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NATIONAL REPORTS

DENMARK

1. Status on telework in Denmark 1994-2000

1994/1995

In the autum 1994 the national report ”Info-Society year 2000” was launched most similar to Bangemann white-book about the European Information Society in 1994
:

This danish report later on became the Danish Goverment national policy on the Information Society and was published in a new report
: 

Back to 1981, The Union of Commercial and Clerical Employees Union in Denmark (HK)   have at policy against distance/telework. HK, refused this new ways of working because we was aware of all the disadvantages of work at home mentioned in the seventies. HK has as the first union in Denmark a technology-policy since the late seventies.

During 1995, HK have their own internal political discussions about telework,  through-out the hole organisation based on a draft-policy paper
: 

In december 1995 our HK/Service
 take the initiative to put up a a distance-project they following year. 

Also in december 1995, HK, tried to put up a Research- and Development project (13 million dansih crowns) and get it sponsored by the Ministry of Research and Information Technology (IT) – but they refused to submit it. The project should have involved scientist from two different universities, the National Institute of Occupational Health, the National Institute of Buildings- and Construction, the Local Goverments Research Institute and at last our own trade union. The ideer was to describe telework in different sectors in Denmark with sociological statistics figures and describe the social implications on telework an jobs etc.
. 

1996  - Triparty meeting – social dialogue

The national report ”The Information Society 2000” suggested in 1995 a triparty-meeting with the social partners and the Goverment – and it became a reality the second of february 1996. The social partners had an dialogue (consultation) at the Parlament (Christiansborg) about the Infomation Society, the labour-market, the industrial relations and education.

The main topics was to enforce all partnerships to make a framework towards the Danish Information Society.

A final document was reached 
. The social partners agreed with the Goverment to promote and do all to create the Danish Information Society.

One of the main topics in regard to the Information Society and the labour-market was to look at: the implications of the Information Society upon work-organisation and jobs and especially new ways of working – new ways of employment-status.

HK exchange our own policy paper to the Goverment with our political point of views about creation of the danish informations society 
.

In june 1996 the Goverment settled down a group
, in the Ministry of Labour, to look at all implications of the Information Society upon work-organisation and jobs. The group was represented by different ministries, the social partners and scientists with special knowledge in the field. Their report was first finished in december 1997 an launched to the public in february 1998.  

A little pamphlet was published (20 pages) upon a big report on 286 pages from the Ministry of Labour
. 

A main-chapter in the big report was describing the problems about new employment-status e.g. freelancere, self-employed and contractual workers etc.. The publications was send to a public heering. HK, maintaine in our heering-answer
 that there still is problems about legal rights/provisions in connection to danish labour-legislation.

In june 2000 the Ministry of Labour put down a group to look at the ”Third group” on the danish labour-market, especially freelancere, self-employed, entrepreneurs with another employment-status. Their obligations are to discover any unequality they can find in danish labour-legislation in relation to different employment-status
.  

As a follow up to the triparty meeting in 1996 in the Parlament, our own political discussion the previous year ”The Union of Commercial and Clerical Employees in Denmark (HK) launched in the spring 1996 a proactive policy on telework or distanceworking” primarily based on a document 
. We didn´t want to continue our policiy from the early eighties (1981) where we was against telework in general. Our union recognized that telework was coming to stay, and if teleworkers where covered by a collective framework agreement on telework, and the work was voluntary, and equal/legal rights (e.g. health and safety) like a normal workplace was given – we accept telework. Before 1996 homework was compared with a high degree of exploitation of the employees, it was offen women-work, low-payed, low-skills and not covered by an collective agreement etc.. 

Many of our trade union members want at that time to try to work as teleworkers.

In the summer 1996  we also work very close to our international affiliates (FIET) and EURO-FIET (Andrew Bibby, Christine Asmussen) on this topics
.

An in 1996/1997 we visit our affiliated organisations in Norway, Sweden, Germany and Italy to exchange political labour-stragtegies on telework.

HK contribute to the upgrowing media-debate in Television, newspapers during 1996 and in august 1996 when we launched our debate-pamphlets
.

The first national telework conference supported by the EU-commission was held in Denmark in November 1995, and the second in December 1996. Telework is now a favorite topic for conferences and seminars at national and local level. HK has since 1996 followed all development within the european telework network under the european commission DG XIII.

1997 
Teleworking has been the subject of growing interest in Denmark during 1997 encouraged by a great deal of media attention. It is still the case, however, that whilst many people are talking about it very few people have direct experience of how teleworking can be implemented. 

A number of government departments, including the Ministry of  Work, the Ministry of Industry, the Ministry of the Environment, and the Ministry of Social Affairs, have taken an interest in the issue. 

The Ministry of Research and Information Technology 1996-1997

In terms of telework potential, the Ministry for Research & IT recently commissioned a survey, which suggested that 250,000 employees (in all sectors) in Denmark could work from home two days or more a week
. 

The Danish National Transport Council 1996-1997

Another estimate, undertaken by the National Transport Council, was more modest suggesting that between 56,000-211,000 employees will telecommute for 1-2 days a week. The Transport Council calculated that such a development would lead only to marginal reductions in total traffic movements
. 

Meanwhile, there has been a clear growth in informal arrangements which enable employees to work on occasions from home. 

Again partly as a result of informal home-teleworking, a number of trade unions and employers' organisations have undertaken studies and produced reports on the issue. In 1996 booklets from both the white-collar union HK and the Financial Sector's Employers' Organisation offered advice to members considering telework (distancearbejde). 

HK put up a big conference in the autum 1997
, on the information Society challenges and opportunities. It was opened by the Minister of Research & IT (Jytte Hilden, MP). Some of the main topics was, the information society, the barriers, new ways of working, telework, employment-status, citizen-smart card, new digital public services etc.

PRIVATE
The National Board of Industrial Injuries – distanceproject from 1996 to the spring 1997
.
Under the Ministry of Social Affairs, the Board responsible for evaluating claims relating to industrial and workplace injuries initiated a telework scheme between 1996 and 1997 in order to assess technical, organisational and personnel (including family) issues. In a department of 24 employees, including case workers, medical specialists and support staff, about half were provided with a full home office, including ISDN connections and full office equipment and furniture in order to be able to work away from the office a couple of days a week. 

The trial coincided with a project to fully digitalise the department in which the employees work, including full scanning of all incoming mail and documents and a formal workflow system. The trial was unique, at least in Denmark, as it replicated full workplace functionality in the home in order for employees to carry out the whole range of tasks just as if they were in the office. The project has now been formally evaluated as successful and likely to be extended in the future. It clearly demonstrated Productivity improvements and increased employee and family satisfaction.

They negotiators at compagny level have used two years to get an collective agreement on telework (entreprise-level)  before the experiments was launched 
.

HK-Service a distanceproject from spring 1996 to autum 1997
. 

In the spring 1996 HK/Service (political branch in HK) start a project on distancework in two compagnies. ATP, (Labour Market Supplementary Pensions Scheme) with 10 employees on different work-level. Another case in the same project  was with one fuld-time teleworker in a public company.

On HK/Service congress in october 1996 telework was one of the major topics on this congress.

HK was on that stage the leading trade union in the discussion on collective barganing and equal legal rights for teleworkers. 

Many of the employers organisation was not started yet on this political subject.

Denmark has a high level of PC penetration in both businesses and the home, and a modern telecommunications network. The government has explicitly declared that the Information Society must be aimed at improving social and living conditions. 

The current interest in telework follows a series of experiments in the mid 1980s, designed to identify ways in which ICT could be used to support local communities and help local economies develop. Among the results of this public initiative were the creation of about 60 telecottages across Denmark. These telecottages have now disappeared, but from this experience has come a network of projects engaged in training long-term unemployed people in IT skills. In general, these early experiments in the use of ICT has helped put the issue firmly on the public agenda in Denmark. 

The Danish Board of Technology – public heering in Parlament may 2-5th 1997

The Danish Board of Technology made a public heering on telework at the Parlament (Christiansborg) the second to the fifth of may 1997. Main topics to discover at the conference, was the advantages and disadvantages at telework, social implications, health and safety, transport and enviroment, legislations- and collective agreement aspects.

The Danish Board of Technology aims to further the technology debate, assess technological impacts and options, and advise the Danish Parlament and the Government.

The Danish Trade Union Confederation make a conference with The Danish Employers Confederation in the autum 1997and they published their own pamphlets on telework
. It was the first time The Danish Employers Confederation make a policy on telework
and the clearly describe that they only want collective agreement on telework on entreprise-level and not framework agreements.

Danish LO, get the company, GALLUP
, to make an telephone-interview survey (167 respondenter) on telework in september 1997.

Telework is the case for 15% of all danish employees – and approx. nearly 7% of all LO´s membership. About 80% of all cases take positive interest in telework, 53% want to accept the offer if they got the opportunities.

