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I. INTRODUCTION 
structural and economic changes 
facing the mining industry sector

 
There is a strong correlation between the greenhouse gas (GHG) content of the atmos-
phere, CO2, and the average temperature of the Earth’s surface, which is causing the 
average temperature of the planet to rise by more than 1ºC since pre-industrial times, 
mainly due to the use of fossil fuels as energy sources. This phenomenon is referred 
to generically as climate change and is linked to our current energy supply patterns.

The solution we have adopted to combat climate change is the energy transition, 
which we could define as the change towards primary energy sources that reduce 
CO2 emissions into the atmosphere.

This change in the use of energy sources involves, on the one hand, introducing meas-
ures to consume less energy in all sectors and to do so more efficiently; and, on the 
other hand, replacing conventional sources with renewable energies. Consequently, it 
is a process that affects, in a transversal manner, all productive sectors, and especial-
ly the mining industry sector, with the implementation of decarbonisation processes 
that we will analyse later.

This energy transition must be carried out under formulas that guarantee the partic-
ipation of the social and economic agents involved, as this participation is essential 
for us to be able to speak of a socially responsible energy transition, i.e. a just transition.

EUROPEAN ACTION TO COMBAT CLIMATE CHANGE

Despite having established various international commitments, the reality is that 
GHG emissions continue to increase and are expected to increase by 10.7% in 2030 
over 2016 levels; even more so if we consider that the large countries are moving 
away from the Paris Agreement.

There are several actions to combat climate change, either promoted by the European 
Union or to which the EU is a party, which are listed below to set the context of the 
structural changes facing the Mining Industry Sector:
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• Corporate Social Responsibility and Sustainability: The Green Paper.

It starts with the 1976 OECD Guidelines and the 1987 Brundtlant Report (United Na-
tions) and, in Europe, with the Green Paper “Promoting a European framework for 
Corporate Social Responsibility” (Lisbon Summit 2001).

Social responsibility implies the commitment of companies to their stakeholders and 
society to strictly comply with the legal obligations in force, in environmental matters, 
in their commercial operations and their relations with their interlocutors.

Sustainability is “development that meets the needs of the present without compromis-
ing the ability of future generations to meet their own needs”. In short, social responsi-
bility and sustainability mean ensuring a better quality of life for future generations.

• The Paris Agreement of 12 October 2015

It was signed by the 195 countries of the UN Framework Convention on Climate 
Change and the EU with the objective of: “Keeping the global average temperature well 
below 2ºC above pre-industrial levels”, but with the commitment that it will not exceed 
1.5ºC. To this end, it establishes commitments to combat climate change that came 
into force in 2020 and will be reviewed every five years.

• The Climate and Energy Strategy, or 20-20-20 Package of Measures

Established until 2020 and with binding legislation for all Member States, it pursued 
several objectives: a 20% reduction in GHG emissions, a 20% increase in renewable 
energy in the EU, and a 20% improvement in energy efficiency.

• The Climate and Energy Strategy 2030

This Strategy revises the objectives of the 20-20-20 Package. It adjusts them for the 
year 2030, taking into account the scenario of the 2050 Strategy, and establishing a re-
view of them in 2023, with the following commitments:

 » reduction of at least 40% of GHG emissions, [The draft European climate law 
under the European Green Pact proposes to increase this to 55%],

 » to achieve at least a 32% share of renewable energies,

 » improve energy efficiency by at least 27%.
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Each Member State was to submit its national Energy and Climate Plan by the end of 
2019, setting out its long-term national strategies for moving towards a low-carbon 
economy, creating, among other measures, new opportunities for growth and jobs.

• The Strategy for a Climate Neutral Europe 2050

It was presented, by the European Commission, on 28 October 2018 ahead of the 
United Nations Climate Summit (COP24), held from 2 to 14 December in Katowice 
(Poland). This Strategy confirms Europe’s commitment to lead global climate action 
through a socially just transition.

