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Abstract
The European Commission has announced the European Pillar of Social Rights (EPSR) as a new platform for advancing social policy in the European Union. Among the principles and rights enshrined in the EPSR, the Commission has included the right of workers to be paid fair wages that make it possible to afford a decent standard of living as well as adequate minimum wages that prevent people from falling into poverty while they work. However, in the context of EU Economic Governance, the so-called ‘EU country-specific recommendations’ steer national wage-setting institutions in the opposite direction. The outcomes sought by EU Economic Governance and the EPSR thus produce a paradox.
This paper presents the Spanish case as an example of this paradox. More specifically, it assesses the reforms the Spanish Government made to minimum wage rules and the collective bargaining system during the financial crisis. It also studies the effects of the EU country-specific recommendations addressed to Spain and the Memorandum of Understanding concerning its reforms. With regard to the minimum wage, it can be said that, whereas the Spanish Government has slightly increased or frozen the national minimum wage, the amount of collective agreements – including sector-based minimum wages – has grown. Moreover, the measures taken to reform the collective bargaining system have caused bargaining units to become decentralized and have weakened the collective bargaining structure as a whole. In the end, all those reforms have led to wage stagnation and devaluation, causing an ever increasing number of working poor.
Keywords: European Pillar of Social Rights, Labour Law reforms, Collective bargaining, Minimum wages.
Resumen
La Comisión Europea presentó el Pilar Europeo de Derechos Sociales (EPSR) como una nueva etapa para avanzar en la dimensión social de la Unión Europea. Entre los principios y derechos consagrados en la EPSR, la Comisión incluye, por un lado, el derecho de los trabajadores a un salario justo que garantice un nivel de vida digno y, por otro, un salario mínimo adecuado para prevenir la pobreza en el trabajo. Sin embargo, en el contexto de la gobernanza económica de la UE, las llamadas "recomendaciones específicas de los países de la UE" llevan a las instituciones nacionales de fijación de salarios en la dirección contraria. Por lo tanto, los resultados buscados por la nueva gobernanza de la  Unión Europea y el EPSR producen una paradoja.
Este artículo toma el caso español como ejemplo de esta paradoja. Más concretamente, evalúa las reformas adoptadas por el Gobierno español durante la crisis con respecto al salario mínimo y al sistema de negociación colectiva. También estudia los efectos de las recomendaciones específicas dirigidas a España y del Memorando de Entendimiento sobre esas reformas. En cuanto al salario mínimo, puede decirse que, mientras que el Gobierno español ha aumentado o congelado ligeramente el salario mínimo nacional, ha aumentado la cantidad de convenios colectivos que incluyen salarios mínimos sectoriales. Por otro lado, las reformas del sistema de negociación colectiva han provocado una descentralización de las unidades de negociación y el debilitamiento de la estructura de la negociación colectiva. Al final, todas esas reformas han llevado a una moderación o una devaluación de los salarios, con lo que favorece el aumento de trabajadores pobres.
Palabras clave: Pilar Europeo de Derechos Sociales, reformas laborales, negociación colectiva, salarios mínimos.

I. The EU Paradox: the European Pillar of Social Rights and the EU Economic Governance
The proposal to build a ‘'European Ppillar of Social Rights’' (EPSR) is a new step in advancing stage to advance into the social dimension policy in of the European Union. As When it was proclaimedannounced, the rationale behind the European Pillar of Social Rights was meant to “«responds to a double need: overcoming the crisis and looking beyond, and moving towards a deeper and fairer EMU [Economic Monetary Union] (EMU)”» (European Commission, 2016a, p. 3) . It That report also reminds readers of the Europe’s first Social Action Programme adopted 1974 with the view , which held that the «“economic expansion is not an end in itself but should result in an improvement of the quality of life as well as of the standard of living» ” (Presidency of the European Council, 1974). However, the Social Dimension of EMU inof the EU economic governance (EUEG) is simply a way of to mitigate ting the effects of fiscal reform rather than an integral part of macroeconomic planning (Adams and Deakin, 2015, p. 119). Indeed, since the financial crisis of 2008, economic adjustment programmes have led to “«wage cuts, [the] decentralisation of collective bargaining, and greater selectivity in employment protection and social security» ” (Adams and Deakin, 2015, p. 111). As a consequence of these opposing policies, it can be concluded that the outcomes caused by the EUEG and the principles sought by that the EPSR seeks to promote and the consequences of policy changes caused by EUEG produces a paradox, which is can also be detected seen in the IMF’s own policies (Ebert, 2015, p. 124).  
On one hand, in the first preliminary outline of the EPSR, the Commission states, “ «[mM]aintaining an evolution of wages in line with productivity has proven crucial for competitiveness, particularly within the euro zone» ” (European Commission, 2016b, p. 10). However, it seems that no specific initiative is had been seriously foreseen contemplated, since the final content version of the EPSR states that «“Member States and the  social partners are responsible for definingthe definition of wage and minimum wage developments in accordance with their national practices,”» whereas, at the level of uUnions level, the social partners are to be consulted (European Commission, 2017, p. 7). In Despite of that, the EPSR contains two principles:  on one hand, the right of workers’ right to fair wages that make it possible to providing forafford a decent standard of living and, on the other hand, adequate minimum wages in order to providethat “«for the satisfaction of[satisfy] the needs of the worker and his / her their family in the light context of national economic and social conditions, whilst safeguarding access to employment and incentives to seek work».” Moreover, the EPSR also seeks to prevent in-work poverty shall be prevented. At the end, the EPSR also iconcludes by affirming that all wages shall should be set in a transparent and predictable way according to national practices and respecting the autonomy of social partners of the social partners.
On the other hand, the crisis of 2008 and the public debt crisis of 2010 triggered EU institutions and Member States’ national governments of Member States to adopt and implement a myriad of measures which, at in the end, resulted in  constituted the new EUEG. Its aimed at was to “«reinforceing the stability of the Eurozone by putting in place new mechanisms for monitoring, sanctions, and coordination, as well as – perhaps in future – solidarity”» (Degryse, 2012, p. 6).  Within the new EUEG framework implemented by the EUEG, the European Commission analyses the national reform programmes proposed by EU Mmember States and suggests structural reforms in the form of cCountry-sSpecific recommendations,  to them which, in many cases, are focused on labour reforms. Moreover, those countries which have received economic aid had to perform execute more stricter labour reforms, in  according to ance with their Memorandaums of Understanding. The argument toargument behind includinge all theose labour reforms in the country-specific recommendations was that making labour markets more flexible was one of the best ways to respondses to the crisis (Clauwaert and Schömann, 2012, p. 6).
Both instruments, the EUEG and the EPSR, are far from having the same status. While since the binding nature of EUEG instruments hasve been partially strengthened (Degryse, Jepsen and Pochet, 2013),, meanwhile the EPSR simply constitutes a recommendation from the Commission, together as well as a proposal with a proposal for anfor an inter-institutional proclamation  (European Commission, 2017, p. 6). MoreoverIn addition, the European Commission recognises that Member States and the social partners have primary or even exclusive competences in areas included in the EPSR, such as that of minimum wages (European Commission, 2017, p. 6). In spite of thatDespite this, the outcomes of the EPSR’s outcomes are to be monitored within the framework set forth by the European Semester for economic policy coordination (European Commission, 2017, p. 9).
The paradox is based on the consequences of the EUEG: , the most important of which include the increasing number of low salaries and working poor. Effectively, the EUEG’s recommendations and the MemorandEuropean financial assistance programmesums have focused on the wage-setting mechanisms (Eurofound, 2014), provoking causing strong drastic changes to be made on to them. As an example, the shifts have been strongly focused on “«undermining the governance capacity of sectoral (and cross-sectoral) agreements in favour of those concluded at the company level”» (Marginson, 2014, pp. 97-98). Concerning thatWith regard to this, the EC has stated that “«the years after 2007 witnessed a reduction in real collective wage outcomes”» (European Commission, 2015, p. 50).
During the period between 2008 and 2014, Focusing on Spain, during the period 2008-2014 wage incomeswages in Spain would also have  lost purchasing power. If we compare the evolution between 2008 and 2014 of the Labour Price Index and the Consumer Price Index (annual average, general index) between 2008 and 2014, we see that the former would have varied dropped by -0.7 points while the latter  would have increased by 8.3 percentage points. MoreoverFurthermore, the International Labor Organization (ILO) has also stated (ILO, 2014, p. 49) that wages have been tightenedgone down considerably since the beginning of the recession, with the resulting in deteriorating that living conditions (ILO, 2014, p. 49) have deteriorated. Indeed, the poverty rate for employed persons has increased from 2008 (11.7%) to 2015 (14.8%) (INE, 2016). In this sense, the ILO Report pointed outhighlighted three elements as having a direct influence on wages and the distribution of wages: the minimum wage, the bargaining system, and the creation of quality employment (obviously, quality employment). For this reason, we this paper will study examined the legislative policies of from recent years that have reformed these mechanisms of distribution,, and specifically examining:  the evolution of freezing or minimumnegligibly increasinge of the inter-professional minimum wage interprofessional and the weakening of collective autonomy through the reforms of to the system of collective bargaining system.
 