1998 

Denmark is among Europe's most highly invested users of IT and PCs, but until quite recently telework was not a topic of discussion, let alone action. 1997 saw a complete transformation, with a surge of both interest (in the media, conferences, by government) and activity, with telework moving from below 1% to between 5%-15% of the workforce, depending on definitions and survey methods. While there have been many influences at work to bring this about, one stands out in terms of policy: the decision that a computer supplied by an employer for private use at home is not a taxable benefit so long as there is some use for work-related tasks. The fiscal impact of this on Government revenues is marginal; the value in terms of business and consumer attitudes to IT in the home is substantial.

Informed observers also report a significant and longer term socio-cultural shift in individual attitudes to society in general and work in particular: telework exemplifies this change - ten years ago it was regarded as something imposed by employers and to be resisted, today its widely regarded as a symptom of greater delegation, flexibility for the person as well as the firm, self-management and self-determination.

The emphasis has shifted from a collective focus on rights, equality, hierarchy and bureaucracy to a more personal emphasis on possibilities, alternatives, decentralisation and greater independence. Relatively low unemployment, high levels of participation and a high level of part time working appear to support this change of emphasis.

At a more detailed level, Denmark is experiencing the same issues and barriers as in other countries where there is general acceptance of telework: management misunderstanding and lack of confidence, together with a short term focus on terms and conditions and immediate management issues rather than a strategic focus on the transformation of enterprises.

Telework background and take-up of ICTs

General background: Denmark vies with Sweden for top position as Europe's most intensive and highly invested use of IT, but until 1996 had relatively low take up of Internet:

However, Internet use is thought to have accelerated sharply during 1996-1997 and continuing to grow rapidly in 1998. Recent estimates suggest some 700,000 users have access, over 13 users per 100 inhabitants. PC use is also further intensifying, bringing up overall IT investment. There are thought to be PCs in more than half of all Danish households, which would put Denmark ahead of the USA.

Employment participation is high, as is part time working, while unemployment is low. Employment in services is among Europe's highest levels. Denmark has Europe's highest per capita GDP, other than the exceptional case of Luxembourg:
In Denmark we have a lot of result from different distance-project the recent years. All results make it sure that telework is coming to stay. But teleworkers mostly only want to work home one day a week . If they have a bigger work-load at home they mis collegues and the social network at the company. It is often men, high and well-educated people, but their is a tendency that employees in lower part of the labour-hieracy also are becoming  a teleworker. Telework are also a possibility troughout your total working-life on different occasions not only for young people with children, put also to maintaine loyal people ind the middleage, and furthermore seniors and disabled people.

1999 

Denmark is among the vanguard of Nordic nations leads Europe, and often the world, in terms of take up of ICT´s and new forms of work like telework. As such, iis also reaping the considerable economic growth and the prosperity benefits which this brings. This is based upon strong govermental leadership coupled with active partner cooperation in termes of labour market policies and the development and use of new technology. For example, the new Digital Denmark national programme and the rapid spread of telework framework agreements at the workplace.

Recent estimates put the number of teleworkers at about 13,1% of the workforce. Most of these are employees working at home occasiopnally or practising mobile telework, but the incidence of freelance telework is increasingl rapidly.

Denmark has  a very successfull year in 1999 on European stage through its hosting of the 1999 Telework and New Ways of Working Assembly
 and by winning three out of six European Telework Awards.

Denmark is set for rapid further growth and change as ICT´s are starting to become everyday tools, not just at work but also in the everybody life of citizens. The next generation, particularly, is tuned into Internet use as a July survey has shown that all Danes between the ages of 15 and 19 are already regular Internet users.

Telework statistics

The EcaTT statistics (published in September 1999) show that Denmark had about 280.000 teleworkers in early 1999, or about 10,5% af the labour force which is the four largest proportion in the EU. Analysis of the Danish data shows that, as with other especially northern European countries, the level of interest in teleworking is very high . Moreover, the difference between the levels of employers´and employees´interest is the smallest in Europe, and there is much evidence that Denmark is relatively advanced in the process of process of reorganising work through the introduction of ICT-technology. As in the rest of Europe, however, telework is still a male dominated activity practised mainly by well qualified professionals mainly in urban areas. 

More recent informal estimates made in 2000 put the number of employees teleworking at 300.000 (reported by the newspaper Jyllandsposten, 1 may 2000). This togehter with freelancers using telework, would indicate that at least 350.000, or about 13,1 % of the labour force, are teleworking in one form or another.

Danish national strategy – the Digital Denmark 

The major Information Society development in Denmark during 1999-2000 was the publications of the Digital Denmark national strategy in October 1999
. This sets the challenge for Denmark to remain among the world leaders in the network society by stressing the traditional Danish values of active reprensentative democracy with equal opportunities, whilst pursuing execellence and leadership in selected areas where Denmark has built-advantages. Selected objectives based upon national and local strategies, backed by both central and local resources, including partnerships with the public, private sector and the social partners, include:

- Lifelong learning for all

- Denmark as an eCommerce nation

- More effective and cheaper services via digital administration

- Danish Internet initiatives

- Two IT lightbeacons in Denmark to exemplify and lead development using  different perspectives: one in Northern Jutland
 and the other in the Øresund Region
. The latter is a new physical and virtual region linking adjacent parts of two countries, seperated by a major sealane, compromising Greather Copenhagen and the Malmö region of the southern Sweden, the two halves being now physically linked by a bridge and tunnel opened in 1 july 2000.

The Minister of Research & IT announce the official national action-plan in the Parlament december the 9 th. 1999. The actionsplan was published in january 2000
.

The trade union movement in Denmark especially HK are focused on the national stragety – The Digital Denmark.

The Commercial and Clerical Employees Union in Denmark already published a debat-pamphlets in the spring 1999: Det Digitale Danmark – et debatoplæg om informations- og kommunikationsteknologi, HK maj 1999
. It make a good political discussion inside our union. 

HK made also a big IT-conference
 about The Digital Denmark in the autum 1999 with 200 attends. The Minister of Research & IT (Birthe Weiss, MP) opened the conference Some of the main topics was the new digital economy, e-commerce, new ways of working, the national action scheme:The Digital Denmark. There is a report from the conference
.

Here in the spring 2000 we make a new pamphlets: Det Digitale Danmark – HK´s holdninger og visioner, april 2000
. In this pamphlets you can find many of our trade union policies on telework, freelance-work, home-pc, e-business, privacy, control- and monitoring (personal data and e-mail) etc.

In the autum 2000 we going to make an new IT-conference in Sweden with our affiliated organisations and with politicians from our central and local offices. Our topics wil be the challenge of IT, new ways of working, e-business the new labour-market in the region of Øresund and the north of Juland (two IT-lightbeacons-regions).

The introduction of eWork activities is greatly stimulated by the individual´s 

Familiarity with, and competence in using, computers and the Internet. An important factor is this, is the access people have to the technology in their private lives. The number of Danish families with access to at least one computer in the home has recently risen to 1,5 million, about 66% of all families (2,4 million households). Of these, 15% have access to two PC´s and over 4% to 3 or morePC´s. (Data from a survey conducted by Danmarks Statistik in march 2000
. This increase of 400.000 families (or 48%) since surveys began in 1997.

The same survey shows that 1 million Danish households, 45% of the total, now have their own access to the Internet at home. This is a rise of 490% since 1997. Of these 1 million families, 350.000 have made purchases over the Internet (16% of all families). Much of the home purchase of PC´s and Internet Connections has been made over the last few years as a part of Goverment sponsored schemes that a computer supplied by an employer for private use at home is not taxable benefit, as long as there is some use for work-related tasks and some form of IT-training is undertaken. In november 1999, 226.000 people participated in formal PC and Internet training, half of which by individuals with an employer-purchased home PC. 

Increasing telework take up the public sector, which otherwise been lagging the private sector, spurred on by the 1999 framework agreement (see above) and strong goverment support.  For example, one of the latest municipalities to announce a telework scheme for employees is Nakskov, on the island of Lolland south of the main island of zealand, following earlier pioneers like Næstved (see below). Indeed, Næstved, where many commuters to Copenhagen have their residences, are also encouraging their citizens to take up telework to order to avoid the trip to the capital every day.

The growth of freelancers and free agents in Denmark, as workers (often self-employed) who work on specific tasks or projects for a number of clients and who typically possess specialist knowledge or expertise. One of the pioneer trade unions, the Union of Commercial and Clerical Employees in Denmark (HK), which has supported a lively and informative telework-site in Danish for a number of years (http://www.distancearbejde.dk)
, has recently launched Denmarks first web-site services for freelancers (http://www.freelancer.dk) in recognition of the rapid growth of this work form typically relying on various forms of eWork.

In terms of public eWork activities in Denmark, such as conferences and awareness campaigns, there where fewer in 1999-2000 than the previous years simply because telework and new methods of work are now becoming mainstream. However, on the European stage, Denmark was perhaps the leading European nation with two major highlights.