THE DECARBONISATION STRATEGY (PLANS OR PROCESSES):  
THE CLOSURE OF COAL MINES

They originate from the European Council Decision 2010/787/EU on State aid to facil-
itate the closure of uncompetitive coal mines, which promotes “decarbonisation”, i.e. 
the “irrevocable” closure* (permanent cessation of coal production and sales) of coal 
mines in the period 2011-2018 when such aid and subsidies are abolished.

The reforms carried out by the EU institutions led to an increase in the price of car-
bon dioxide in the European emissions market from 2018. This system, known as ETS, 
obliges all large industries to pay for the CO2 they emit, which causes coal industries 
to lose competitiveness by assuming these payments.

The abolition of these CO2 emission payments implied the closure of the mines by 31 
December 2018.

It is true that, in order to carry out these changes in the energy model, aid is estab-
lished for the closure of mines, which can be counted, among other concepts:

• the cost of social benefits arising from the retirement of workers below the 
statutory retirement age;

• other exceptional expenses for workers who have lost or are losing their jobs;

• the payment of pensions and compensation outside the statutory system to 
workers who have lost or are losing their jobs;

• the costs borne by undertakings for the retraining of workers to facilitate the 
search for new employment outside the coal sector, in particular, training costs;

• residual charges for health insurance cover for former miners;

• and other costs for mine closure works; administrative costs of closure; 
rehabilitation of former mining areas, etc.
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II. Findings from the analysis  
of the research phase on workers’ 
participation in decision-making  
in their companies

Having recalled the structural and socio-economic changes that are taking place in 
the mining industry sector, we are going to summarise, very briefly, the conclusions 
obtained in the research phase carried out in the framework of our project Together 
for efficient representation interests of employees of companies in the extractive sec-
tor, in which organisations from seven countries participate (Poland, Bulgaria, Spain, 
Serbia, Macedonia, Romania and Lithuania) and one of whose objectives is to analyse 
the systems of participation of workers in the mining industry in the decision making 
of their companies, in the face of the low carbon economy in the extractive industries. 
Based on these conclusions, we will establish instruments for improvement that will 
allow us to move forward and increase worker participation.

Our research phase was carried out through a National Report, drawn up by the expert 
of each project partner, based on a “Questionnaire-Guide” which aimed to homoge-
nise the monitored topics, which were divided into three:

• workers’ participation systems in the mining sector, the application of EU 
regulations and the existence of specific regulations;

• the impact of the restructuring of the mining sector on employment and 
industry and measures to achieve worker stability in the mining sector;

• the role of trade unions in the restructuring processes of the mining sector.
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CONCLUSIONS OF THE RESEARCH PHASE

In summary, we have drawn the following conclusions: 

• Implementation of EU rules on participation: all states have transposed the EU 
rules on employee participation; only Poland and Spain have separate rules on 
participation. Serbia and Macedonia are adapting their national legislation by 
incorporating elements of EU legislation, particularly on health and safety at work.

These regulations are sufficient to ensure worker participation, except for Macedonia; 
however, Poland and Lithuania believe that participation is low and ineffective.

• Participation systems and bodies that carry them out: in all countries, except 
Macedonia, they use the information and consultation systems as instruments of 
worker participation, although considering different numbers of workers: Spain, 
from 6 workers; Romania from 20 workers; and Poland, Serbia, Bulgaria and 
Lithuania, from 50 workers.

Except in Lithuania, the right to collective bargaining is recognised in all countries and 
the right to strike (Spain and Serbia) and institutional participation (Spain and Bulgaria).

Participation is carried out through trade unions; shared with works councils in Poland, 
Spain, Lithuania and Serbia. 

• Existence of Collective bargaining agreement in the mining sector: all countries 
except Macedonia have a specific collective bargaining agreement in the 
mining sector: state and company in Spain and Poland; only state in Serbia; and 
company in Lithuania.

• Consequences of decarbonisation and strategies for restructuring the sector: 
the completion of the decarbonisation process would occur in 2025 in Spain, in 
2030 in Serbia, in 2040 in Macedonia, and in 2050 in Poland, Bulgaria, Lithuania 
and Romania.

The consequences of decarbonisation are business closures and job losses for workers.