II. The constitutional right to wage sufficiency: sectoral minimum wages facing in the context of a weak national minimum wage
The Spanish Constitution of 1978 (EC) obliges the public authorities "“to promote such the conditions so that the freedom and equality of the each individual and of the groups in to which it is integrated they belong are real genuine and effective."”. Consistent with this, the EC recogniszes in Article 35 (1) that all Spaniards are entitled "“to sufficient remuneration to meet their needs and those of their family, without any discrimination on the basis of sex",” where the definition of “'sufficient'” emanates is dependent uponfrom both the social function that with which the a “wage” is conceived takes on in both the Spanish system and in other legal systems of in our environment (Castro Conte, 2007, pp. 32-33).
Article 27 of the Workers’' Statute provides stipulates that "“the Government shall, after consultation with the most representative trade union organizations and business associations, determine the minimum inter-professional minimum wage".” According to Del Valle, the inter-professional minimum wage (IMG) "“is a special means to achievinge remuneration the sufficiency of remuneration",” whileand, unlike the wages contained contemplated in collective agreements, the inter-professional minimum wage "“risesemerges, to a large extent, based on work labour in its[when considered from a] ‘"supra-contractual" ’ dimension” (Del Valle Villar, 2002). 	Comment by Author: Page number?
[bookmark: _GoBack]In this sense, its the inter-professional nature of this particular kind of minimum ensures that it applies tos projection on the whole of theentire salaried population (Llompart Bennaàssar, 2007, p. 140). In the terms used bywords of the Constitutional Court, the Inter-professional Minimum Wage Interprofessional playsacts as a sort of "“minimum wage ceilings" ” that that both come to complements the normal system of for setting fixing the minimum wage that and corresponds tocorresponds with the autonomy of that workers and entrepreneurs enjoy, through the by exercisinge of their right to collective bargaining (Article 37.1 EC). ThusAccordingly, the Court states that the institution of the minimum wage constitutes a coercive interventional tool intervention in labour relations, whose use is which finds its justified, given thatcation in it the protectsion of an a set of interests,  that the constitutional principles of justice and equality have deemeded to be worthy and worthy and in need ofdeserving of  State attention, according to from the State the constitutional principles of justice and equality (Article 1(.1) of the EC).	Comment by Author: Edited to bring in line with the citation.
Article 27 of the ET establishes a series of indicators that the government must be taken into account by the government  in order towhen determininge wages, namely, the consumer price index, the level of productivity national average productivity achieved, the increases of in labour’s participation incontribution to national income, and the country’s general economic situation. As Castro Conte has pointed out (Castro Conte, 2007, pp.120-122), the executive branch of the government has taken other factors have been taken into account, such by the executive as the commitments on macroeconomic policy commitments Spain has made in relation toin connection with  European economic integration, whose; support for this would can be found in Article 97 of the EC, which recognizes the government’s power of the government overn policy economic policy. Among In addition to theose other criteria, it is necessary to bring herewe must also make note of  the requirements imposed on the countries that have received financial support from the European Central Bank (ECB), the International Monetary Fund (IMF), and the European Commission, whose memoranda financial assistance programmes required Ireland, Portugal, Cyprus, and Greece the reduction of to lower their minimum inter-professional minimum wages , as in the case of Ireland, Portugal, Cyprus and Greece (Eurofound, 2014).	Comment by Author: This abbreviation is not spelled out earlier in the article. Not sure if a typo and refers to the Spanish Constitution (EC) or if it refers to something else.
Moreover, the minimum wage must be established after consultation with the country’s most representative trade union organizations and business associations. It This places renders the Spanish model of fixing setting the mMinimum wWage in a situation similar to that of most European countries, that which choose to establish their respective minimum wages as a matter of lawlegally  and not through collective bargaining or social agreement. Similar models, also known as "“universal" ” models, to bethat established inter-professional minimum wages are can be those offound in France, Luxembourg, Hollandthe Netherlands, Ireland, the United Kingdom, Greece (since 2012), Malta, Portugal, Croatia (since 2008), Lithuania, Latvia, Romania ), Slovenia, the Czech Republic, and Hungary. Although While the minimum wage in Cyprus it is also fixed set by law, on the other hand, it is also has a sectoral character somewhat sector-based (Schulten, 2014). 	Comment by Author: There was only an end parenthesis here originally. I took it out but am not sure if there was supposed to be a date here, like in some of the others.
In Spain’s the case of Spain, the ‘Memorandum of Understanding on financialFinancial-sector Sector policy Policy conditionality’ Conditionality’ includes the fulfillment ofrequired Spain to comply with the commitments adopted under the Excessive Deficit Procedure and the country-specific structural reforms specifically recommended to Spain within the framework of the European Semester. In the 2012 recommendations from 2012 (European Council, 2012), the Council of the European Union drew attention to the devaluation of wages as a result of the approval of the labour reforms through passed as part of the Law 3/2012. Prior to the recommendations, the Spain’snish National Reform Programme included freezing the inter-professional minimum wage for the first time among the expenditure reduction measures thefor 2012 freezing for the first time of the interprofessional minimum wage for 2012. In 2014, the IMG was frozen again. However, in 2017, in 2017 it the IMG increased by 8% over the amount set recorded infor 2015. 
