
Editorial

Dear reader,

The first half of 2015 has come to an end. Six months of work, interrupted 
with a few holidays, have passed in the blink of an eye. Today, on the brink 
of summer, we would like to wish you an excellent vacation. It is indispen-
sable to take a break from work for a few weeks.

What we have in common is our employment in the financial sector; an 
important sector that is doing either well or very well. Frequently, espe-
cially in the course of discussion or negotiation with employers, OGBL/SBA 
has contrasted this view with their statements.  The regulatory bodies (the 
CSSF and the “Commissariat aux Assurances”) have published results 
for 2014, through to the first quarter of 2015, that are generally positive.

Despite the introduction of new Europe-wide regulation and its impact on 
customers, despite historically low interest rates (economic facts of life 
considered to be major catastrophes by employers), the net income from 
banking in 2014 was above the 5 billion euro barrier, registering a slight 
decrease of 2%.  Staff costs – salaries paid to bank employees – have de-
clined and commissions – the remuneration of services provided to cus-
tomers by the sector’s employees – have increased. Taken together, these 
two results have more than offset the decrease caused by the historically 

low interest rates. Ultimately, it is the expertise of the sector’s employees that has maintained bank profits at a very high level. As a 
result of the positive growth of bank profits, SBA will make every effort to ensure employees receive their share when the Collective 
Labour Agreement (CLA) is next negotiated in 2017.

In the insurance sector, life and general insurance premiums were up in comparison to previous figures. Results reported to the end 
of 2014 are excellent.  Consequently, we consider as shameful the negative attitude and fierce opposition to the trade union proposals 
employers have expressed, during recent negotiations for a new insurance sector CLA. We had to threaten the involvement of the 
“Office National de Conciliation” (National Conciliation Service) before the unions’ practical proposals could be employed to resolve 
the situation and break the deadlock.

Let us also take a look beyond our industry.  Since the announcement of govern-
ment budgetary plans for 2015, the Luxembourgish unions led by OGBL have 
organised information and consultation meetings, in order to oblige the govern-
ment to discuss and, especially, negotiate over particular issues so as to limit 
cuts in social services. A country which creates wealth through the efforts of its 
workforce must maintain a corresponding level of social support for all those 
contributing towards it.

Serge Schimoff, president of the SBA
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FIRST SEMESTER 2015
Since the beginning of the year the SBA team has noticed that the pressure on employees in the financial sector has 
been increasing daily, through both greater job insecurity and overwork.  Companies are cutting their costs by reducing 
their workforce to the limit.  Remaining staff are therefore obliged to put in more and more hours of overtime which, 
frequently, are neither compensated nor paid for. Stress and harassment suffered at work are too often the cause of 
burnout or long-term illnesses, resulting in dismissal.  

Individual dismissals carried out on an ad hoc basis are increasing dramatically. The reality is that these often com-
prise disguised “economic” redundancies, instigated in the knowledge that current legislation makes it easy to circum-
vent collective dismissal proceedings. Since the beginning of the financial crisis SBA has been demanding the law be 
changed, as it is providing many employers with an incentive to abrogate their social responsibilities, by dismissing 
employees without needing to negotiate either a PME (“Plan de Maintien dans l’Emploi”) or a social plan.

Another current subject in companies is that of performance evaluation. The criteria used during individual evaluation 
interviews are often both arbitrary and subjective: this approach needs to be changed. OGBL representatives are sup-
porting employees in this process, to ensure they receive a fair appraisal which takes account of the everyday work they 
are doing.  We check that the individual assessment procedure is being applied as originally intended on its introduc-
tion, in other words to motivate employees and offer career development, not as a means of dismissing them. 

To this can be added the daily imposition on employees of unattainable objectives, which make for further stress, which 
damage working conditions and which increase rivalry between colleagues. 

Working time is another SBA hobbyhorse. Although the limitations of working time are clearly defined in the Collective 
Labour Agreement (CLA), staff delegations still often see themselves refused access to the records of worked hours, 
which makes any analysis of the data impossible, particularly of the overtime hours worked or of their compensation.  
The CLA states that if the accumulation of hours by the end of the reference period is structural and repetitive, the com-
pany should analyse the possibility of augmenting the workforce. Without the data this is not possible.  It goes without 
saying that breeching the legal working time limits has adverse consequences for employees, both for their health and 
safety at work as well as for their work-life balance.

In the face of so many problems, SBA is not hesitating to contact these companies in order to re-establish a proper joint 
social dialogue. If this is not possible, SBA advises its staff representatives to address themselves to the official bodies 
(ITM, ASTF, etc.) or to pursue legal action.

At the sectoral level, SBA is committed to achieving good results in the negotiations for the 2015-2017 collective 
agreement for insurance employees (see page 4). Negotiations for the CMCM and CETREL collective agreements are 
still ongoing.  