All States have strategies to address the sector’s restructuring, although only in Spain 
and Bulgaria does this take place through tripartite agreements.

These strategies are a new approach to the coal industry (Poland, Serbia and Lithua-
nia); and boost investments in the energy sector (Poland, Serbia, Spain and Bulgaria).
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• Instruments to mitigate job losses: all countries consider training and retraining 
as the key element to maintaining miners’ employment.

Poland and Spain are also in favour of subsidies and social aid to alleviate unemploy-
ment. At the same time, Serbia, Bulgaria, Spain, Romania and Lithuania prefer to cre-
ate “green” jobs in the new industry.

In addition, different options are proposed to ensure the personal and social stability 
of the miner:

 » subsidies and social assistance, in Poland, Serbia, Spain and Romania;

 » subsidised early retirement, in Spain, Macedonia, Lithuania and Romania;

 » on the other hand, Bulgaria only sees a migration option for miners in the face 
of decarbonisation processes.

• Image and role of trade unions: trade unions face difficulties in carrying out 
their work because of: the loss of prestige they suffer, which would hinder their 
role as interlocutor with workers and employers in Poland and Spain; and the 
loss of membership or low membership they have in the mining sector, in Serbia, 
Lithuania, Spain and Poland.

Poland believes that participation in climate protection and sector restructuring is very 
low, and both Poland and Lithuania believe that their collective bargaining effective-
ness is inadequate.

Despite this situation, all states, except Macedonia, have reached agreements in the min-
ing sector on several issues: wages, occupational health, employment conditions, etc.
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III. Strategy  
for a participatory and socially 
responsible energy transition in the 
mining industry sector

 
JUST TRANSITION AS A GUARANTEE OF WORKERS’ PARTICIPATION  
IN DECISION-MAKING IN THE COMPANIES

To talk about just transition, we have to go back to its creation by trade unions in 
Canada and the USA in the 1990s, with the twofold aim of developing tools to protect 
jobs in the face of the changes brought about by the ecological and energy crisis and 
to draw up proposals for changes in the mechanisms for protecting workers and ter-
ritories affected by the energy crisis.

What is supported by this conceptualisation is that a just transition is not possible 
without the participation of workers, through their representatives, and this is estab-
lished in different regulations or agreements:

• the Paris Agreement requires, in its preamble, the participation of workers: “to 
take into account the imperatives of a just transition of the workforce”;

• the ILO recommends, in its Guidelines, the consultation and collaboration of 
trade unions in the development and implementation of low-carbon policies “for 
a just transition to environmentally sustainable economies and societies for all”;

• and, in its 2015 Energy Union Package, the European Commission stresses the 
importance of the role of the social partners and invites them to include the 
energy transition in their social dialogue.

This participation of workers in decision-making in their companies is also justified 
because the structural changes that the sector is undergoing have an enormous im-
pact on workers’ personal and professional lives.
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Characteristics of the just transition:

For the just transition to be effective, it must:

• to be carried out through tripartite social dialogue: between Governments, 
employers and trade unions;

• have specific measures to support the sectors and industries concerned;

• include social protection for those workers most vulnerable to the energy 
transition process, including direct, indirect and induced employment;

• include the design of territorial reactivation plans, with a focus on the 
diversification of economic activities and rural development, with special 
emphasis on women and young people;

• establish training and capacity building plans for workers concerning the new 
green jobs;

• include economic funds through the State Budget and green taxation.

Based on these characteristics, and in order to achieve this just, participatory and so-
cially responsible transition, we must promote worker participation through collec-
tive bargaining and seek greater involvement of trade unions in this participation.

PROMOTING WORKERS’ PARTICIPATION IN DECISION-MAKING  
IN THEIR ENTERPRISES

European legislation on employee participation rights

The right of workers’ participation in the European Union starts with the 1989 Com-
munity Charter of the Fundamental Social Rights of Workers (the Social Charter), which 
underlines that: “it is desirable to encourage worker participation”; and, later, with the 
Charter of Fundamental Rights of the European Union, which recognises collective 
rights of workers’ participation such as: “the right to organise and to organise them-
selves to promote the participation of workers”:

• freedom of assembly and association, both political and trade union (Art. 12);

• the right to information and consultation of the workers at the level of the 
company or the professional sector, which is carried out through the workers’ 
representatives or trade unions (art. 27);
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• at appropriate levels, the right to collective bargaining and collective action, 
including the right to strike (Art. 28).