However, the configuration of the IMG in Spain must respect the commitments acquired made internationally within the ILO and in the Council of Europe. TEven, the European Pparliament has condemned «“the cut in minimum wages and the freezing of nominal minimum wages» ” (European Parliament, 2014, p. 11). TIn relation to the ILO, in turn, it has adopted several international labour standards relating to minimum wage guarantees, the most current of which is Convention 131 supplemented by Recommendation 135. The Convention was ratified and officially published by Spain, so, under Article 96 of the EC, its content is part of domestic law under art. 96 EC. Convention 131 has becaome particularly relevant due to Europe’s economic crises and has was thustherefore been the subject of special treatment attention at the 103rd Ssession of the ILO’s International Labour General  Conference of the ILO, which was convened in 2014, which and included a the discussion of regarding the General Survey on systems Mof minimum Wwage Systemss (Committee of Experts on the Application of Conventions and Recommendations, 2014). Although the approach adopted has to dodeals more with social protection, minimum wage policies are also linked to the strategic objective of employment, insofar as minimum wages should be included within the salary policies to be promoted by that ILO Mmember States are to promote in as part ofa broader employment policy frameworks of employment policies (International Labour Conference, 2014). In this case, Article 3 of the Convention 131 establishelistss among the elements to be taken into account in determining the level of minimum wages not only economic factors but also "“the needs of workers and their families, taking into account the general level of wages in the country, the cost of living, social security benefits, and the relative living standards of other social groups,". ” among the elements to be taken into account when determining minimum wage levels. In To this regardend, the ILO Committee of Experts on the Application of Conventions and Recommendations (CEACR) made a remark regarding Spain’s compliance (or lack thereof) with Convention 131 when the IMF was frozen by the Spanish Government froze the IMG in 2012, alleging citing the difficult economic situation, the ILO Committee of Experts on the Application of Conventions and Recommendations (CEACR) made a remark regarding the application of Spain to the Convention 131. The CEACR affirmed on in that clause communiqué that the paying minimum wages that allow the workers to meet their needs and those of their families, and which , in agreement with the social partners agree to, is an essential element of decent work, reason why . Because of this, the CEACR stuck challengedto the Spanish Government to take full account of the needs of workers and their families more fully into account and to not only focus solely on the economic policy objectives, avoiding the depreciations of in the purchasing power of the minimum wage’s purchasing power. Indeed, the CEACR made a direct request for to Spain in 2013, asking that it to respond to the Commission’'s observation in from 2012.
For its part, Spain has also ratified the European Social Charter, which was adopted within by the Council of Europe. According to aArticle 4 of, the 1961 version adopted in 1961 of that Charter, which is the version Spain ratified by Spain, recogniszes the right to equitable remuneration and, in particular, the right of workers to sufficient remuneration to provide them with to them and their families with a decent standard of living. According to the European Committee of Social Rights, in order to comply with the Charter's precept, thea country’s salary minimum wage must not be lower than the its poverty line of the country, which places it atdefined as 50% of the average national salary, in order to comply with the Charter’s precept (European Committee of Social Rights, 2014). Regarding compliance by SpainTo this end, the Committee has assessed found that Spain does not comply with the Charter's mandate, since the minimum wage does not ensure guarantee workers the right levelappropriate standard of living for workers. In fact, the European Committee on Social Rights in 2010 had already saidstated in 2010 that the Spain’s inter-professional minimum wage was manifestly unjust (European Committee on Social Rights, 2010).
As can be deduced from all of the above, the relevance of the national minimum wage as a wage floor lies in the how sufficientcy of the wage is. In quantitative terms, the impact of the minimum wage as a support tool to curb the aforementioned trends in regarding decreases in wages reductions and, as a consequence, the impoverishment of workers, can be seen in the increase in the percentage of workers whose incomes are receive lower or  equal to or lower wage income than the Minimum Inter-professional Minimum SalaryWage: in 2008, 8.9% of workers had an income at or below that threshold, while in 2013 this ey increased to 13.2% of workers in 2013 (the year after the IMG was first frozen)of workers. Moreover, because of just the how insufficientcy of the IMG has beenestablished level, the percentage of collective agreements of which have a higher larger scope than the just one company that and which include clauses establishing such sector-based minimum wages has increased since the beginning of the crisis. 
Graph 1: Percentage of collective agreements concluded at the sectoral level, including sectoral minimum wage agreements (1996-2015)