The major eWork event during the last year has undoubtedly been Denmark´s hosting of 1999 European telework and New Way of Working Assembly in Aarhus in september 1999, sponsored by Tele Danmark, Aarhus Municipality and the European Commission. As the main European platform during that year for debating and understanding eWork issues, the Assembly was designed to be a showcase for European telework and new ways of working in all its manisfestations with focus on making telework work for all , i.e. ensuring that all parties and interests in telework can see and embrace the undoubted benefits available, whilst at the same time being aware of possible disadvantages and how these can be overcome.

Without doubt, Telework `99 was a very successful Assembly, both in terms of content and level of debate and relevance, and in terms of organisation and logistics. With over 80 speakers from around Europe and North America, a top class exibition, and an ambitious webcasting exercise which provided narrow-band Internet access to the proceedings for a large number of virtual participans, Aarhus `99 was able to continue the established Assembly tradition in grand style.

To crown successful Danish telework year on the European stage, Danish organisations won first prize in three out of the six European telework Awards held in Brussels in November 1999:

Danica Insurance – the best example of telework in large organisations

Næstved Municipality – the best public initiative supporting telework

Tele Danmark, the best contribution to public awareness of telework

In connection to telework’99 the Danish Conferderation of Trade Union produce a pamphlets on telework
.

Other surveys, published in July 2000 and carried out by commercials consultant and newspapers, have reproted that one third of all Danes now use the Internet on daily basis, and that all young people between 15 and 19 use the Internet regularly (reported by the newspaper Jyllandsposten, 5. juli 2000). Further, IT compagnies based in Denmark are now generating a clear economic boom and contribute one fifth of the economic growth, much greater than the number employed in the sector.

All these surveys underline the rapid changes currently taking place in the Danish economy and society which places the country among the vanguard group of Nordic nations which is leading Europe, and often the world, in terms of economic growth and prosperity.

EWork activities and results 1999

General eWork developments in Denmark included progress on large number of fronts, for example some important and widespread trends include:

Transforming workplaces in which office space is redesigned, often trough conversion of traditional single offices along corridors to more open work spaces including team working and meeting-areas, private cubicles for personal concentrated work, etc., in order to save resources well as provide more attractive enviroments for employees. Such developments always go hand in hand with flexible and telework activities. For example, IDA, the Society of Danish Engineers have recently undertaken such transformation.

The Danish Ministry of Research & IT

Publication in english about our National stragtegies on IT etc..

Statistical pictures of Denmark in relation to IT-penetration
The Ministry of Research and Information Technology have made statistical pictures on IT-trends in Denmark:

Danish IT-pictures (17-06-1999)

http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=14886
IT-figures 1997 (07-10-1998) 

http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=10884
IT-figures 1996 (27-01-1997)

http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=11045
A. Vocational training 1996 - 2000

The labour movement and the Goverment have the recent year dicuss the lack of IT-qualification in our education-system etc., at our teachers, students and among employees. It was also discussed at the triparty-meeting with the Goverment in 1996.

The public education-system and computerbased training-cources was the late eighties very limited . HK launched as a consequence of this limitations a unigue new educations-system the second may 1986 with 25 education-centre placed in connection to our regional and local offices (43) we have in Denmark. The centre was called: ”HK Modul Data
” and the economy was funded by HK. Every centre was equipped with 12 computers, and every student should have access to a computer in the class-room. 

In a teen years period HK have invested nearly a three quarter of a billion danish crowns (750.000 millioner danish crowns) in that education-system. In early ninetees HK demand the centre to earn some of the money themselves. Nearly 150.000 thousand of HK members have been through this education scheme.

At the centre members of HK could get computer based training, like courses in Microsoft Softs products, Word, Excel, Access, Powerpoint, Publisher and later on Internet and Web-design.  

HK Modul Data didn`t get and official graduation from the Ministery of Education.

It was a very big success for HK, but unfortunately HK decide to close the HK Modul Data-concept in 1996 because it was to expensive for the union. If the local office in HK want the centre to continue, it was their responsebility to continue.  Only 12 centre around the country is driven by our local office in HK.  

The Ministry og education
 have the recent years taken many steps forwards to make a framework to a more IT-oriented danish education-systems.

The Ministry of Research & IT have now established two IT-universities in Denmark one in Oest of Denmark and the second one in Copenhagen (orestad). There are also attempt to make the virtual class-room in the ground-school and on university-level
. 

In connection to the lack of IT-qualification the financial sector introduce in 1998, a new model where employers purchace of a home-pc to education (EU-driver–license). The model was the same that the Norwegian company STATOIL introduce in Norway. All employees should have an home-pc by committing themselves to take a EU-driver licens.

The Danish Trade Union Confederation (included HK) make a home-pc-concept in august 1998 similar to the swedish LO-model from 1998. It was possible to bought a home-pc-concept, which included a computer, printer, software and Internet-connection at 15.000 danish crowns. It was possible to by, hire or lease it.

The computer-suppliers like COMPAQ and other big compagnies sold nearly over 200.000 home-pc in the year 1998 and 1999.  

A survey on the danish home-pc-concept was published from the Ministry of Research & IT and The Danish Trade Union Confederation in november 1999
 – the survey shows the following results:

· A Home-pc to vocational training (EU-driver license) is a big success in Denmark

· A Home-pc-concept is standing in 226.000 danish households – but not in households beyond a income under 150.000 danish crowns a year

· A Home-pc-concept primarly is a offer for private employees

· A Home-pc-concept make better IT-competances

· A Home-pc-concept gives democratic advantages

· A Home-pc-concept is a cheap investment in vocational training

· A Home-pc-concept gives advantages, flexibility between working-time and lessure-time

· A Home-pc-concept are being used – not only to games

· A Home-pc-concept gives a high degree of voluntary vocational training

· A Home-pc-concept still efterspørges of a lot of danish people

Only 4.000 members of the Danish Trade Union Confederation achieved the trade union home-pc-concept offer.

Nearly 600.000 (665.000) danish employees still remains to got the advantages of a home-pc-concept. 
But the employer don´t want to finance the home-pc-concept doug the got nearly 75% tax-reduction on three years. And ind the spring 1999 the National Tax and Goods Council make it possible to make a new financial model on a home-pc-concept. It was a result after pressure from employers and employers organisations. The financial model on a home-pc-concept are called ”the brutto-salary reduction scheme on home-pc”. The model is later on acceptet in the public sector. 

The finance-model are constructed as follows: the employers pay one theird, and the employees and the danish state pay two theird of the total amount on a home-pc.

But their are three element the The National Tax  and Goods Advisory Councils only want to accept the new model if the following criteria er opfyldt:

1) The employee should not in the contract be force to by the home-pc

2) The employee must not be bound to a home-pc the next three years

3) If the employees and the Danish state pay 100 % - they wont accept the agreement/contract on home-pc.

The minister of Taxation, Ole Stavad, MP
 will en august this year come with an announcement and a recommendation or a adjustment to the legislation on tax and goods in relation to the home-pc-concept. 

I the danish newspapers their have been quite a debate new financial models on home-pc´s. HK make an heering-answer
 to the minister an we recomment that home-pc to telework and home-pc to education are two different things. A home-pc to telework should allways be payed 100% by the employer, like our political demands in the collective framework agreements on telework. But in case of using home-pc to education and vocational training we accept ”the brutto-salary reduction scheme” if the model is voluntary and the concept is for all employees on the labour-market. 

HK are deptly involved in all steps in this fields. We know that this model is against many of the trade unions polical strategies e.g. the employers always shall pay and the second one you got education in your spare-time. But as The Danish Confederation of Trade Unions (HK) says that if the model is voluntary and all employees can get a home-pc-concept to education we don´t want to fights against our members whishes. A home-pc to all danish employees must be the case.  We conclude that their is more advantages than economic disadvantages with this model.

ODIAL-project 1999-

In maj 2000 the project, ODIA ”Qualification to distance-work” was ended. The project have been going on in one and a half year with nearly 80 distanceworkers in the region. The project created a guide-line (cook-book on distancework, a CD-rom and a video)
. The project have been supported from danish national funds, EU-commission (ADAPT-programme and The Commercial and Clerical Employees Union in Denmark (HK)). It was managing by to of HK local offices, HK-Vestlolland and HK-Maribo.

The ODIA-project is now followed up by a new project called ODIAL-project
. The projects concern telework. The players entreprises an employees from different places in the country – outside our country – they are working togehter. The project main-direction is to create a Hoffice-center(home-office center (telecottage))their can deliver different task at the distance or as an teleworker. An the compagny cant get the employees into a education-scheme as teleworkers.

ODIAL (Retraining-scheme for uenemployed to become distance- of teleworkers). The project is contributed by Danish Employers Organisations local office, IPR-consultants, AF-Storstrøms Amt, HK-Midtlolland, HK Vestlolland.