Furthermore, the Treaty on the Functioning of the European Union (TFEU) regulates 
workers’ participation in decision-making through information and consultation sys-
tems in Title X on Social Policy (Articles 151 a161).

In line with this legislation, the European Parliament has adopted several Directives 
and Resolutions calling for workers to be guaranteed the right to participate in deci-
sion-making in companies and workplaces, both in national and transnational com-
panies and on a range of issues, as well as cross-sectoral social partner agreements 
with provisions on information and consultation.

Of these regulations, three directives stand out, referring to information and con-
sultation at the national level, which establishes the right of workers to be informed 
and consulted by their employer on a series of issues related to the economic perfor-
mance and future development plans of companies that may affect, fundamentally, 
employment, among other matters.

• Directive 98/59/EC of 20 July on collective redundancies, which provides that, in 
the event of mass redundancies, the employer must enter into negotiations with 
the workers to determine the form and manner of avoiding mass redundancies 
or reducing the number of workers affected. 
 
The Directive establishes the concept of collective redundancies based on the 
number of redundancies that occur, although the definition is left to the discretion 
of each Member State and regulates the employer’s obligations (and the rights of 
the worker, through their representatives) before such redundancies take place. 
The employer’s obligations and the employee’s rights are as follows:

 » the employer shall provide, in writing, to the workers’ representatives, all the 
necessary information on the planned redundancies: reasons, categories and 
workers to be made redundant; criteria for selecting candidates and calcula-
tions of compensation; and shall also communicate this information to the 
competent public authority;

 » the employer shall consult the workers’ representatives to reach an agree-
ment to avoid or reduce redundancies or to mitigate their consequences by 
implementing social measures for the retraining or redeployment of the re-
dundant workers;
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• Directive 2001/23/EC of 12 March 2001 on duty to inform employees in the event 
of transfers of undertakings and on the safeguarding of rights in such cases;

• and Directive 2002/14/EC of 11 March 2002 establishing a general framework 
for informing and consulting employees in the European Community and laying 
down minimum procedural standards to protect these rights, which we will 
analyse below.

These three directives were assessed by the 2013 Fitness Check, which found them 
to be: “relevant, effective, coherent and mutually reinforcing”, despite acknowledging 
some shortcomings in their implementation.

In addition, we should mention the European Pillar of Social Rights, which is com-
posed of 20 principles of a binding nature for all EU Member States, and whose objec-
tive is to serve as a guide to achieving efficient social and employment outcomes, as 
well as to ensure better regulation and enforcement of social rights, and which pro-
vides for the right of workers not only to receive information but also to be consulted 
on such business operations:

the right of all workers in all sectors to be informed or consulted on matters of concern 
to them, particularly on the transfer, restructuring and merger of undertakings and col-
lective redundancies, to improve the protection of workers in such situations. Principle 8.

Implementation of the Participation, Information and Consultation Systems 
through Directive 2002/14

Directive 2002/14/EC refers to employee participation in decision-making, incorporat-
ing the Information and Consultation systems as fundamental elements of this par-
ticipation.

• Information is defined as the transmission of data by the employer to the 
workers’ representatives to be aware of the subject matter and examine it; it 
concerns personnel policies; evolution of salaries and employment; evolution of 
the economic sector of the company, etc.