Source: Own elaboration from with data of from MEYSS. Estadística de convenios colectivos. (Accessed 24 September 2017)

Moreover, as the ILO points out in the metioned report mentioned above, the link between the minimum wage and the collective bargaining system is complementary (International Labour Office, 2014, p. 68). Thus, we will see below the institutes proper to collective bargaining in relation to the level of wage income.	Comment by Author: I really have no idea what this is supposed to mean. Not sure how to edit this.
III. The dismantling of the collective bargaining system as a hub of wealth distribution
Collective bargaining is the main institution on through which wages  incomes are formed negotiated in Spain. According to López López (2009, p. 57), the role of collective bargaining has meantbeen, for the wage system, a clear transparent instrument in the wage setting system of to guarantee workers’ing social rights for workers, but and has also translated to the most marked flexibility in wage structures. The Spanish Constitution recogniszes in article 37.1 the right to collective labour bargaining between workers’ 'and employers’' representatives. Adjectives as The word "“labour" ” acts as an outer limit of for the exercise of the right, as not protecting "“the eventual political negotiations of trade unions and employers’' associations with the Government” are not protected (Valdés Dal-Ré, 1980, p. 251). Thus, the salarywages is are one of the subjects included in the labour dimension of the negotiations, since it isthey are the economic compensation that the workers receive for their work for others. 
Consistent with this, Article 26(3) of the ET in its article 26.3 establishes that it a salary structure should be determined via corresponds to collective bargaining or, failing that, the via an individual contract. , the determination of the salary structure. In the same sense, the regulation of some special labour relations also includesare regulated with special references to the collective bargaining, which, according to these regulations, should to  fix set the remuneration.  The fact that the law gives prevalence to what is established in collective bargaining with respect tovis-à-vis that composition of the wages during collective bargaining negotiations, which  that could be agreed to in an individual labour contract, has a logical consequences on for the role that collective bargaining has plays in establishing wage incomes in Spain. However, the question arises whether collective bargaining should be understoodplay a role not only in collective bargaining agreements but also in other types of negotiations products, such as company agreements, which is affirmatively reinforced by through the opposition to individual contractualisation (Pérez Agulla, 2015, p. 211). 	Comment by Author: See comment [3].
Collective bargaining has jurisdiction over tThe national wage structure has fallen under the purview of collective bargaining as ofsince the great great reform reforms of Law 11/1994, since before the State started regulatingted the minimum wage through by way of the Labour Ordinances;, so López has defined that the moment when collective bargaining became the means of determining the national wage structure has been defined by Lopez as a normative withdrawal of the State (López López, 2009, p. 66). In addition to the wage structure, collective bargaining may also agree ondecide other matters, for instance, the consolable nature of  wage supplements, when and where the date and place of payment of the salarwages are to be paidy, the receipt of wages, andwhen, in relation to the extraordinary payments, the date of liquidation will be made, and the payment of one of the two legal extraordinary payments and the amount of itthereof.	Comment by Author: This doesn’t make sense to me.
The evolution sSince then, there  has always been the increaseconsistently been a rising number of collective agreements that include salary structure clauses on the salary structure, producing especially from after 1997 and in 2012, with when the major labour reforms of that year were passed. ThusAccordingly, more than 90% of both company-level and super-enterprise agreements include the define ition of the wage structures (i.e., the a worker’s base salary and wage supplements). In addition, collective agreements not only regulate the wage structures but also include so-called safeguard clauses or wage revision. According to Cebrian López and Pérez Infante (2013, p. 40), these clauses would complete the salary model and play becomean important role when the effectiveactual inflation exceeds the  expected inflation, which was used to establish the agreed upon wage increases.
Graph 2: Percentage of collective agreements that includeing structure of salary structures (1996-2014)

Source: Own elaboration with data from MEYSS. Estadísticas de convenios colectivos de trabajo (Accessed 24 September 2017)


Collective bargaining has, thus, becomes an essential forum for regulation and, thereforethereby, for wage fixing setting in Spain. However, the reform of collective bargaining reforms made by Law 3/2012 has affected the main axes values of the statutory collective agreements. F: firstly, the reforms lay out a regime of non--application applicability of for collective agreements originally applicable to the an enterprise, regardless of whether the collective agreement was concluded at the company- or sector- level. S; secondly, the reforms limitation of a collective agreement’s the period of validity of collective agreements when after they it are denouncedexpires; and t. Thirdly, the reforms prioritise applyingication priority of the agreements concluded at the company company-level over those concluded at the sector -levelagreements. All these reforms aimed at sought "“to convert the products of collective contractual activity into simple tools to serve the interests of companies” (Valdés Dal-Ré, 2012, p. 225).
The non-application procedure of for making collective agreements ‘inapplicable:’ Derogation ofDevaluating wage standards in favour of wage cuts
The inclusion of opt- out clauses in national collective bargaining systems has beenwas triggered by the economic programmes imposed on the countries bailed out by the Troika (i.e., the IMF, the ECB, and the European Commission). As Colàs Neila (2016) has affirmed, it isopt-out clauses are directly connected with the legal enforceability of collective agreements, which is recognised in the Spanish Constitution. From a comparative perspective, the European Parliament has also declared that this measure, together with the possibility to of review revising sectori-basedal wage agreements, «“has direct consequences for the structure and values of collective bargaining arrangements set out in the respective national constitutions» ” (European Parliament, 2014, p. 10). 
Article 82 of tThe ET allows in Article 82 thatfor certain labour conditions – of work (for instance,such as the remuneration systems of remuneration and wage amounts)  – foreseen provided for in the applicable collective agreements concluded at either the enterprise- level  or sector-ral level can to be derogateddeviated from in case of economic, technical, organiszational, or production reasonsneed. The possibility of not being required to n-application of thecomply with a collective agreement has as main consequenceresulted in the weakening of its the normative value of collective agreements (López López, 2009, p. 99). However, as the Supreme Court has pointed out, the wage structures can also be fixed by means of a company agreement, so its a collective agreement’s ‘'non-applicationinapplicability’' can occur through theby way of substantial modifications of to the labour conditions of work envisaged by the artArticle. 41 of the ET. This article also includes the modifiable subjects of the remuneration system within the modifiable subjects and, after the labour reforms of 2012, the salary amount (Article 41(.1)(.d) ET).	Comment by Author: See comment [3].	Comment by Author: See comment [3].
On one hand, the modification ying of the a salary amount via artArt. icle 41 of the ET is very relevant for two reasons: firstly, changes to an because individual wage or plural group of wages changes do not require a consultation period, so that, with under the 2012 reform, the employers can is allowed to impose a wage reductions unilaterally (Sáez Lara, 2012, p. 235); secondly, secondly, because the procedure for collective wage modification procedures does not require an agreement at the end of the consultation period, so that the unilateral power of the employer will continue to prevail.	Comment by Author: See comment [3].
On the other hand, the procedures for non-application ofmaking a collective wage agreements ‘inapplicable’ represent the majority of procedures initiated above any other matter. As can be seen in the chart below, most non-application procedures which have occurred infrom recent years that have made a wage agreement ‘inapplicable’ have to do with been triggered by the salary matterissue. In particular, the non-applicationinapplicability procedures of based on the salary amounts of salary has exceeded 60% in relation to of the total number of procedures, followed by those in which both the salary level was not applied together with and the remuneration system were deemed inapplicable.
Graph 3: Subject matter of non-applicationinapplicability procedures (%) (2013-2015).
	Comment by Author: Couldn’t edit legend: need to make capitalization consistent; explain asterisk somewhere.