The Danish E-Learning LAB establ. June 2000

In 1995 the ministry of Research & IT build up a new centre: The Centre of Technology Supported Learning
. The centre was make by a law back in 1995. Now the ministery of research and information technology pull it down. Instead and with the same employees the ministery of Research & IT creating a new centre the ”Danish E-Learning LAB”. The next four years they got nearly 100 millions danish crowns to make the danish people and society aware of new technolgies to education purposes. – The traditional scandinavian attitude to public education (awareness).

B. Call-centre – in-house and out-sourcing

Rapid growth in call-centres, and particularly virtual call centre where employees typically work from home, servicing not just Danish but also international customers based upon high language competency levels and excellent ICT´s in Denmark. For example, the 3 years old Call Centre Connection (CCC) based in Copenhagen providing tourist catalogue services and the sale of newspapers, magazines and advertisements.

Many call-centre are build up inside the ordinary compagnies inside the financial sector
. This report estimate that approx. was 12.000 employees in the call-centre in 1998, increasing to 17.500 in year 2002. 

1998 12.000

1999 13.000

2000 14.500

2001 16.000

2002 17.500

Source: Estimate january 2000

In Copenhagen whe have and ekspansion at call-centre in the informations- and telecomunications sector like compagnies as Nokia, L.M.Ericsson, Telia, Mobitel, debitel and Sonofon. Many of the nordicc telecompagnies established their entreprises in Copenhagen because the want to be the bridge-head to the european-market through Denmark, Also inside the road- and freight sector we have a special call-center: Call-center-Europe in the south of Jutland.

In Denmark we have the same problems like other european countries, Call-centre work is often women-job, it is young people, they are well-educated and the don´t want to be unionized.

Call-centre internal examples

Alka Insurance    approx. 200 employees

BG Bank                             70

Codan Insurance             100 

Dell                                  100

DSB                                 100

IBM-SDF                            30

Diners

Club Nordic                        30

Nykredit                                -

Olicom                                  -

Realkredit                             

Danmark                              -

SOS

International                         -

Trygg-Hansa                    200

Souce: Newspapers and telephone-call

Demarcation-disputes will become a reality in Denmark in the coming years between HK/Service and the Financial Service’ Union. 

Office-hotels – flexi-space
A new kind of work-organisation (office-facilities) is increase, we see new forms of office-organisation like business-centre and office-hotels. Office-hotels like the american concept: ”Your office”
 have make their first hotels.  I de lokale erhversråd tilbyder man kontorfaciliteter.

One big question must be raised in connection to telework, can you spare  the amount of square meters in office when you are implemented telework. One known example: The Local county office in Horsens
 want in 1998 to rebuild the office – and the management want to implement telework and then reduce the number of build square meters – but the employees was against this developments – also the HK. We have negative stories from the companie UNISYS (UK). They have reduced their total office square meters with nearly 40% and then employed people from home.

The Business and Innovation Centre in Horsens a city in the middle of Jutland – create their own office-hotel concept called: ”First Office”. Entrepreneurs rent office-space and computer-facilities. Many other centre in Denmark have made the same constructions.  Both the Goverment and the local employers and employees organisation want to create better terms for entrepreneur-ships.

HK have a political demand that main-employment-ship allways should be at the compagnies normal adress and not from home. This demand gives the best opportunities to be a teleworker. HK believe that the best interest to becoming a teleworker  is to work one to two days a week and the rest or the main-time at the office.

No research/investigating have been made about call-centre and new offices constructions. 

2. Legal framework

Political debate on legal rights for teleworkers 

1. Work Enviroment Act, No. 784 from the 11. october 1998
 – Ministry of Labour

The central authorities in the Danish Labour Market Model are the Department of the Ministry of Labour, the National Labour Market Authority and two directorates, as well as councils and committees with representatives of the social partners. It is the responsibility of these bodies to implement the labour market and working environment policy. 

Other institutions under the Ministry of Labour are: The Directorate of the Working Environment Service. The Ministry of Labour is responsible for develope the Working Enviroment Act.


· Working Enviroment Act No. 784 from the 11. October 1998 (first Act from 1977) 

· This legislation covers also teleworkers with few exceptions

· A new amendment ”No.9 from the 6. january 2000
” make it clear that teleworkers have the same provisions like a normal workplace. But teleworkers are only covered by the (EEC-directive 90/270 on VDU) when the are working 2 hours a day in a fuld week, a hole day a week or the hole week. If the are under this workload the can´t demand ergonomic furniture, chair  and lights.
· The Danish Directorate of Working Enviroment Services is aloud to make labour-inspections on health and safety at home [§ 76]

History 1996-2000

HK pamplets (Distancearbejde – fordele og ulemper ved hjemmearbejdspladser, august 1996) and the new attitude from HK (1996) raise a debate on our nationalTV-channel and in the newspapers. The debate raise two big questions – are teleworkers covered by the Working Enviroment Act at home, and is it possible for the labour-inspections (health and safety) to enter private homes. The director of the National Working Enviroment Service (labour-inspections) confirmed in the TV-debate in august 1996 that teleworkers at home was covered by legal opbligations.

During 1996/97 we still had our concerns in this field because an old amendment No. 322 , june 22, 1977
, to our Working Enviroment Act, make some exception from legal protection, in three areas: The employer was´nt responsible for the working enviroment (health and safety e.g. chair, table, lights, VDU etc., the compagnies health and safety organisation(safety-reps and obligations), and at last the working-hour and rest-hour (11 hours restitute). 

So HK continue our struggle to get clear legal rights in the field. We raise the case to the National Council of Working Enviroment in 1997. The National Council of Working Enviroment advise the Minister of Labour to put down a group, in the Ministry of Labour. It took place in juli 1998 with the social partners. Their objectives was to prepare and construct a new amendment to the Working Enviroment Act. 

The work was finished in the autum 1999. The new amendment to our Work Enviroment Act, No. 9 of the 6. january 2000 was confirmed by our Parlament, and taken into force the 15. january 2000 The new legal rights confirmed that teleworkers have the same provisions like ordinary workers in conjunktion to the Danish Working Enviroment Act. It also confirmed that they EU-directive on Visual Display Unit, and the implementation in danish legislation are in function. They new amendment make employers responsible to pay (table, chair, light) if telework has a range more than 2 hours a day, one day a week or fuld working-time. 

At the Parlament the political opposition still this year, in may, tried to abolish the National Working Enviroment Service (Labour inspections) legal rights by law (the Work Enviroment Act) to inspect private homes and they question about 11-hours restitute. But the opposition failed in a debate in the Parlament (june 2000). HK are convinced that the employers organisation in Denmark in collaboration with the political opposition in the Parlament will try again.

Amendment No. 1282 of 20. december 1996 to the work enviroment act about restitute-time (11-hours).   

2. Act  No. 1058 of december 1998 on Protection against Consequences of Industrial Injures – Ministery of Social Affairs

HK also raise another question: are teleworkers at home covered in case of accident, industrial injures ?. 

The National Board of Industrial Injuries is a government institution under the Ministry of Social Affairs in Denmark. The Board’s most important task is to administer the legislation on industrial injuries. In addition, the Board makes statements on i.a. private accident cases.

Compilation of Act No.390 of May 20, 1992 on Protection against the Consequences of Industrial Injures, cf. Consolidated Act No. 1058 of December 17, 1998
, with amendments resulting from section 4 of Act No. 1055 of December 23, 1998, and section 15 of Act No. 288 of May 12, 1999.

Act on Protection against the Consequences of Industrial Injures

Chapter 1

Scope of the Act

Persons Protected

1.  § 1

Any person who is engaged for wages or as unpaid assistant in the services of an employer to carry out permanent, temporary or casual work in this Kingdom shall be protected under this Act against the consequences of industrial injures, cf. Section 9. The same shall apply to members of the employer’s family where – according to the nature and extent of their work in the employer’s business – such members can be regarded as being in the same position as other workers. The employer’s husband and wife shall be protected only where a wage contract was entered under which the last wage payment prior to the industrial injury was subject to PAYE taxation in accordance with the Tax at Source Act.

The law only cover employed and self-employed if the are hiring out their work. It don’t cover self-employed with their own compagny.  But still we follow up on this topics in relation to employment-status.






3. TAX-law, No. 180 of 27. may 1997
 -  Ministry of Tax and Goods 

This has led to discussion of the need for clarifying issues raised by this, such as insurance, liability, employment contracts and tax rules. Recently, some aspects of taxation related to telework were the subject of government attention and resulted in the abolition of tax liability on PCs supplied by employers for use at home. 

This year we also have a media-debate on employers purchasing a home-pc and taxation right. Our tax-law change an in may 1997, purchased home-pc by the employer gets free of tax.

4. The directorate of the Unemployment Insurance System – Ministry of Social Affairs
· In 1997 their was a media-attention on teleworkers legal rights in connection to supplementary unemployment benefit. The Minister of Labour put down a group with the social partners in juli 1997and a report was launched in december 1997.

