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Policy orientation note on restructuring

INTRODUCTION

There is a growing EU policy focus on restructuring, which is expected to take shape in the
coming months if examples of company restructuring continue to emerge. In recent years, the
primary concern in labour market policy has been addressing the rising labour and skills
shortages, driven by an aging population and a shrinking workforce. This challenge remains
a key priority for the years ahead, as demographic projections and changing skill requirements
indicate persistent shortages. While unemployment rates remain at record lows in the EU,
changes in production models create temporary shocks of collective lay-offs in a number of
Member States.

KEY MESSAGES

e Adaptation and organizational changes are essential parameters for European
competitiveness and for successful transitions. Timely restructuring decisions are an
essential tool for companies to remain viable, stabilize their position in the market,
create a healthier foundation for future job creation, and seize new opportunities in
evolving markets. Although costly, restructurings can thus be the least detrimental
option to sustain viable economic activity and recreate the conditions for a healthy and
dynamic economy. Companies aim to avoid lay-offs as they lead to talent loss and lost
investments.

e The new EU mandate’s stronger commitment to improving competitiveness must be
reflected in the EU policy approach to restructuring. This commitment must apply to
restructuring processes also. Ultimately, restructuring processes support renewal,
transition and adaptation of EU-companies to a rapidly changing world, technological
scene and global environment. The EU already has comprehensive regulation of
restructuring processes, and BusinessEurope supports that regulations are in place in
this area. However, it is of great importance that unjustified burdens connected to
restructurings are reviewed and removed. Also, no new regulatory requirements
containing administrative burdens should be introduced, as a policy framework that
restricts agility and responsiveness is incompatible with the EU’s goal of restoring
economic dynamism and growth. Delaying restructuring or structural changes
increases long-term costs and may compromise a company’s future.

e |t should be a key priority for the EU to reduce negative social consequences of
restructuring processes. To achieve this,

o The member states must play a crucial role in supporting transition processes,
which requires a review of existing support measures, including Active Labour
Market Policies (ALMPs). Also, many national initiatives are in place for re- and
upskilling as well as general preparation for new employment. A key enabler in
this context is increased collaboration between public and private employment
services to ensure that workers impacted by restructuring receive timely and
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effective support, such as Career Transition services — ideally even in
anticipation of future changes.

o Social partners play an important role in regard to finding flexible, efficient and
timely solutions to address challenges in companies. Equal, constructive and
productive social dialogue built on compromises should be fostered in
companies. A climate of trust among social partners is essential for helping
companies restore competitiveness, create sustainable jobs, and equip
workers with the skills needed to recover.

o EU plays a role with tools such as the European Globalisation Fund (EGF) and
European Social Fund (ESF+). EU tools should be flexible and demand-driven,
be mobilized swiftly for re- and upskilling processes in connection to
restructuring processes with collective layoffs. The new proposal for the EGF
is a step in the right direction in this regard.

SPECIFIC MESSAGES
Skills adaptation and support to displaced workers

The Commission proposed in its Union of Skills initiative to set up a pilot for a Skills Guarantee
for workers in sectors undergoing restructuring or at risk of unemployment and who have the
opportunity to further their careers in other sectors and/or companies. BusinessEurope
supports the aim of the Skills Guarantee pilot to help workers in sectors facing restructuring
or job loss transition to new roles. However, it's crucial that the initiative remains flexible,
respects national systems and existing practices, and involves social partners to ensure
training is targeted and aligns with evolving labour market needs and occupational profiles, as
well as the needs of individuals. Targeted upskilling and reskilling efforts should prioritize
sectors facing the most severe shortages, supporting business competitiveness,
employability, and job retention.

The recently proposed adaptations to the functioning of the EGF are going in the right
direction. We particularly welcome the Commission’s proposal to provide support to workers
at risk of imminent job loss, allowing earlier intervention to help people remain in the labour
market with the use of counselling, training and business creation. Moreover, streamlining and
accelerating the procedures to mobilise EGF support is much needed. We also broadly
support the Commission’s proposals to mobilise ESF+ so that Member States will be able to
invest more easily in skills for Europe’s strategic sectors. This should be discussed with the
social partners, keeping in mind BusinessEurope’s demand that 15% of ESF+ in the next
programming period 2028-2034 should be allocated to financial incentives to encourage
employers to provide training to their workers.