• Consultation is the exchange of opinions and the opening of a dialogue 
between workers’ representatives and the employer on the organisation of 
the workers’ work and professional activity: restructuring of the workforce, 
reductions in working hours, total or partial transfers, mergers, takeovers, 
vocational training plans, etc.
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A general framework with the following procedural rules is established for both par-
ticipation systems:

• what it is carried out on: both the information and consultation are carried out 
on aspects such as the economic situation of the company; the structure and 
probable evolution of employment; and decisions that could lead to substantial 
changes in the organisation of work or contractual relations;

• the timing of the information and consultation should be appropriate to 
allow for a discussion on the subject between the employer and workers’ 
representatives;

• content: the information provided by the employer should allow the workers’ 
representatives to know the real situation at hand and enable them to elaborate 
a response (consultation phase) on the issue raised; 

• actors of participation: information and consultation are carried out through 
workers’ representatives (works councils) or directly through the trade unions;

• the consultation aims to reach an agreement on decisions that could lead to 
substantial changes in the way work is organised or in contractual relations.

In addition, the Directive aims to ensure the confidentiality of information provided 
by the employer to trade unions by introducing the duty of secrecy, whereby workers’ 
representatives and their advisors must not make public any information they have 
received, in confidence, from the company; and confidential information, whereby 
employers may restrict the right to inform or consult with workers’ representatives 
where this would seriously harm the operation of the company.

Participation, information and consultation on safety and health in the workplace

As in general decision-making, the procedures for worker participation in occupation-
al health and safety matters are also regulated through a series of rules that have the 
peculiarity that, together with the workers’ participation rights, they establish specific 
obligations that the employer must fulfil in order to guarantee adequate health and 
safety conditions for the workers.

• The EU Framework Directive 89/391/EEC on the introduction of measures to 
encourage improvements in the safety and health of workers at work, which 
includes:
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 » information to workers (art. 10), in accordance with the provisions of national 
laws, customs and practices and on the existence of risks, their assessment and 
protective and/or preventive measures and actions;

 » consultation of workers or their representatives (Art. 11);

 » balanced participation in accordance with national laws (Art. 11);

 » and adequate and sufficient training of workers in health and safety matters, 
particularly information and instructions (Art. 12).

This Directive defines the concept of workers’ representatives for the purposes of work-
ers’ safety and health as follows:

“Any person elected, appointed or designated, following national laws and/or practices, as 
a workers’ delegate for the protection of the safety and health of workers at work”.

And it grants them the status of interlocutors in the consultation phase in matters 
of labour protection, establishing guarantees (sufficient time off work, without loss 
of salary, and all the necessary means to carry out their functions) to exercise these 
functions and recognising their right to request the employer to take the appropriate 
measures to mitigate risks for workers and to appeal to the competent authority if 
they consider that the employer is not taking the necessary measures.

In addition, this Framework Directive obliges the employer to ensure the safety and 
health of workers in all aspects related to work, establishing the following principles 
of prevention:

 » assess the risks that can be avoided, and avoid them;

 » to combat risks at source and to provide workers with the necessary Personal 
Protective Equipment (PPE);

 » adapting the workplace to the worker; the choice of PPE and working methods; 
to reduce monotonous and repetitive work and to reduce the effects on health;

 » planning prevention by integrating technology, work organisation, working 
conditions, social relations and environmental factors;

 » provide workers with the necessary instructions, information and training;

 » establish protective measures for first aid, fire-fighting and evacuation 
of workers;

 » carry out regular, voluntary health surveillance of their workers.
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The EU Strategic Framework on Health and Safety at Work 2014-2020, which sets out 
several considerations on worker participation [this framework will be replaced by 
a new one for the period 2021-2027, which maintains the same pronouncements on 
the subject under discussion]:

 » the full involvement of workers and the commitment of employers to safety 
and health;

 » strengthening the powers of workers’ representatives “for the satisfactory im-
plementation of legislation on health and safety at work”;

 » the States’ guarantee to occupational safety representatives that they “can re-
ceive training that is not limited to basic modules”;

 » the implementation of changes to legislation “transparently and democratical-
ly”; with the involvement of the social partners;

 » in addition, the new EU Strategic Framework on health and safety at work for 
the period 2021-2027 specifically refers to:

contribute to “better preparedness to face new crises and threats, such as the 
current Pandemic COVID-19, in particular, because Occupational Safety and 
Health measures are critical for the continuation of occupations”;

and to maintain and improve high standards of safety and health for workers, 
preparing for “the next new crises and threats, reducing accidents at work and 
work-related diseases”.