· We got at new amendment to The Unemployment Insurance Act, No. 113 at the 3. july 1998 on supplementary unemployment benefit
 – which gives equal benefits to teleworkers

5. The Act on Processing of Personal Data (Act No.429 of 31. may 2000
) – The Danish Data Protection Agency – Ministry of Justice

The distance-project in National Board of Industrial Injuries – raise a new question to telework. Is it possible for teleworkers in the public sector to use personal data (cpr.-nummer) at home. The project get their dispension under some specified conditions.

The Act on Processing of Personal Data (Act No. 429 of 31 May 2000) entered into force on 1 July 2000. The act implements Directive 95/46/EC on the protection of individuals with regard to the processing of personal data and on the free movement of such data. 

The act substitutes The Public Authorities' Registers Act and The Private Registers Act.

The Danish Data Protection Agency exercises surveillance over processing of data to which the act applies. The agency mainly deals with specific cases on the basis of inquiries from public authorities or private individuals, or cases taken up by the agency on its own initiative. Persons domiciled abroad may also obtain assistance from The Danish Data Protection Agency (requests should preferably be made in Danish or English). 

To new amendment to the law from this year makes it possible to work at home – also in the case when you are using the citizen personal cpr-number. The social partners have one year ago acceptet these amendment in a quiry.

3. Collective agreement on telework
Collective barganing on the danish labour market 1996-2000

In december 1996 HK make two catalogs on telework-issues (collective framework agreement on telework – it was a catalog with examples on all agreement from Europe and all Scandinavian countries. HK make at that point a model-agreement in sixtheen point
:

1) Definition on telework

2) Voluntary

3) Collective barganing rights – equal rights to normal workplace

4) Salary – equal to normal workplace

5) Job-contents

6) Work Enviroment – work enviroment act – equal rights

7) Technical equipment and working enviroment – paying and compensation cost

8) Work-hour – prefer a part-time telewwork, 1 or 2 days at home and 3 or 4 days at the company

- Monitoring – no monotoring must be made by the employer

9)  Insurance

10)  Industrial Injures – equal rights to normal workplace

11)  Equal legal rights

12)  Education

13)  Union-negotiators, safety and health reprensentative

14)  Privacy

15)  Sickness –equal rights

16)  Retirement of the agreement

In december 1996 the department on Enviroment advise all our branches in HK to get a collective framework agreement on telework at the collective barganing negotitions in 1997/1998. And a political accept was made of the executive board in november 1996.

The first protocols on telework was made by (HK/Service, HK/Handel and Dansk Handel & Service in their negotiations on collective barganing in january, 27, 1997
. But it was not an agreement but a protocol in the general collective agreement. The employers organisation was not in the early 1997 prepared in their negotiation one telework as an main topics. Nearly the same protocol was made in february 1997 in the negotiation within the Danish State
. But in both cases the partners agreed to make a investigation in the field an committ themselves to make an general collective agreement on telework early in 1998. 

The first real framework agreement on telework (640.000 employees) was reached in the county- and municipalities and affiliated institutional-sector in april 1997
. 

At the same time the financial sector make a framework agreement on telework (60.000 employees). The employer´s organisation

wanted in august 1996 to introduce telework as flexible work
.

The Commercial and Clerical Employees Union in Denamark (HK) was on that stage 1996/1997 in front in this field and in this subject. Many trade union in Denmark asked HK how to design a framework agreement on telework.

They trade union movement in Denmark won the battle about the type of an agreement on telework. We was against agreements on telework on compagny-level we want a collective framework agreement.  The employeers organisation couldn´t put back the development with general agreement on telework we already have achived in the spring 1997. 

In 1997 and in 1998, agreement was reached on several framework agreements on telework as a part of the collective barganing, and consequently more than one million employees in Denmark have the opportunity of telework stipulated in their collective agreement. 

The current framework agreements create a structure with three levels:

· the overall framework agreement entered by parties holding general authority

· local agreements – entered into hiring authorities (employers) and the relevant trade-union organisations

· Individual agreements – entered into by palce of employment (employers) and individual employees

The agreement stipulated that telework must be voluntary. An individual agreement on telework can only be made where the terms are agreed upon. The employee or employer in question can terminate at any time. 

The agreement also stipulate that employment is to be centred at entreprises. Aspects concerning working housr, wages, working enviroment, job security are to be regulated by agreements. Expenses regarding operation, maintenance, and setting up/dismantling equipment are the responsibility of the employer. 

In the spring 1997, two framework agreements entered into force: the agreement entered into by the Association of Local Goverment Employees` Organisations (KTO), covering local authorities and counties (approximately 600.000 employees), and the framework agreement of the financial sector (covering approximately 60.000 employees in banks, etc.).

Among other things, both agreements stress that ”telework is to constitute only a part of the total working hours”, that usual collective agreements apply, and the notification of overtime is to be carried out in accordance with current regulation. The KTO agreements stresses the importance of ”job-security”, and employees are entitled to return to their previous or similar job.

Spring 1998 saw the entry of several protocols on telework into force – partly within the retailing and service ((between the Union of Commercial and Clerical Employees in Denmark/Service and Retail and Wholesale Trade on the other side), partly within the the industry 
. (between the Central Organisation of Industrial Employees in Denmark and the Confederation of Danish Industries.

Both protocols also stress that telework falls within the scope of collective barganing and agreements, and that teleworkers have the same rights and obligations as other employees.

In 1998, the ministery of Finance and the Danish Central Federation of State Empoloyees´Organisations entered an agreement on telework The framework agreement is a pilot scheme which expires in March 2001. This agreement applies to crown servants and employees with similar status.

Protocols have been agreed upon the elucidation work currently being carried out within a number of other areas, with a view to analysing and discussing issues connected to telework.

As was mentioned above, the stage is set for given approximately one million Danish employees access to telework. 

The Danish Confederation of Trade Unions and HK believes that the collective agreements prove perfectly that the collective bargaining system is flecxible and constitutes a useful tool in the development of an optimised tele-labour-market. The trade-union strategy must be strengthen the positive potentials of telework and counter the negative scenarios by means of collective barganing.

Freelancere – self-employed

In 1997 our union focused on equal rights on self-employed, freelancere especially when the work as teleworkers e.g. translators and tolk. In the autum we took a major political decision on our congress in october 1997
. We want to organise freelancere, free-agent or self-employed people as member of our union. A main topics on our congress was telework, legal rights, the information society and new ways of working. The congress decided to make a action-plan the next four years on the implications of the information society.

After the congress we make a lot of research in this area. We collaboreted with other trade unions which have the same problems. It was the journalist, ingeniors and other trade union organisation.  In the spring 1998 (may)
 we took the decision to organise self-employed, freelancere etc.. Persons wicth have their own compagny themselfes but with noone employees. We then created a range of new services to this group e.g. we make a web-site, we gave them juridisk bistand, prisaftaler.

To days (2000) we have organise nearly 400 self-employed or freelancers in the union.

In the spring 1997 HK make a big national-wid campaign
 to get young people to be unionsed. One of the main topics in the campaign was the slogan that: HK is working for that so many as possible could do their job from home.

In autum (november) 1997 The Danish Trade Union made a conference with Dansk Arbejdsgiverforening. Pjece. Først på det tidspunkt ser vi arbejdsgivernes politik – de ønsker virksomhedsnære aftaler.

In 1998 (autum) we then got a generel agreement between HK/Service, HK/Handel and Dansk Handel og Service april 1998 which cover nearly (100.000 employees). In june 1998 the CFU got and general agreement on telework with the danish state.

List of framework agreements

HK/Service  1998

HK/SERVICE, HK/HANDEL og Dansk Handel og Service –HK/Service make the first protocols on telework in connection to the collective bargaining negotiations in january 1997. The commit themselfes…..

framework-agreement which cover nearly 200.000 employees

They later on in the autum 1998 get a framework agreement on telework.

Ministery of Finance – framework agreement 1998

The Ministery of Finance and The Danish Central Federation of State Employees (CFU) have their collective bargaining in 1997, and in february 1997 they agreed in protocol that they would make an framework agreement latest the 1. february 1998. In may 1998 the sign the agreement and it was translated the next year: 

Collective agreement on telework which cover  nearly 220.000 employees

Many local agreements have been made beyond the framework agreement

KTO 
 
– framework-agreement from the april 1. 1997

In Denmark we have 276 local municipalities and 14 county councils and their affiliated institutions and compangnies with over 600.000 employees.

The framework agreement is translated to english, but with the guidance text its only exist in danish. But the guidance is nearly the same as the guidance within the danish state.

Guidelines for tele/homework which cover nearly 600.000 members 

In this sector many local counties have making their local agreements beyond the framework agreement. We don´t have the exact number but we have an estimate that between 50 and 100 items.

HK/Industry  1998
In the collective barganing negotition i the spring 1998 HK/Industri get an protocols to the -aftale –framework agreement which cover nearly  70.000 employees

Danish Confederation of Trade Unions (LO)

The Developing Telework – Telework ´99. the Danish Confederation of Trade Unions, september 1999.
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SECTION 1. SCOPE OF THE FRAMEWORK AGREEMENT

This framework agreement applies to county and local goverment employees in:

1) The scope of bargaining of the National Association of Local Authorities in Denmark.