SBA has also participated in the NPG Wealth Management social plan negotiations (see page 5); this plan ensures 
temporary financial security for affected employees while enabling them to retrain and improve their chances of finding 
a new job.

Finally, the SBA website (www.sba.lu) has been brought up to date and you will soon be able to use it in three languages 
(French, German and English), the objective being to improve access for our German- and English-speaking members.

    The latest from our companies: SBA activities 
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RECLASSIFICATION OF THOSE OUTSIDE THE CLA 
In 2011, following complaints from several employees made to their representatives, the staff delegation of Banque 
Privée Edmond de Rothschild Europe, now Edmond de Rothschild (Luxembourg), took advice from SBA and asked their 
management to review their practices with regard to the way employees were taken out of the collective agreement. In 
fact, the bank was using a grading system that, upon the system identifying an employee as reaching a certain level 
of authority, would eject the employee from the CLA, in blatant disregard of the first article governing its scope, which 
specifies that only senior executives as defined by article L162-8 of the labour law are to be excluded. In particular, in 
order to be considered as “senior management” and thus to fall outside of the convention, an employee must qualify 
as having all of the following:

- A wage that is significantly higher than that of the employees covered by the collective agreement, or by a similar 
pay scale structure

- Real decision-making powers

- General independence in the organisation of their work

- General freedom in the hours they work and, particularly, flexibility in their working schedules

However, the vast majority of employees taken out of the collective agreement did not meet any of these four conditions. 
These employees were disadvantaged and therefore no longer enjoyed the benefits of the collective agreement (in-
creases to the ‘prime de conjoncture’, automatic salary increases, notice period conditions, payment of overtime, etc.)  
In addition, this system penalised those employees remaining in the CLA, since it significantly reduced the aggregate 
payroll that is referenced to calculate the total amount used to increase compensation under the terms of the CLA.

After a long struggle, the staff delegation of Banque Privée Edmond de Rothschild Europe, together with the support 
of the SBA, has achieved the reclassification of 129 employees as falling under the collective agreement, as well as 
stricter rules governing the exit of employees from it (including drawing a monthly salary higher than level 2 Group 6 
of the CLA). But this still falls short: a large majority of employees still outside of the CLA do not meet the four criteria 
as defined by law.

Ask for the new publication on working 
time from your OGBL staff delegate or 
from SBA!

Juin 2015

flash
Le temps de travail est temps de vie

www.ogbl.lu 
facebook.com/ogbl.lu  
twitter.com/OGBL_Luxembourg

Juni 2015flash

Arbeitszeit 
ist Lebenszeit

www.ogbl.lu 
facebook.com/ogbl.lu  

twitter.com/OGBL_Luxembourg
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    News 

COLLECTIVE LABOUR AGREEMENT FOR  
INSURANCE COMPANY EMPLOYEES
The 2015-2017 collective agreement for insurance sector employees was signed on Monday June 15th by the unions 
and the Association des Compagnies d’Assurances et de réassurances (ACA). Negotiations were very difficult because 
ACA sought to introduce performance into the employee career development guarantees and refused to consider the 
union demands, in particular the linking of wage increases to good results in the insurance sector. Right from the start 
of negotiations ACA wanted to reduce current benefits, but OGBL/SBA firmly opposed any deterioration of the sector’s 
collective agreement.

The sector’s employees continue to keep their guaranteed career development despite the introduction of merit and the 
new classification put in place is better suited to the reality of the current duties.

Progression within or between groups is guaranteed after ten years’ seniority in the insurance sector. In the previous 
collective agreement, employees classified as above level 1, or as above the ceiling of guaranteed automatic career 
development, did not benefit from a development guarantee. In the new agreement this gap is filled by the introduction 
of a three-year guarantee, to be granted to all affected employees. This new guarantee certainly makes the evaluation 
system less arbitrary for employees. In addition, the performance distribution is set at 67% in the new agreement, as 
opposed to 50% in the old, thereby constituting an extension of financial guarantees for employees.

The June bonus was increased by 10% for 2015, remaining the same as in 2014 for the years 2016 and 2017, while 
also increasing according to seniority. The existing household benefit determined by domestic criteria is replaced by a 
bonus linked solely to seniority.

A training agreement, aiming at maintaining the employability of insurance sector employees as per other sectors, 
replaces the training approach of the previous agreement.

Employment mobility within the insurance sector is also enhanced, since a new employer must guarantee the same 
basic salary as that paid by the former employer, up to level 1.

The terms of employment for employees without experience in the insurance sector 
have been modified through no longer recognising the years of study and work ex-
perience outside the insurance sector. This measure is partially offset by abolition 
of the requirement to be competent in three languages; it is enough to possess 
the language skills appropriate to the function and there is no longer any dimi-
nution of salary due to the three-languages condition.

This new collective agreement, for the years 2015-2017 and adapted to the cur-
rent situation, maintains the working conditions of insurance industry employ-
ees and enables staff delegates to  monitor its implementation.