Finally, we have to refer to a specific Directive for workers in the extractive industry 
sector:

• Directive 92/104 on minimum requirements for improving the safety and health 
protection of workers in surface and underground mineral-extracting industries, 
which provides that consultation and participation of workers and/or their 
representatives shall take place on:

 » workplaces: design, construction, equipment, operation, services, safety;

 » detection and assessment of risks and establishment of preventive measures 
and use of protective equipment;

 » first aid, fire, explosion and noxious atmosphere protection;

 » means of evacuation and rescue;

 » information and communication on health and safety measures in the work-
place, alerts and alarms;
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 » health surveillance of workers;

 » the organisation of workplaces;

 » information, instruction and training, including retraining, to preserve health  
and safety;

 » information on mechanical and electrical equipment and installations and 
maintenance; conducting security drills.

 

Collective bargaining (or social dialogue): a system of participation in decision 
making

Collective bargaining is a basic tenet of the International Labour Organisation, ILO, and 
freedom of association established in 1919, reaffirmed in 1944 and developed in its 
Conventions 151 and 154 as a procedure for settling labour disputes.

Thus, Article 2 of Convention 154 states that:

“Negotiations take place on fixing conditions of work and employment; regulating 
relations between employers and employees; and regulating relations between em-
ployers and workers’ organisations”.

It incorporates a series of measures to promote collective bargaining:

• for all employers and all categories of workers;

• to be progressively extended to all areas of working conditions;

• that dispute settlement procedures contribute to the promotion of collective 
bargaining;

• that the negotiation takes place at all levels: company, regional and national, and

• that the parties to the negotiation have the information necessary to negotiate 
in an informed manner.

If we focus on the European level, we observe that collective bargaining is recognised 
as a right in Article 28 of the Charter of Fundamental Rights of the EU; its procedure is 
regulated in Articles 152, 154 and 155 of the Treaty on the Functioning of the European 
Union (TFEU).
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This short set of rules provides a brief legal framework for collective bargaining, which, 
although minimal, is considered sufficient for current practice by the social partners.

Specifically, Article 152 of the TFEU establishes respect for collective autonomy and 
trade union freedom and legitimises the social partners to regulate the labour rela-
tions in which they participate, converting collective bargaining into an alternative 
means of producing legal rules and abandoning its initial role of being only a comple-
mentary means in this area. 

And, for its part, Article 155 TFEU recognises, in paragraph 1, that: 

“The dialogue between management and labour at Union level may lead, if they so wish, 
to the establishment of contractual relations, including agreements”.

 

TRADE UNION INTERVENTION THROUGH JUST TRANSITION AGREEMENTS

Just transition agreements

We have already discussed how the just, participatory, and socially responsible energy 
transition is the instrument that should allow us to ensure that, while changing our 
production model, employees have opportunities to continue working and living in 
their geographical areas. Employers develop business opportunities in the face of the 
closure of their companies.

To carry these processes forward, and as part of the Strategy we are defining, the just 
transition agreements constitute a tool both for the reactivation of the territories 
where the closure of extractive industries, thermal power plants or other energy facil-
ities takes place and to protect the workers affected by the decarbonisation processes.

These just transition agreements, therefore, have two complementary actions: on the 
one hand, the drawing up of a comprehensive territorial action plan that must include 
a road map with commitments to specific actions scheduled and with the establish-
ment of synergies and close collaboration between the companies and workers af-
fected; and, on the other hand, a Labour Agreement containing all those measures to 
protect workers in the event of the closure of their companies.

Thus, just transition agreements should be promoted in those territorial areas where 
there are companies in the energy sector (in our case, in the mining industry sector) 
whose closure is planned due to the processes of a low-carbon economy. In addition, 
to be effective, they must have the involvement and coordination of all social and 
political actors; and include measures and projects that generate stable and decent 
employment; as well as containing the necessary conditions for financing, implemen-
tation and justification.
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The Integrated Territorial Action Plan

Like any action plan, it must have concrete measures and projects that can be devel-
oped in the short and medium term. In addition, with the corresponding evaluation, 
with indicators that allow us to monitor the achievement of the planned objectives, 
both economically and environmentally.