I might recommend changing ‘non-application’ to ‘inapplicability.’ I would also recommend changing ‘amount of salary’ to ‘salary amount.’
Source: Own elaboration with data from MEYSS. Estadísticas de convenios colectivos de trabajo (Accessed 24 September 2017)

The economic impact of the non-application of these wage agreements can be verified seen in the data of from the Annual Labour Cost Survey. The following graph shows the percentage of wages and salaries of against the gross total cost of labour. Specifically, wages and salaries are classified taking into account whetheras follows: (1) the rule governing wages regulated viais  a collective agreement that has not undergone any alteration during its validity (except the signing of a new agreement) or if it iswages  regulated in by means of another instrument which that is not an agreement, ; (2) if it iswages regulated in via a collective agreement whose working conditions have been altered; and and (3) if the wages regulated via a collective agreement that ha regulating the employment relationship hass been altered solely in the terms of the salary provided system. According toLooking at the data, we can seeay that the percentage of wage costs fixed that had been set in collective agreements (which were only affected in terms wage regimeof workers’ salaries) was reducedwent down in 2012, 2013, and 2014, thus representing a lower total cost of total labour costs costs offor companies. The percentage of wage costs over total labour costs for firms companies is also reduced went down when the rule that regulates wages is were regulated via an agreement that whose salary had beenis altered along with other conditions not only in the wage system or which had been altered in other different mattersways entirely, with no regard to the salary.
Graph 4: Wage costs over total labour costs (%) by type of collective agreement (2013-2015).


 Source: Own elaboration with data from INE. Encuesta anual de coste laboral 2016. (Accessed 24 September 2017)


Priority of given to company-level collective agreements: decentralisation and low salaries
Another aspect of the collective bargaining system that was affected is the priority of application of collective agreements concluded at the company-, corporate group-, and networked company- level at the expense ofover agreements concluded at higher levels. As it has been pointed out, the preferential application of the company-level collective agreements cannot be altered by the rules of articulation of sectoral-levelthe collective bargaining established in the sectoral level (See see Chacartegui Jávega, 2016).
Although the preference of application ofgiving company-level collective agreements priority is not directly related to the loss ofdecreases in salary, the new collective agreements signed have served to loseresulted in lost purchasing power. There is a reductionhas been a drop in the amount of wages found in new collective agreements, . This has been facilitated by the 2012 reform, which is carried out  and, in practice,  in has impacted all possible wayskinds of remuneration, namely, basic salary, paid extras and bonuses, salary supplements of all kinds (including overtime- extra hours  and shift work included -), and salary revisions, and, in cases where there were diversions from original agreements,  salary updatesing of salary revision in case of diversion over what was originally planned  (Vivero Serrano, 2016, p. 14).
Indeed, the emergence of new bargaining units may be related to the evolution of wages in different economic sectors. As can be seen in the following graph, the value of workers’ the gross wages of workers in the service sector were lower is in 2016 (€ 25,255.40 EUR)  lower than the value of in 2012 (€ 26,035.08 EUR). In contrast, the value of gross wages of for workers in the industrial sector (including the construction sector) wais higher in 2016 (€32,577.98 EUR€) is higher than the value ofin 2012 (€31,.178.90 € EUR). The appearance of new bargaining units of bargaining in the services sector (up to 50% in 2014) can could explain the reason why wages have not recovered the pre-crisis valuelevels.
Graph 5: New bargaining units (%) and gross wage (number) by sector (2012-2016)

Source: Own elaboration with data from MEYSS. Estadísticas de convenios colectivos de trabajo and INE, Encuesta Anual Coste Laboral, 2016  (Accessed 24 September 2017)
* 2016 data is provisional.

In this respectregard, the service sector has been most quite vulnerable to the emergence of so-called ‘'multi-service companies' companies’ in the context of outsourcing. These companies are characterized characterised by the developingment of the functions as of genuine temporary employment agencies, bypassing the ban on the transfer of workers (Chacartegui Jávega, 2011). They produce, among other things, a reductions in costs insofar asinasmuch as they circumvent the principle of equal pay (Rivero Lamas, 2006, p. 92), offering lower labour costs through company-level collective agreements and avoiding the sector-basedal collective agreements (Rivero Lamas, 2006, p. 93). In connection with this, rIn this connection, recent case law has declared invalid collective agreements signed by workers’' representatives in at the headquarters of the multi-service companycompanies’ headquarters invalid for failing to comply with the principle of correspondence (representativeness) (see López López, 2016). As a consequence, the precariousness of thethat workers have experienced has increased (Vicente Palacio, 2016). 
The effects of expired collective agreements’ 12-month time limit of expired collective agreementsvalidity period: lower wages in higher-level collective agreements (if  any)	Comment by Author: Not sure if “validity” is the right word here. 
Another of the reforms that hasve contributed to the impoverishment of workers has been the one-year time limit period during which collective agreements maintain retain their legal effects force beyond the date of expiry. The labour reforms of 2012 introduced that the stipulation that, when if negotiators do not reach a new agreement after one year afterfrom the an agreement’s expiry datea of expiration, the collective agreement will loses its validity, unless otherwise agreed upon, and shall apply only the higher- level collective agreement shall apply, only if any.
Although there are no data on how many agreements have expired due to the end of the  time of ‘ultra-activityeness’ period (the period during which expired agreements still carry legal weight), the fact is that general estimations can be made based on the data existing infrom the collective agreement registry of collective agreements. As can be seen in the following chart, the number of collective agreements that were replaced or repealed repealed by another subsequent agreement was always higher than the number of collective agreements denounced expired between the period 2011 and 2013. In 2013, social partners signed the ‘ultra-activity’ ultraactividad’ agreement (‘Acuerdo de la Comisión de Seguimiento del II Acuerdo para el empleo y la negociación colectiva sobre ultraactividad de los convenios colectivos’) in order to give provide solutions to for the loss of validity of the agreements set to expireing one year after the entry into force of the 2012 labour reforms. This agreement could might have produced the increase seen in 2014 in 2014 of in the number the collective agreements denounced that had expired during the previous year. S A similar behaviour can be seen in the number of agreements that received extensions of agreements that occurred during the same month of the previous year, since as they reach the highest value also in 2013 and then decrease. The most important fact observation here is that, since 2014, the number of collective bargaining agreements denounced that expired a year earlier prior is has always been higher than the number of agreements that replace or repeal a previous one as of 2014. In this sense, the difference between both data could represent the total number of agreements whose effectiveness would have ended by the end ofdue to the limits on ultra-activity.	Comment by Author: In English, “Agreement of the Follow-up Commission of the Second Agreement on employment and collective bargaining regarding the ultra-activity of collective agreements”	Comment by Author: Not 2014?
Graph 6: Total amount number of collective agreements that expired one year before, collective agreements followed by another, and expired collective agreements that were extended (2012-2016)
	Comment by Author: Can’t edit legend again. “Ultra-activity” seems better in English.
Source: Own elaboration with data from MEYSS. Registro Convenios y Acuerdos Colectivos (data until 24 November 2016). (Accessed 24 September 2017).