2) The scope of bargaining af Association of County Councils in Denmark

3) City of Copenhagen

4) Municipality of Frederiksberg

5) Private day-care centres and/or 24-hour care centres (in the scope of bargaining of the Association of County Councils in Denmark and the city of Copenhagen: All institutions etc. With which the County Council has made an agreement of operation), and 

6) Natural gas compagnies and other joint compagnies of the counties and municipalities

SECTION 2. PURPOSE

(1)

The purpose of the framework agreement is to increase the fexibility of the way work is planned, to overcome barriers to mobility, and to open up the prospect of making volentary agreements with a view to performing work at home which usually carried out at the conventional place of work.

SECTION 3. DEFINITION

(1)

Telework/homework is defined as work performed at a distance from the conventional workplace by the use of a personal computer, electronic communications equipment or other types of equipment made avaiable by the employer. Assigments performed as telework or homework, should be recurrent in order to be covered by the agreement, and can only be carried out during a part of the agreed working hours.

(2)

Teleworking/homeworking is covered by the ordinary terms and conditions of the collective and other agreements.

SECTION 4. WORKING HOURS

(1)

Employees who are covered by the framework agreement on teleworking/homeworking follow the usual regulations regarding working hours.

(2)

According to the nature and planning of the telework/homework, the county or municipality and the (local) representatives of the relevant organisation(s) with collective barganing rights may agree to deviate e.g. from provisions for flex-time and fixed working hours and provisions for extra and overtime.

SECTION 5. LOCAL AGREEMENT

(1)

The framework agreement shall be supplemented by local agreement on teleworking/homeworking.

(2)

The agreement on teleworking/homeworking between the copunty or municipality and the individual employee is made under the provisions of the local agreement.

SECTION 6. NEGOTIATION PROCEDURE

(1)

An agreementon the terms of the establishment of a teleworking/homeworking arrangement is made between the municipal coporation/council/local goverment/authority/compagny/organisation – in the following ”the cunty or municipality” – and the (local) representatives for organisation(s) with collective bargaining rights.

SECTION 7. TERMINATION OF GROUP AGREEMENT

(1)

The county or municipality and the representatives for organisation(s) with collective bargaining rights define the terms of termination and, if relevant, the duration/period or validity of the local agreement.

(2)

Upon expiry of the agreement, the employee has a  right to return to the same job, or, in the event that this is not possible, to another job with the same or similar specifications.

SECTION 8. TERMINATION OF INDIVIDUAL AGREEMENT

(1)

The employer and the salary or wage earner may choose to terminate the individual agreement on teleworking/homeworking at a shorter notice than stipulated in the collective agreement in force, with the effect that the employee no longer carriers out telework/homework.

(2)

Upon expiry of the agreement, the employee is entitled to return to the same job, or, in the event that this is not possible, to another job with the same or similar specifications.

SECTION 9. COMMENCEMENT AND TERMINATION OF THE FRAMEWORK AGREEMENT

(1)

This agreement enters into force on 1. April 1997

(2)

Agreements on teleworking/homeworking made prior to the commencement of the framework agreement are valid according to their contents.

(3)

The framework agreement on teleworking/homeworking may be renegotiated as a result of amendment to the Helath and Safety Act and other relevant legislation, and as a result of major (technological) changes.

(4)

The agreement may be terminated at three months notice, but not before 31 march 1999. The notice of termination must be given in writing.

(5)

Agreements on teleworking/homeworking may be renegotiated as a result of amendments to the framework agreement.

Copenhagen, 21 May 1997

P.p Kommunernes Landsforening

(National Association of Local Authorities in Denmark)

Søren Andersen / Kent Lassen
P.P Kommunale Tjenestemænd og Overenskomstansatte 

(Association of Local Goverment Employees´Organisations)

Poul Winckler /  Jens Kragh

P.p. Amtsrådsforeningen

(Association of county Councils in Denmark)

Kristian Ebbensgaard  /  Per Korshøj


P.p. Københavns Kommune

(city of Copenhagen – on behalf of the Govenor of Copenhagen)

Hans Simmelkjær


P.p. Fredriksberg Kommune

(Municipality of Fredriksberg)

Lars Due Østerbye
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Foreword

The rapid growth of communication technology has given rise to new ways of organising

work. Within government we call this teleworking, by which we mean IT based work that is

performed away from the main workplace.

Used correctly, teleworking can provide a number of advantages to employee and employer. In certain circumstances, it can allow the worker to plan his or her working day so it fits around the family’s daily routine, thus creating a better relationship between work and family life. It also means that work can be done when motivation is highest, providing the employer with more flexible and efficient workers.

During wage negotiations in 1997, the government and negotiating parties agreed to the

definition of a framework agreement on teleworking. The idea of the draft is to provide a

good foundation for the establishment of teleworking jobs within state institutions. The

framework agreement is a provisional scheme that terminates on the 31 st of March 2001, and covers teleworking that has a given repetitive character and that takes place within a

proportion of the agreed working hours.

We recommend trials with teleworking where deemed desirable. For many of the state’s

institutions, the introduction of teleworking will be something totally new and will require

close co-operation and a fresh approach in order to maintain such aspects as social contact to the workplace, the delegation and exchange of tasks and information to the teleworker. We hope that a number of constructive and rewarding experiments will begin across a number of individual workplaces, to the benefit of both the employee and the institution.

For many, teleworking can be the future way of working. We look forward to the time when

the rewards can be reaped in the form of results and experience of the opportunities offered by technology for the state’s workplaces.

Mogens Lykketoft 

Minister of Finance 

Niels Juul President of CFU (Danish Central

Federation of State Employees'

Organisations) 

Introduction

By introducing the framework agreement for teleworking, the Ministry of Finance and the

Danish Central Federation of State Employees' Organisations have tried to give state

workplaces a tool with which to initiate teleworking trials. The framework agreement is the

result of the 1997 round of collective bargainings.

As a follow-up, the government and negotiating parties have jointly prepared these guidelines.

What does the framework agreement involve, and when should it be used?

The framework agreement involves teleworking, where an employee can choose to work

remote from the main workplace and his/her employer, and where the work performed is of a repetitive nature and only occupies a part of the agreed working hours. Other forms of

homeworking, which may involve the employee using a PC on an occasional basis at home for a given task, do not fall within the framework agreement and can thus continue

independent of the scheme.

What does the framework agreement entail?

The framework agreement includes definitions of the area it encompasses, a definition of

teleworking itself and how it must follow the relevant rules and agreements for wages and

terms of employment. It allows the deviations from working hours rules (subject to

agreement) and it should be supplemented by local and individual agreements and contracts.

What do the guidelines cover?

The guidelines have been written with a view to providing the management and the

representative organisation or individual employee with an instrument to facilitate the setting-up

of teleworking jobs at the local level / locally. The guidelines describe some of the aspects

and rules that must be taken into consideration when establishing teleworking jobs.

The guidelines are in two parts:

Part 1 includes a definition of the following:

· Definition of teleworking

· The pros and cons of teleworking

· Organisation

· What types of work are suitable to teleworking?

· Social and professional contact to the workplace

· Volunteering, right to return and equipment

· Wages and terms of employment

· Working hours

· Local and individual agreements

· Reimbursement of expenses etc.

· Trade union representatives

· Assessments

Part 2 contains a description of the relevant legislation concerning taxation, insurance,

compensation, working environment and rules and regulations on data protection.

The guidelines should be perceived as ‘inspirational’ rather than providing all the answers to the questions that arise when establishing teleworking jobs. That is one of the reasons why there is reference to the relevant authorities on legislation that has an effect on teleworking in Part 2.

Part 1.

Guidelines for teleworking

1.1. Definition of teleworking

Teleworking is work that can be performed at some other place than the traditional workplace,usually at the home of the employee. For the framework agreement, teleworking will entail work that can be performed on a PC with a telecommunication link to the workplace, making the transmission of data possible. The type of work to be performed must be of a repetitive character in order to be covered by the scheme and can only be undertaken within a proportion of the agreed working hours.

1.2. The pros and cons

A teleworking scheme is similar in concept to other personnel initiatives, in that it is aimed at creating an attractive workplace. The establishment of teleworking jobs means that the

foundations are laid for employees to independently plan their work, giving them an increased degree of influence and responsibility for its completion.

The pros and cons of teleworking are far from clear, but a number of aspects indicate that one of the advantages is that the employee can to a great extent plan his/her own working day in order to fit in with the family. If teleworking is organised sensibly, it can help create a better relationship between family and work. However, there is a fine balance. Teleworking can also mean that the borders between family and work become less well defined, making it difficult to decide what is work and what is leisure.

Teleworking increases the employee’s mobility and allows the employer to recruit qualified

personnel from a much wider geographical area. 

