US pension fund which put the company into liquidation, had
run down the company's business in order to poach its customers. The representatives of the CGT
trade union on the works council lost no time and obtained promises of firm orders. They also had the
idea of setting up a workers cooperative. However, the savings of the employees interested in the
scheme were not sufficient to raise the EUR 100 000 needed as a financia guarantee for the
cooperative. The works council then made a public appeal in the markets of the region and distributed
leaflets. The Dréme General Council and a number of municipalities contributed, and in less than four
weeks contributions from employees and some 800 individuals made it possible to make an
application to the Romans commercia court, which on 15 April 2004 ratified the establishment of the
cooperative, which was able to keep on 53 employees out of an original total of 92. Robert Nicaise
took on the management of the cooperative. Since the buyout, Ceralep has exceeded its targets each
year (annual production 1 200 tonnes) and has moved back into profit. Today it is a world leader in
the manufacture of very large, one-piece insulators, and the European leader in high and very high
voltage insulators. The company has held onto its customers (Areva, Nexans, ABB, Siemens etc.) for
its traditional insulators and it is working on new projects with the French atomic energy agency
(CEA) for the storage of nuclear waste. Investment is the cooperative's priority: "The workforce
knows that, if we are to meet orders, we need good production facilities, and that if we want wage
increases, we have to make profits', Ceralep's CEO commented.

Website: www.cer alep.com
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Extract from an article by Gérard Méean which appeared in Le Monde on 13 February 2007
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