	
As already mentioned above, the consequence of the an agreement’s loss of ultra-activity of the agreements would be result in the application if any of a higher-level the collective agreement being applied, if any of higher level (see De le Court, 2016). As the following chart demonstrates, this may cause a decrease in wages may to occur, since the value of wages stipulated in higher-level collective agreements exceeding the company level is less than the those stipulated in collective agreements concluded at the enterprise- level or at the workplace-level. Specifically, in the industrial and construction sector, the wages of workers in the industrial and construction sector whose wages were regulated in via a company-wide level collective agreement saw their wages have beenstay during the crisis above €29,000 eurosEUR during the crisis, while whereas, if their wagesy were regulated in by sectoralal collective agreements of concluded at the state national-level or lowerat the regional-level, wages workers’ wages didhave not exceed €exceeded 25,000 EUR and or €23,000 euros EUR, respectively. On the other hand, iIn the services sector, wages regulated under via sectoral collective agreements concluded, at the state national- or regional-level or below, havedid not exceeded €23,000 EUR and €18,000 euros EUR respectively, while wages regulated in via company-level collective bargaining agreements have risenrose during the crisis – from €23,000 euros EUR in 2011 to more than €25,000 EUR in 2015.
Graph 7: Total amount of gross wage amount in collective agreements by sector and collective agreement type (2010-2015)
	Comment by Author: Number formatting is wrong. Commas need to be periods, and spaces need to be commas. I can’t fix this myself because I don’t have the associated Excel file.
Source: Own elaboration with data from INE, Encuesta Anual Coste Laboral, 2016 (accessed on 24 September 2017)

Conclusion: the need of to reduce the number ofing working poor through using strong collective bargaining 
The number of wWorking poor is increasing both in Spain and within in other EU countries (Eurostat, 2017). As it has been showed above, Spanish legal reforms on to collective bargaining may have contributed to this increase. , Indeed, countries with centraliszed collective bargaining systems are correlated withtypically tend to have lower levels of in-work poverty (Eurofound, 2017, p. 12). Moreover, structural reforms affecting national collective bargaining systems has been became a common pattern during the crisis alongside in the EU’s Southern southern countries, where the participation of the tripartite social dialogues rarely existed (Malo, 2016, p. 117). Indeed, the implementation of decentralization decentralisation occurred in both continental central and southern countries, but it was implemented in a more abrupt and disorganized disorganised way in the latter and imposed unilaterally by governments in the latter (Directorate General for Internal Policies, 2016, p. 6).
As it has been pointed outmentioned earlier, EU austerity will continue to lower standards of living, if the EMU is not reoriented (Adams and Deakin, 2016, p. 123). Regarding the wage cuts, the European Parliament has said that it they «“runs counter to the EU’s general objectives and the policies of the Europe 2020 strategy» ” (European Parliament, 2014, p. 11). The EPSR should represent a new opportunity to reconquer the collective the autonomy of collective bargaining  at both the national and the European level. Furthermore, although the EPSR is primarily a political instrument, we must remember that it proclaims rights that are recogniszed in legally binding instruments, such as the Treaties and the Charter of Fundamental Rights of the European Union.
The legal reforms adopted in Spain during the Great Recession years inevitably have inevitable consequences for workers’' rights, namely, their rights to the wage adequacy of wages and the to the exercise of collective bargaining. Without forgetting that the Member States and the European Union itself are responsible for implementing solutions to the economic crisis, they are also responsible for ensuring that labour rights are protectedthe protection of labor rights. For this reason, they are obliged to correct the measures that have had negatively impactsed on social rights.

BIBLIOGRAPHY

Adams, Z., and Deakin, S, 2015. Structural adjustment, economic governance and social policy in a regional context: The case of the Euro crisis. In: A. Blackett, and A. Trebilcock, ed. Research Handbook on Transnational Labour Law, Cheltenham, UK: Edward Elgar Publishing, 111-123.

Castro Conte, M., 2007. El sistema normativo del salario: ley, convenio colectivo, contrato de trabajo y poder del empresario. Madrid: Dykinson.

Cebrian López, I. and Pérez Infante, J. I., 2013, Evolución de las cláusulas de revisión y salvaguardia en el modelo salarial Español. Enfoque económico. In: López Ahumada, coord. Revisión e inaplicación de los salarios en la negociación colectiva: Efectos derivados de la crisis económica, Madrid: CCOO, Ediciones Cinca. 17-42

Chacartegui Jávega, C., 2011, Reformas de la intermediación laboral y de las Empresas de Trabajo Temporal. Actum Social, 47.

Chacartegui, C, 2016. Estructura y articulación de la negociación colectiva: una lectura a la luz del principio de norma más favorable. In: C. Chacartegui, ed. Negociación colectiva y gobernanza de las relaciones laborales: una lectura de la jurisprudencia tras la reforma laboral. Albacete: Editorial Bomarzo, 61-86.

Clauwaert, S. and Schömann, I., 2012. The crisis and national labour law reforms: a mapping exercise. Working paper 2012.4. Brussels: ETUI.

Colàs Neila, E, 2016. Descuelgue e inaplicación del contenido normativo del convenio colectivo. In: C. Chacartegui, ed., Negociación colectiva y gobernanza de las relaciones laborales: una lectura de la jurisprudencia tras la reforma laboral. Albacete: Editorial Bomarzo, 87-112.