Information and consultation
We regret that the proposed EU directive on European Works Councils did not sufficiently

consider the impacts on competitiveness (e.g. insufficient assessment of the impacts on
capacity to innovate and on international competitiveness with zero impact claimed'). We

1 Benchmarking competitiveness checks used in selected EU impact assessments 2023-2024 - BusinessEurope,
April 2025
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reiterate our call on the EU institutions to reconsider this directive’s negative impacts on
competitiveness.

Furthermore, the EU and the Member States have a comprehensive legal framework as well
as many collective agreements regarding employee rights in times of change, which needs to
be applied by companies. The relevant EU directives in the field of information and
consultation of workers need to be evaluated by the Commission with the social partners
before any further EU legislative measures are considered towards an improved information
and consultation framework at EU level, as the Commission indicated recently in the Clean
Industrial Deal. From employers’ perspective, it will also be crucial to consider possible
improvements to simplify the EU legal acquis in the field of information and consultation of
workers.

The EU just transition framework

Commission President von der Leyen tasked EVP Ribera with leading efforts to ensure
taxation supports a just transition and decarbonisation. This includes steering investments and
financing towards a fair and inclusive transition, particularly through the Social Climate Fund
and the Just Transition Fund, to help regions, workers, and businesses adapt.

BusinessEurope highlights the need for further assessment of whether current EU funding for
just transition and industrial decarbonisation at both EU and national levels is sufficient. A
logical first step could be for the Commission to conduct an evaluation of the Just Transition
Fund and the Social Climate Fund to facilitate an evidence-based discussion before
considering any new proposals.

In the recent Clean Industrial Deal communication, the Commission included reference to a
just transition framework having the Quality Jobs Roadmap as one of the main initiatives to
provide support for workers in transition. BusinessEurope agrees that job quality is key to
promoting motivation and productivity. However, it reflects diverse realities and varying needs
among workers and companies, requiring a flexible, nuanced approach — not an EU
classification of “good” vs “bad” jobs. The approach must also respect the essential role of
social partners in negotiating working conditions within national industrial relations systems.

We believe that the existing EU legislative framework for the green transition is already
comprehensive, given the unprecedented number of legislative initiatives adopted under the
Green Deal. In this respect, it was an important decision of the European Parliament plenary
not to include a call for a just transition directive in its recently adopted resolution on “social
and employment aspects of restructuring processes: the need to protect jobs and workers’
rights” (2024/2829(RSP)).

EU legislation on restructuring

1998/59/EC Collective Redundancies Directive
The Directive establishes a general framework setting out minimum requirements for
informing and consulting employees in the event of collective redundancies.

Additionally:

e Employers planning collective redundancies must engage in consultations with
employee representatives to explore ways to avoid or reduce redundancies and
mitigate their consequences.

o Employers must provide relevant information, including the reasons for
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redundancies, number and categories of affected employees, selection criteria,
timeline, and compensation measures.

e Member States may set rules on sanctions for non-compliance, potentially leading
to financial penalties or obligations to reinstate employees.

2001/23/EC Transfer of Undertakings Directive

The Directive sets out to protect the contracts of employment of people working in
businesses that are transferred between owners. The Directive stipulates that the new
employer cannot reduce the employees' terms and conditions, unless the Directive's
exception criteria are met.

Additionally:

e Member States shall take appropriate measures to ensure that employees and
their representatives are informed and consulted about the transfer and its
implications.

e Member States may adopt specific provisions regarding the protection of
employees' rights in the case of insolvency of the transferor.

2002/14/EC Informing and Consulting Employees Directive
This Directive establishes a general framework that sets out minimum requirements for
the right to information and consultation of employees in undertakings or establishments.

According to the Directive, information and consultation shall cover:
o Recent and probable developments in the undertaking’s or establishment’s
activities and economic situation.
e The likely development of employment within the undertaking or establishment;
Decisions that may lead to substantial changes in work organization or contractual
relations.

Social partners’ role

The existence of a good social dialogue in a climate of confidence and a positive attitude to
change is an important factor to prevent or limit the negative social consequences.