Starting from this premise, we can establish some elements to help us shape the Ac-
tion Plan in a Just Transition Agreement.

Firstly, its basic contents:

• a diagnosis and assessment of the geographical area and the companies affected 
by the decarbonisation processes;

• the identification of the actors involved in the process: public administrations, 
employers and workers’ representatives or trade unions;

• the configuration of the Territorial Action Plan;

• the establishment of a monitoring committee for the agreement.

Secondly, we need to define the phases for elaborating the Just Transition Agreement, 
which the following time sequence will establish:

• the delimitation of the geographical scope that will define the actions of the 
agreement;

• the preliminary diagnosis of the affected area;

• the participation of trade unions will define the process of public participation 
that will occur from the drafting of the preliminary diagnosis through social 
dialogue. This trade union participation must be inclusive and effective to ensure 
that there is a just transition;

• the identification of potential investors and development projects;

• the identification of sources of funding and other forms of support that may be 
considered.

Thirdly, we need to consider other complementary measures, including, for example, 
the protection of the most directly affected workers, the allocation of subsidies and 
aid to projects of affected companies or municipalities, or the activation of financial 
support mechanisms and lines of financing for projects.
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Finally, fourthly, we need to define the lines of support and funding, bearing in 
mind that a Just Transition Agreement does not commit specific funds to be used, 
but that these are considered according to the projects selected by each agreement, 
for which it will be necessary, as we have pointed out in the “phases”, to establish 
the necessary lines of funding.

The Labour Agreement

The priority objective of the Labour Agreement, within the framework of the Just Tran-
sition Agreement, is the maintenance and creation of employment in the region cov-
ered by it; therefore, these agreements must take into account the need to improve 
the employability and working conditions of workers; and all of this must be done in 
a negotiated and agreed manner with the trade unions.

From the research phase carried out, it is clear that there are two main problems for 
workers in the mining industry sector, caused by the structural changes in the sector. 
On the one hand, the loss of direct employment for many workers due to the closure 
of their companies; and, on the other hand, the lack of qualifications and professional 
adaptability of many of them, which would make it difficult for them both to maintain 
their current jobs and to access new green jobs that could be created.

Therefore, in our labour agreements, we have to pay special attention to these two 
problems, being aware that, on many occasions, the workers who enter the new 
green jobs that are generated will not necessarily be those who lose their jobs in the 
brown economy.

Thus, in order to avoid job losses in the mining sector, we must anticipate the 2050s, 
when “zero emissions” are expected to be a reality, by implementing a just energy tran-
sition, with a series of measures and objectives, among which we would find:

• establish measures to maintain both direct and indirect employment in 
the mining areas through specific plans to be developed with the mining 
municipalities;

• promote the relocation of workers once the sectors and regions most affected 
by the change have been identified, and their professional adaptation has been 
established;

• ensure adequate compensation for workers who lose their jobs in mining 
companies that close down, such as early retirement, severance pay, or access to 
financial benefits or compensation;
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• promote the establishment of social protection systems based on the principles 
of universality, equal treatment and continuity, providing health care, income 
security and social services;

• promote the integration of adequate social protection measures in national 
climate change policies for workers dependent on natural resources, assessing 
situations of energy poverty and the most vulnerable consumers;

• establish support plans for vocational training and labour integration of workers in 
the affected areas;

• negotiate agreements, at sectoral and company level, to anticipate skills needs 
and promote lifelong learning in sectors most affected by the ecological 
transition, such as the extractive industries;

• use Information and Consultation mechanisms to anticipate strategic changes 
and monitor the company’s training policies to promote their adequacy to the 
needs of workers due to the ecological transition;

• define a Mining Restoration Plan to maintain local employment, particularly for 
redundant workers in mining and ancillary companies, ensuring the safe closure 
of facilities with the best results for the environment, the recovery of biodiversity 
or the promotion of new activities in the areas.