Committee of Experts on the Application of Conventions and Recommendations, 2014. General Survey on Minimum Wage Systems. General Survey of the reports on the Minimum Wage Fixing Convention, 1970 (No. 131), and the Minimum Wage Fixing Recommendation, 1970 (No. 135). International Labour Conference, 103rd Session, 2014. Geneva: International Labour Office.

Council of Europe, 2008. Digest of the Case Law of the European Committee of Social Rights. Available inat: http://www.coe.int/en/web/turin-european-social-charter/case-law.

De le Court, A, 2016. Ultra-actividad y contractualización de la protección de las condiciones de trabajo: una perspectiva comparada. In: C. Chacartegui, ed., Negociación colectiva y gobernanza de las relaciones laborales: una lectura de la jurisprudencia tras la reforma laboral. Albacete: Editorial Bomarzo, 113-143.

Del Valle Villar, J.M., 2002. La Protección legal de la suficiencia del salario. Madrid: Dykinson.
 
Degryse, C., 2012.  The new European economic governance. Working Paper 2012.14 ETUI, Brussels.

Degryse, C., Jepsen, M., and Pochet, P., 2013. The Euro crisis and its impact on national and European social policies. Working paper 2013.05. Brussels: ETUI.

Directorate General for Internal Policies, 2016, Evolution of collective bargaining in Troika programme and post-programme Member States. Brussels: European Union.

Ebert, F C, 2015. Structural adjustment, economic governance and social policy in a regional context: The case of the Euro crisis. In: A. Blackett, and A. Trebilcock, ed. Research Handbook on Transnational Labour Law. Cheltenham, UK: Edward Elgar Publishing, 124-137.

Eurofound, 2014. Changes to wage-setting mechanisms in the context of the crisis and the EU’s new economic governance regime. Dublin: European Foundation for the Improvement of Living and Working Conditions. 

Eurofound, 2017. In-work poverty in the EU. Luxembourg: Publications Office of the European Union.

European Commission, 2015. Industrial Relations in Europe 2014. Luxembourg: Publications Office of the European Union,

European Commission, 2016a, Communication from the Commission to the European Parliament, the Council, the European Economic and Social Committee and the Committee of the Regions launching a consultation on a European Pillar of Social Rights. COM (2016) 127 final. 

European Commission, 2016b, Communication from the Commission to the European Parliament, the Council, the European Economic and Social Committee and the Committee of the Regions launching a consultation on a European Pillar of Social Rights. COM (2016) 127 final. Annex 1.

European Commission, 2017, Communication from the Commission to the European Parliament, the Council, the European Economic and Social Committee and the Committee of the Regions launching a consultation on a European Pillar of Social Rights establishing a European Pillar of Social Rights. COM(2017) 250 final.

European Committee on Social Rights, 2010. Conclusions XX-1 (2010) [online]. Available fromat: https://rm.coe.int/1680488710 [Accessed 8 October 2017]

European Committee of Social Rights, 2014. Conclusions XX-3 (2014) [online]. Available fromat: http://s01.s3c.es/imag/doc/2015-01-22/XX-Conclusiones_ComiteEuropeoDerechosSociales.pdf [Accessed 8 October 2017]

European Parliament, 2014. European Parliament resolution of 13 March 2014 on Employment and social aspects of the role and operations of the Troika (ECB, Commission and IMF) with regard to euro area programme countries’. (2014/2007(INI)).

Eurostat, ‘In-work at-risk-of-poverty’ Last update of data: 25/09/2017. Available at: http://ec.europa.eu/eurostat/web/income-and-living-conditions/data/main-tables (Accessed 01 October 2017)

International Labour Office, 2014. Spain: Growth with jobs. Geneva: International Labour Officce.

International Labour Conference, 2014. Resolution concerning the second recurrent discussion on employment. 103rd Session, 2013. Geneva: International Labour Office.

Llompart Bennàssar, M., 2007. El salario: concepto, estructura y cuantía. Las Rozas: La Ley. 

López López, J., 2009. Un lado oculto de la flexibilidad salarial: el incremento de la judicialización. Albacete, Bomarzo.

López López, J, 2016. Modalidad procesal de impugnación y convenios colectivos de empresa: notas sobre los debates en la jurisprudencia reciente (2016). In: C. Chacartegui, ed. Negociación colectiva y gobernanza de las relaciones laborales: una lectura de la jurisprudencia tras la reforma laboral. Albacete: Editorial Bomarzo, 13-31.

Malo, M. Á., 2016. Collective bargaining reforms in Southern Europe during the crisis: impact in the light of international standards. In: V. Pulignano, H.-D. Köhler, and P. Stewart, eds. Employment relations in an era of change. 117-135.

Marginson, P., 2014. Coordinated bargaining in Europe: From incremental corrosion to frontal assault?. European Journal of Industrial Relations, 21 (2), 97-114.

Pérez Agulla, S, 2015. Los acuerdos de empresa tras las últimas reformas. Nueva Revista Española de Derecho del Trabajo, 177, 211-235.

Presidency of European Council, 1974, Preamble Council Resolution 21st January 1974.

Rivero Lamas, J. dir., 2006, La negociación colectiva en el sector de empresas multiservicios. Madrid: MTAS.

Sáez Lara, C., 2012, Medidas de flexibilidad interna: movilidad funcional, geográfica y modificaciones sustanciales de condiciones de trabajo Medidas de flexibilidad interna. Temas Laborales, 115, 221-248.

Schulten, T., 2014. Minimum Wage Regimes in Europe, Berlin: Friedrich-Ebert-Stiftung (FES).

Vicente Palacio, A., 2016. Empresas multiservicios y precarización del empleo: El trabajador subcedido. Barcelona: Atelier.

Vivero Serrano, J. 2016, La prioridad aplicativa del convenio de empresa en materia salarial. In: Los convenios de empresa de nueva creación tras la reforma laboral de 2012. Observatorio de la Negociación Colectiva. Madrid : Lefebvre-El Derecho. 97-237.

Valdes Dal-Ré, F., 1980. La regulación constitucional de la negociación colectiva. In: M. Rodríguez Piñero, ed. La Constitución y los trabajadores. Madrid: Sociedad de Estudios Laborales, 239-253.

Valdés Dal-Ré, F., 2012. La reforma de la negociación colectiva de 2012. Relaciones Laborales, núm. 23-24.