 

www.ogbl.lu

CONVENTION COLLECTIVE

DE TRAVAIL

pour les salariés du

secteur de l’ASSURANCE 

valable du 1er janvier 2015 au 1er décembre 2017
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AN UNCERTAIN FUTURE TO FOLLOW THE NPG WEALTH MANAGEMENT 
SOCIAL PLAN  
At the beginning of May three managers, Marc Stevens, Pari-
son Laurence and Jean-Arnold Coutareau informed OGB-L that 
insurance company NPG Wealth Management, headquartered 
in Capellen, envisaged a reduction of 25% to its workforce; 55 
of 192 jobs would be cut for «economic reasons». The social 
plan, signed on 26 May 26th 2015, foresees a significant re-
duction of 47 jobs instead of the 55 announced at the start of 
negotiations.

In addition to the statutory compensation, OGBL/SBA de-
manded additional compensation for the 47 people affected 
by dismissal. All those concerned will receive such compensation, taking into account their professional and personal 
situations. In addition, a social fund was established in order to assist employees, impacted as they are by an unfore-
seen event that is to their detriment.

More precise reasons that might have justified such a drastic move did not convince either the union representatives or 
staff at an information meeting held on May 7th, 2015.

Cost reductions, not a business strategy, have been the basis for determining the announced redundancies.

OGBL/SBA is concerned that, despite the planned internal restructuring measures, the working conditions for employees 
remaining in the company are going to become very difficult. OGBL/SBA is committed to defending all employees of the 
company.  Not only should the employees affected by layoff be supported, but those who will remain in their jobs should 
also be guaranteed the retention of decent working conditions. When signing the social plan, OGBL/SBA insisted that 
management respect statutory working time conditions, to ensure respect for their workers’ personal lives.

NPG Wealth Management’s approach is symptomatic of the insurance sector. Although profit margins are increasing, 
short-term cost cutting is being practised in companies, at the expense of employees. Social responsibility and solidar-
ity with employees are unknown concepts to company shareholders.

Quote of the month  
He who fights may lose, but he who does 
not fight has already lost.

Bertolt Brecht
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MAY 1ST CELEBRATION
In the speech the OGBL president made on the occasion of Labour Day on May 1st, he spoke about important issues that 
strongly affect both employees and the retired. Indeed, in the presence of an impressive number of delegates assembled 
at the Centre Sportif in Mondorf-les-Bains on April 29th, among other things André Roeltgen mentioned the following:

• Luxembourg’s public finances are healthy and, therefore, there is no objective reason to diminish the social welfare.

• OGBL supports the government in its policy of increasing investment, but will not tolerate that this is at the expense 
of a reduction social welfare.

• When it comes to unemployment, OGBL is defending those affected against unwarranted attacks and demands that 
the protection of employees be strengthened, so that they do not become unemployed in the first place.

• As for progressive retirement, OGBL insists that the government adheres to its responsibility to develop this area in 
line with the agreements signed with the unions.

• OGBL also calls for tax reform to ensure at last an equitable distribution of the burden of taxation between employ-
ees, companies and the wealthy.

• Regarding working hours, given that workers in Luxembourg work on average (excluding overtime) 130 hours more 
than their counterparts elsewhere in Europe, OGBL is calling for reforms to legislation in this area.

This list of issues is by no means exhaustive. We are not able to list all of the important subjects addressed during this 
speech. What we can do, nevertheless, is to reassure you that OGBL, the largest union in Luxembourg with its 72,000 
members and its thousands of staff representatives, will make every effort to defend workers, improve working condi-
tions and fight against social inequality. The Syndicat Banques et Assurances (SBA) part of OGBL will also work in the 
same direction, on behalf of financial sector employees. Of this you can rest assured!
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 Focus on the financial sector  

Advice corner    

BANKING AND INSURANCE: CHECK IF YOU ARE CORRECTLY PAID
To determine if you are in the correct group for payment, look for the equivalent of your position in the Collective Labour 
Agreement (CLA), where the different roles are described. The banking CLA lists the classification criteria in Article 22.  
The new insurance CLA, which has just been signed, provides for a new compensation system in Article 13.  Studies, 
knowledge of languages and training are used to determine which compensation group applies.

If you discover that your classification is incorrect, make a request to your employer to rectify this as soon as possible so 
your group can be changed, as well as compensatory payments due to being wrongly classified. You should address your 
request in writing to your management, using the CLA as the basis to explain your reasoning. You should then receive 
the difference in payment for the previous 36 months.

Otherwise, contact your OGBL staff representatives or your SBA union, who will provide you with support.
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63, rue de Bonnevoie    
3rd floor   
 L-1260 Luxembourg

Opening hours: 
Monday to Friday from 8.30am to 5pm

Phone +352 26 49 69 0 
Fax +352 26 49 69 433

e-mail sba@ogbl.lu

   www.sba.luBanking and Insurances Syndicate

Happy holidays!