Trade union involvement in just transition agreements: proposals  
for improvement

The participation of trade unions, which is essential for a Just Transition to exist, must 
be oriented, as far as the Action Plans are concerned, towards putting forward ideas 
and suggestions that are as concrete as possible for the development of measures 
and projects by companies, public institutions, or both, in the territorial areas affected 
by the decarbonisation processes.

On the other hand, in the Labour Agreements, we are talking about real collective bar-
gaining in the mining sector, in which we are going to defend the employment condi-
tions and, where appropriate, the survival of workers, with adequate social protection, 
affected by the closure of their companies, in the aspects we have already mentioned.

Therefore, we are faced with processes of a transversal nature which, on the one hand, 
can affect several professional sectors in the same geographical area; and which, on the 
other hand, combine the promotion of the reactivation of a territory affected by the clo-
sure of facilities with the protection of the workers affected by these company closures.
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This obliges trade unions to maintain appropriate trade union coordination, combin-
ing their territorial and sectoral structures in the areas concerned. Therefore, it is par-
ticularly important to agree on a single trade union response to the participation in 
each just transition agreement.

However, as we have been able to analyse in our research phase, the current partici-
pation of trade unions is low or very low, and, when it occurs, it is not as effective as 
it should be. Other published surveys conclude that energy transition is not a priority 
for trade unions and employers in the Social Dialogue and is seen as a future perspec-
tive. At the same time, workers demand more transnational cooperation from trade 
unions to address these issues and increase trade union involvement and commit-
ment, which is low.

In short, this situation leads us to think that trade unions are not always aware of 
the importance of their participation in decision-making. This participation could be 
improved in everything related to the restructuring of the Mining Sector. To this end, 
it is necessary to prepare their leaders and representatives so that their involvement, 
communication, and participation functions are more effective, based on the funda-
mental consideration that trade unions (workers and representatives) must be at the 
centre of any reform towards a just ecological transition.

For this reason, as a culmination of our Strategy for a participatory and socially respon-
sible transition to a low carbon economy in the extractive industries, we have developed 
Improvement Practices on the involvement of Trade Unions to increase the participation 
of workers in the decision-making of their employers in the Mining Sector in the face 
of the structural changes taking place in the sector.

• Inform trade union leaders and workers’ representatives about the 
implications of the European decarbonisation regulation and its effects on the 
restructuring of the extractive sector.

• Raise awareness among trade union leaders of the importance of providing 
workers with complete and correct information on what the employer has 
provided in the information procedure.

• Provide trade union leaders and workers’ representatives with sufficient 
training on those issues necessary to play an active role in designing and 
implementing strategies for the development of a just energy transition.

• Establish just transition as a priority of trade union policies.

• Involve the union as a whole through debates, tools and proposals, which 
involve it in defence of specific actions in the mining sector.
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• Establish alliances with other trade unions and organisations to help us 
promote a just energy transition, taking into account the cross-cutting nature of 
the ecological transition.

• Promote the recognition of trade unions and workers’ representatives 
as legitimate interlocutors with the employer, eliminating situations of 
depersonalisation in the decision-making process and preventing them from 
being considered subordinate to economic and social processes.

• Develop greater membership among workers in the mining sector, seeking 
a greater union presence in the workplace, which will allow for greater worker 
involvement and facilitate the defence of their employment conditions.

• Seek trade union coordination in different sectors and territorial structures. 
The union needs to provide a single response to the energy transition process,  
as it is a cross-cutting issue.

• Defend the maintenance of employment and living conditions of workers in 
the mining sector in the face of the advance of decarbonisation processes, job 
losses, and extractive industries’ closure.

• Defend the quality of employment, promote training as an instrument of 
labour training in the face of the implementation of new technologies, new 
employment formulas, and new skills and abilities in the face of the sector’s 
restructuring.

• To analyse workers’ health and safety conditions in the mining sector, 
establishing mechanisms that allow progress to be made in defence of new 
risk situations generated by new green jobs and the existence of new health 
and psychosocial risks, especially those produced by the effects of the 
COVID-19 pandemic.
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