LEGAL REFERENCES
Constitutional Court Case Law, nº 31/1984, 7 march 1984 (ECLI:ES:TC:1984:31). [Accessed 8 October 2017). Available inat: http://hj.tribunalconstitucional.es/es/Resolucion/Show/284
Convention (No. 131) concerning Minimum Wage Fixing, with Special Reference to Developing Countries. [Accessed 8 October 2017]. Available inat: http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:1:0
European Social Charter, 1961 (ETS No.035). [Accessed 8 October 2017). Available inat: https://www.coe.int/en/web/conventions/full-list/-/conventions/treaty/035
Ley 11/1994, de 19 de mayo, por la que se modifican determinados artículos del Estatuto de los Trabajadores, y del texto articulado de la Ley de Procedimiento Laboral y de la Ley sobre Infracciones y Sanciones en el Orden Social. [Accessed 8 October 2017]. Available inat: https://www.boe.es/buscar/doc.php?id=BOE-A-1994-11610.
Ley 3/2012, de 6 de julio, de medidas urgentes para la reforma del mercado laboral. [Accessed 8 October 2017]. Available inat: https://www.boe.es/buscar/act.php?id=BOE-A-2012-9110 
Memorando de Entendimiento sobre condiciones de Política Sectorial Financiera, hecho en Bruselas y Madrid el 23 de julio de 2012, y Acuerdo Marco de Asistencia Financiera, hecho en Madrid y Luxemburgo el 24 de julio de 2012. [Accessed 8 October 2017]. Available inat: https://www.boe.es/diario_boe/txt.php?id=BOE-A-2012-14946.
Recommendation (No. 135) concerning Minimum Wage Fixing, with Special Reference to Developing Countries. [Accessed 8 October 2017]. Available inat: http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:1:0.
Resolución de 30 de mayo de 2013, de la Dirección General de Empleo, por la que se registra y publica el Acuerdo de la Comisión de Seguimiento del II Acuerdo para el empleo y la negociación colectiva sobre ultraactividad de los convenios colectivos. [Accessed 8 October 2017]. Available inat: https://www.boe.es/buscar/doc.php?id=BOE-A-2013-6449.
Supreme Court Case law, 15 July 2015 (ROJ 5814/2015). [Accessed 8 October 2017]. Available inat: http://www.poderjudicial.es/search/

1996.0	1997.0	1998.0	1999.0	2000.0	2001.0	2002.0	2003.0	2004.0	2005.0	2006.0	2007.0	2008.0	2009.0	2010.0	2011.0	2012.0	2013.0	2014.0	2015.0	20.0	19.0	19.0	17.0	18.0	18.0	17.0	17.0	17.0	18.0	18.0	19.0	20.0	19.0	21.0	24.0	35.0	31.0	28.0	28.0	
% collective agreements at company level including wage structure	1996.0	1997.0	1998.0	1999.0	2000.0	2001.0	2002.0	2003.0	2004.0	2005.0	2006.0	2007.0	2008.0	2009.0	2010.0	2011.0	2012.0	2013.0	2014.0	0.0625512155148866	0.356772962660125	0.566666666666667	0.666036717062635	0.730839179007535	0.757523004227804	0.774351443954968	0.781046539667229	0.793549963352064	0.804043188605559	0.809822830230994	0.817529360591562	0.83212161269002	0.838075410594495	0.854550236717517	0.884862653419053	0.910411622276029	0.918776371308017	0.933639947437582	% collective agreements at over company level including wage structure	0.0424286759326993	0.285922684172137	0.437544610992149	0.495732574679943	0.552387740555951	0.597142857142857	0.609738372093023	0.648	0.645908761766835	0.661981728742094	0.672268907563025	0.689703808180536	0.69889502762431	0.726939970717423	0.754940711462451	0.79621668099742	0.912023460410557	0.920661157024793	0.925816023738872	



Amount of salary	2013.0	2014.0	2015.0	66.56	64.3	62.21	system of remuneration	2013.0	2014.0	2015.0	3.46	5.07	4.659999999999998	Amount of salary and system of remuneration	2013.0	2014.0	2015.0	10.35	14.76	13.64	amount of salary with other subjects*	2013.0	2014.0	2015.0	9.239999999999998	7.77	8.35	Other non-applications	2013.0	2014.0	2015.0	10.39	8.1	11.14	



No modification / no collective agreement	2010	2011	2012	2013	2014	2015	73.32	73.16999999999998	73.46	73.66	74.0	74.17999999999998	Modified (whatever subject)	2010	2011	2012	2013	2014	2015	73.2	73.34	72.74	72.4	72.03	73.15	Modified (only salary)	2010	2011	2012	2013	2014	2015	73.54	73.9	73.26	72.19	71.05	73.58	



Collective Agreements new bargaining units (industry and building)	2012	2013	2014	2015	2016*	0.207272727272727	0.266325224071703	0.264659270998415	0.303085299455535	0.224919093851133	Collective Agreements new bargaining units (Services)	2012	2013	2014	2015	2016*	0.304	0.37	0.457	0.494	0.397	gross wage in  company collective agreements (industry and building sector)	31178.9	32797.82	33229.38	33422.85	32577.98	gross wage in  company collective agreements (service sector)	26035.08	26747.62	25409.47	25512.03	25255.4	




Collective agreements expired year before	2011.0	2012.0	2013.0	2014.0	2015.0	2016.0	7.0	214.0	291.0	652.0	612.0	308.0	Collective agreements followed by another	2011.0	2012.0	2013.0	2014.0	2015.0	2016.0	672.0	765.0	876.0	496.0	126.0	13.0	Ultractivity extension agreements	2011.0	2012.0	2013.0	2014.0	2015.0	2016.0	0.0	0.0	74.0	102.0	45.0	51.0	
Industry and building sector
Sector Collective agreement (national level)	2010	2011	2012	2013	2014	2015	23196.98	23339.0	23833.11	24550.07	24847.71	24849.05	Sector Collective agreement (regional level)	2010	2011	2012	2013	2014	2015	21370.26	21992.54	22296.12	22205.1	22640.75	22687.77	Company Collective agreement 	2010	2011	2012	2013	2014	2015	29386.72	31298.0	31178.9	32797.82	33229.38	33422.85	



Service sector
Sector Collective agreement (national level)	2010	2011	2012	2013	2014	2015	22488.3	22670.97	22807.91	22389.85	22016.75	22346.22	Sector Collective agreement (regional level)	2010	2011	2012	2013	2014	2015	18077.78	17623.57	17021.15	16988.86	17119.00999999999	17500.12	Company Collective agreement 	2010	2011	2012	2013	2014	2015	23576.78	25240.85	26035.08	26747.62	25409.47	25512.03	



4