Assessments of the experiences gained from teleworking by such bodies as the National Board of Industrial Injuries
indicate that employees see teleworking in a very positive light, because it allows concentration and greater depth. When tackling a complicated case, long periods of peace and quiet, without interruptions can be very important, allowing more concentrated and focused work. It also means greater productivity and efficiency, as the same studies revealed.

Teleworkers are not as visible as their colleagues who are in daily contact with their superiors. Management must therefore make a conscious effort not to “forget” those employees engaged in teleworking who are not physically present at the workplace. This applies to such aspects as planning training and career progression.

Annual personnel interviews could be one way of ensuring that teleworkers are given the

same consideration to gain new qualifications as other employees. The dialogue between the employee and immediate superior can be used to evaluate the need for training and to plan career progression. If the employer uses these formal interviews for planning training needs, then the opportunities for training need not be dependent on where the work is done.

In conclusion, teleworking offers a range of advantages to both employee and the institution providing the employment. As far as the employee is concerned, the advantages can include:

· Improved relationship between family and work

· Greater flexibility and independence to organise workflow

· Greater independence in approach to getting the work done

· Better circumstances for working in more depth and with greater concentration

· Decreased commuting time 

As far as the employing institution is concerned, the advantages can include:

· Greater flexibility

· Increased productivity and efficiency

· Increased job satisfaction

· Retaining and attracting qualified workers

1.3. Organisation

Before deciding to establish teleworking jobs, the consequences of how to organise the work should be considered. It is for example necessary to find methods of allocating work and tasks. The same applies to the exchange of general information, as it is vital that all employees can take place in professional discussions.

Consideration should also be given to how the execution of work is organised when the actual presence of the worker at the workplace is reduced. This also provides a good occasion for a systematic review and assessment of working methods. The earlier mentioned pilot schemes showed that a condition for the successful introduction of electronic working is a thorough analysis of current internal working procedures. Plans for the introduction of new work organisation and distribution of work should therefore be in place before teleworking jobs are created.

The correct approach to the technological aspect of teleworking is important as productivity and performance will depend on the capacity and reliability of the communication system used. It will therefore be in the interests of both employer and employee to define how to handle situations in which the system is out of action.

The increased emphasis placed on result-oriented working within state institutions means that more attention is paid to the quality of the results than to the actual working process.

Management’s ability to control the working process will be replaced by assessment and

quality assurance of the results. These criteria will also be applied to teleworking, as managers will not be able to control the amount of effort applied by an employee, but will have to fulfil their managerial duties through co-ordination and ensuring that the correct results are achieved on time and to the desired level of quality. The big challenge for management will be to retain relatively close contact with the teleworker on the one hand, making it possible to provide guidance and feedback, and to retain an overview and be able to co-ordinate on the other.

1.4. What types of work are suitable to teleworking?

Teleworking lends itself naturally to work that can be performed remote from the physical

location of the principal workplace. Such work will of course vary in nature from one

institution to another, which means that it will be up to the two parties concerned in each case – employer and employee – to decide what that may entail for them.

Both parties should however be aware that the work to be performed by a teleworker must be relatively well-defined in terms of content, objectives and timescales, and that it can be done independently without suffering from the direct limited contact with the workplace.

Presuming that teleworking is relevant to the work to be undertaken, a number of

qualifications required of a potential teleworker can be defined.

What are the qualities required of a teleworker?

· Independence

· Experience of the work involved

· Technological competence

· Professional skills

· Responsibility and commitment

· The ability to balance work and family life

The establishment of teleworking jobs also requires a number of management efforts, such as:

· To be able to define clear and understandable objectives

· To motivate and support teleworkers remote from the office

· To be able to communicate precisely and efficiently with the teleworker

· To be able to provide professional assistance

1.5. Social and professional contact to the workplace

Teleworking, as defined for the purposes of the framework agreement, is of a repetitive

character. This means a working structure, within which teleworking is planned as an essential element.

The terms of the framework agreement state that teleworking can only occupy a part of the

agreed working hours. This is to prevent teleworkers losing social and professional contact to their workplace, and to ensure that the "workplace culture", which in many ways is important for the creation of a good workplace, is retained and developed.

The aim of the framework agreement is supported by the experiences gained from pilot

projects on teleworking, which showed that maintaining professional and social contacts to

the workplace is one of the most important conditions for employees to perceive teleworking as a successful process.

In order to be able to retain the social and professional culture at the workplace when setting up teleworking jobs, the definition of norms for how this can be achieved is vital, e.g. through agreed communication channels.

1.6. Volunteering, right to return and equipment

The framework agreement and local agreements on teleworking are based on volunteers,

mutual trust and the desire to use this type of working.

Where these factors are present, the will to try teleworking could be a criterion for the

employment of new personnel, however consideration must also be given that teleworking

requires special training and introduction into the culture of the workplace.

An individual agreement on teleworking between the institution and the employee can only be concluded if there is agreement on the terms thereof. The employer and employee may

terminate their agreement on teleworking at any time, with prior notice. When teleworking is discontinued, whether as an individual case or a local agreement being terminated, the

employee will be fully entitled to return to the main workplace.

The framework agreement specifies that the employer provides the necessary equipment for the teleworker’s use.

1.7. Wages and terms of employment

The relevant national legislation governing terms of employment also applies to teleworking. For example, the Holiday Pay Act, the Salaried Employees Act and the Civil Servants Act.

Equally, wage and employment terms subject to joint pay settlements and organisation-specific

agreements will apply.

Among other things this entails that national rules concerning sickness and absence in

conjunction with a child’s first sickday also apply to teleworking employees.

Finally, national rules concerning working conditions, including working hours and location,

overtime, extra work etc., will also be applicable.

Because of the special nature of teleworking, the framework agreement makes provision for the possibility of local agreements on deviations from rules concerning working hours. These aspects are dealt with in more detail below.

1.8. Working hours

Teleworking and rules on working hours

The basis of the framework agreement is that the general working time rules apply, including those governing working hours and location, number of days off and rules for the

compensation/payment of overtime and extra work etc.

Teleworking will usually imply that the working hours of a teleworker will not be subject to

the same degree of control as when working in the institution, and that the employee will

enjoy greater freedom to plan his/her working hours.

This increased freedom could on the other hand imply that certain benefits which the

employee would otherwise be entitled to based on a job description defined by the employer cannot be provided as a result of the independent nature of teleworking. For example, shiftwork supplements (see examples listed at the end of this section) and overtime supplements, the size of which can depend on the point at which overtime is begun.

National rules governing working hours

The rules governing working hours are defined in the civil servants’ working hours agreement and the individual pay settlements and organisation-specific agreements.

The application of the national rules governing working hours entails that employees must

work the usual number of hours and that they must be compensated for working any

additional hours according to accepted principals. In situations for which overtime payments would be made in a traditional job, the teleworker will also be entitled to compensation.

In what circumstances might there be need for suspension/supplementation of working hours rules?

Because of the special nature of teleworking in relation to the location of the work and control over working hours, the framework agreement will allow deviations from the generel working time rules by local agreement.

The extent to which there may be a need to adjust rules on working hours on a local basis will depend on the set of rules which normally apply to the individual teleworker.

For such groups as those without maximum length of service and groups with extended norm periods with no specific rules on daily working hours, local agreements can often simply concentrate on aspects with direct relevance to local needs. For example, these could be defining the actual time the worker must be present and working at home, and laying down guidelines as to when he/she must be present at the office. The aim should be to supplement rather than suspend the rules on working hours. One example is the Danish Confederation of Professional Associations' agreement, under which there would normally be no need to negotiate deviations from working time rules in connection with teleworking.

However, if the relevant set of rules on working hours specifies only a short norm period, such as a day and/or specific terms for the location/organisation of the working day, breaks etc., it may be necessary to make deviations from/adapt such rules in accordance with the specific nature of teleworking and the degree of flexibility required by both parties.

This means that local agreements on working hours can serve a number of purposes, such as:

· The determination of times during which the teleworker must be at his/her desk, e.g. on

· which days and within which hours he/she can be reached by the office, and the degree to which a teleworker can determine the working hours

· The determination of when the teleworker is to work at the office

· The deviations from any agreements on the definition of a working day

· The tackling of any elements of doubt as to shiftwork pay etc.

· The use of "task-defined" working hours so that a fixed number of hours or working days

· are defined for given tasks

· The adjustment of any flexitime schemes

Examples of shiftwork pay for teleworking

There are often additional rules associated with those governing working hours for the

payment of work performed during “antisocial” hours. For civil servants and a number of

other groups, the rules for shiftwork usually involve the payment of a supplement for work

performed between the hours of 17.00 – 06.00, at weekends and so on, by order or in

accordance to an approved roster. Please note that there are some groups not covered by

shiftwork rules, such as contractually employed academics.

One aspect of the agreement on shiftwork pay is that an employee is not entitled to

supplements if forced to work antisocial hours as a result of his/her own planning. This can

often be the case for teleworking.