Social dialogue approaches, frameworks and institutions across Europe are diverse.
Whatever the national framework for the management of change, the active engagement of
social partners at national level improves performance in the design of change management
architecture and in restructuring practice.

When discussing restructuring in a bipartite or in a tripartite context, it is important to avoid
limiting restructuring to those events that involve significant job losses in large enterprises.
This undermines policy-makers and social partners’ ability to design and implement policy
responses and effectively support all enterprises and their workers and representatives in the
management of change.

In particular, it is important not to overlook restructuring in small and micro-enterprises and to
keep in mind that these events that makes media headlines are only one part of the
restructuring reality.
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What matters most is for social partners to improve their practices to better anticipate and
manage restructuring operations and progress at the same time towards the incremental
adaptation of the workforce over more extended timescales.

Non-binding EU initiatives on restructuring

2013 EU Quality Framework for Anticipation of Change and Restructuring (QFR)
The QFR is a non-binding framework that provides guidelines for managing corporate
restructuring in a socially responsible and economically sustainable manner. It aims to
promote proactive adaptation to economic and workforce changes while minimizing
negative social consequences

Key principles in the QFR include:

e Encouraging early and proactive anticipation of economic and workforce changes
to ensure smooth transitions.

e Engaging in social dialogue with employees and their representatives to discuss
restructuring plans and mitigate negative impacts.

e Providing support measures such as reskilling, retraining, and job-search
assistance to affected employees.

e Ensuring transparency by sharing relevant information on restructuring plans and
their expected consequences in a timely manner

National examples

Sweden

Transition organisations are a unique feature of the Swedish restructuring model, unmatched
in any other OECD country. Established through collective agreements between social
partners at the sector or industry level and funded by the respective employers as a
percentage of the wage sum, transition organisations play a crucial role in supporting
economic and labour market transitions. They are the first point of contact for displaced
workers, aiming to provide the fastest possible route back to employment, tailored to each
individual’s circumstances and needs. Additionally, they often serve as a financial safety net.

There are several transition organisations in Sweden, each designed to address the needs of
different target groups. Nearly 80% of the Swedish workforce — approximately 5.2 million
people — is covered by such agreements. While at least fifteen transition organisations
operate across the country, five cover the majority of the workforce: TRR for white-collar
employees, TSL for blue-collar workers, TSN for public sector employees,
Omstallningsfonden for municipal employees, and TRS for non-profit and employees in the
cultural sector.

Denmark

The Danish approach to restructuring involves a strong role for social partners, particularly in
defining employment protection and facilitating early intervention. Due to extensive collective
bargaining coverage (82% of the workforce), the social partners play a key role in shaping
practices and incentives related to dismissals and support for displaced workers, taking into
account the information and consultation procedures or requirements for clarity for the
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selection-procedures to according collective agreements or legislation on collective
redundancies.

The Danish cooperation agreement is a tool that is intended to strengthen the company's
competitiveness and employee satisfaction also when restructuring. For instance, collective
agreements in the manufacturing and transport sectors have introduced innovative features
regarding training during the notice period for displaced workers, demonstrating the social
partners' active involvement in enhancing skills development and re-employment prospects.

Denmark has a concept of warning pools established through collaboration between municipal
Jobcentres and employers in cases of mass dismissal provides early and targeted re-
employment assistance.

Belgium

Belgium employs a multifaceted approach to support workers affected by restructuring,
combining national and regional initiatives with EU assistance/funding in a limited number of
cases.

Since 2005, through the “Generations Pact”, which included a chapter on ‘active management
of restructuring’, Belgium mandates that employers provide outplacement services to
dismissed employees. These services include guidance, counselling, job search assistance,
and training to enhance employability. The aim is to facilitate rapid re-employment, particularly
for older workers and those with long tenures in specific roles. Outplacement programs are
typically financed by employers, with some sectoral social funds contributing to the costs. Both
regional public employment offices and accredited private companies deliver these services.

Belgium also leverages the EGF, in October 2024, the EU allocated €2.7 million to aid 365
former employees of the retail chain Match-Smatch, primarily in Wallonia. This assistance
includes vocational, digital, and language training, as well as support for those aiming to start
their own businesses, with grants of up to €15,000.
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