However, there may in principle be occasions when a teleworking employee will be entitled

to shiftwork pay, for instance if asked to finish a task within a limited timescale, requiring

antisocial working hours.

Example 1:

A civil servant is asked to complete a report. The job will take 4 hours and the deadline is

one week hence. The employee chooses to do the work in the evenings, after the children

are in bed. In such an instance, no shiftwork pay is due.

Example 2:

The same civil servant is given the same task, but this time as a “rush job” after 16.00 and

for delivery the next morning. The work can only be done that evening. In such a situation,

the employee will be entitled to shiftwork pay for 3 hours work. This applies even though

the employee may choose to do the whole job after 17.00.

1.9. Local and individual agreements

There are two levels of agreement for any given workplace.

As can be seen from § 6 of the framework agreement it must be the result of a local agreement between the employing authority and the employee’s authorised representative organisation.

§ 7 also states that there must be an individual agreement between the employing authority and the employee.

Local agreements
The employee’s authorised representative organisation can delegate the authorisation to

negotiate to a local department or shop steward.

The employing authority can correspondingly delegate authorisation to a given institution.

According to § 6, item 2 of the framework agreement, local agreements can be terminated

with three months' notice up to the end of a calendar month unless otherwise agreed. In any event, local agreements will expire no later than at the end of the framework agreement.

The elements that comprise a local agreement:

1. Where and to whom the agreement will apply (institution/workplace etc., and the

personnel group(s) it will cover).

2. The parties to the agreement (employing authority/institution and organisation(s)).

3. Timescale for teleworking. (As can be seen from § 3 of the framework agreement,

teleworking can only occupy a proportion of the agreed working hours. Local agreements

can contain more detailed guidelines on these points if required).

4. If the rules on working hours are to be suspended, local agreements must give details.

5. Commencement date of the agreement.

6. Any special rules governing termination of the agreement, as per § 6, item 2 of the

framework agreement.

7. Any renegotiation entitlement, e.g. in the case of major technological changes, as per § 9, item 3 of the framework agreement.

Individual agreements

Individual agreements must be based on local agreements. The parties in such cases will be the employing authority/institution and individual employee.

Individual agreements can be terminated by the employing authority and the employee with one month’s notice to the end of a calendar month, unless otherwise agreed. In any event, individual agreements will expire concurrent with local agreements.

Individual agreements will define in detail the terms of a given employee’s teleworking.

The elements that comprise an individual agreement:

1. Naming of the person the agreement concerns.

2. Naming of the location of the teleworking.

3. Definition of the hours the employee is to work.

4. Definition of any times during which the employee can be contacted.

5. Any guidelines for the use of equipment provided by the employer.

6. Definition of any expense allowances and compensation for use of own equipment.

7. Commencement date of the agreement.

8. Any special rules governing termination of the agreement, as per § 7, item 2 of the

framework agreement.

1.10. Reimbursement of expenses etc.

Teleworking can involve out of pocket expenses for the employee, depending on the

technological equipment required, planning and extent of the work.

The framework agreement therefore includes allowances for such expenses, to be fixed in an individual agreement between the employing authority and the employee. The scope of any expenses that cannot be accurately defined will be determined on the basis of an estimate.

The parties must agree that the employing authority is not to have to pay out for insignificant expenses.

1.11 Trade union representatives

Trade union representatives, or shop stewards, may use the time deemed necessary to fulfil their responsibilities. In order for a trade union representative to comply with this for the negotiating of the relationship between management and employee, they must have the requisite degree of contact with those personnel they have been elected by. The conditions created by teleworking can make it difficult to maintain that contact.

This problem can arise both in the situation where the trade union representative is located at the office whilst the teleworker is at home and where the trade union representative works at least partly in a teleworking role.

Any institution that introduces teleworking should consider how best to ensure that it is

possible to communicate, so that trade union representatives still have the necessary contact with all employees. By doing so, an undesirable increase in the amount of time a trade union representative uses to fulfil his/her duties because of the introduction of teleworking can be avoided.

1.12. Assessments

For many of the state’s institutions, the establishment of teleworking will be a totally new

concept. Teleworking will mean that some of the most basic working conditions will be

changed: The planning of working hours, prioritising of tasks, social contact, relationship with management, workplace culture etc. Its introduction therefore requires a lot of consideration, some aspects of which are included in these guidelines. It is however difficult to take everything into account. Regardless of how thorough the preparation, unforeseen incidents can occur over which neither party has influence, but which can mean that the experiment does not result in the intended flexibility.

It is therefore recommended that local agreements include an assessment of the experiment. This can be used to define the expectations of the parties involved and the measuring points to achieving them. The latter will include addressing the following aspects:

Were the technological systems employed sufficient/effective or did chronic shortcomings

become apparent during the trial period?

· Were productivity and quality levels satisfactory?

· How did the personnel remaining at the main workplace perceive the experiment. Did they for example experience increased workloads in some situations?

· Did the teleworker’s household think the experiment was to the advantage of their family life?

· How did the immediate superiors perceive “management at a distance”?

· Last but not least: How did the teleworker him/herself perceive the experiment in terms of its pros and cons?

Part 2.

Legislation with an effect on teleworking

2.1. Teleworking and taxation 2

PC equipment

The general practice is that if PC equipment provided by the employer is used exclusively for the purposes of fulfilling employment, its use is not subject to taxation. An amendment to the Tax Assessments Act in February 1997 means that teleworkers from that point on may not be taxed for the private use of any PC equipment provided by their employers for work purposes.

Communication links (telephone and ISDN lines)

Usually, the establishment of a teleworking job will require setting up an ISDN line, making it possible to transmit data to and from the workplace. Establishment and installation costs

borne by the employer are regarded as commercially justified as a part of setting up a

teleworking job, and are therefore not taxable for the teleworker.

The existence of an ISDN line means that as a rule, the employee will be liable for tax for the use of a free telephone away from the workplace regardless of whether a business phone is connected to the ISDN line or not. Even if the employee already has a private phone, the business phone will be treated as a “free telephone away from the workplace”. By ‘free’ is meant that the phone is either in the name of the employer or that the employer pays all or a part of the costs for that telephone.

Please note however that for security reasons, it is a good idea to set up the ISDN link as a closed net. If communications between teleworker, employer and any other parties involved is “closed to the outside world” and it is impossible to make private calls, the 

ISDN link cannot be considered as a free telephone. This means that it will not be liable to taxation.

In 1998, the value of a free telephone was set at DKK 3,000 per year, an amount applied

regardless of whether the employee has a private telephone as well. The employee can

however get this amount reduced by declaring the actual telephone bill for private use. (Thereduction is deducted by the employee on his/her tax return form under Personal Income).

Value of free telephone DKK 3,000

- private telephone bill (incl. line rental) DKK xx

________________________________________

Taxable amount DKK yy

The responsibility for the level of a teleworker’s taxation lies with the local tax-assessment authority.

The employer will be responsible for declaration of the free telephone and deduction of the

relevant taxes at source of the value.

In accordance with § 9, item 1 of the Tax Assessments Act, an employee can deduct work-related expenses from taxable income – but only to the extent that total expenses exceed DKK 4,000 per year (in 1998). The specification of work-related expenses can include deductions for the use of the teleworker’s private telephone for work, with the exception of the line rental fee.

Office equipment

Teleworkers will not be liable for tax on office equipment provided by the employer, as long

as such equipment is similar in appearance and function to that provided by the employer in the main office.

Miscellaneous

A special tax allowance limit for fringe benefits “that to a significant degree are provided in

direct relation to work” exists. The limit (as per 1998) is DKK 4,000 This can include

newspapers, food etc., but not telephone.

The use of the term “fringe benefits allowance” means that tax must be paid on all the benefits covered by the base amount if these have a total value that exceeds the allowance limit – i.e. should the value of the fringe benefits exceed DKK 4,000, then the total amount is liable for tax.

Under normal circumstances, it will be difficult for a teleworker to claim tax allowance for the use of the home for an "office". The expenses that come under this heading will include extra costs for electricity and heating. The tax authorities' attitude in this matter is very restrictive, as such expenditure is deemed to be strictly private and therefore not usually subject to tax allowance. If the employer contributes to such extra costs, that contribution will be subject to income tax.

Further information concerning taxation can be obtained from the relevant regional tax-assessment authority or tax offices.

2.2 Insurance and compensation rights in relation to

teleworking

Insurance and compensation rights will be the same for teleworking as for working at the

principal workplace. This entails that the legal status in the event of an accident will be

established based on:

· The state acting as the insurer

· Legal compensation rights

· The Industrial Injuries Liability Act

· Employer’s Liability under Danish Law 3-19-2

· The law as applied to insurance in the event of industrial injury

Teleworking can give rise to types of injuries and limitations that are different to those that

occur in traditional surroundings.

The self-insurance scheme means that for all cases of damage to property, the state will be covered, even though insurance for a given type of damage may be unusual (but not

impossible) to obtain for a private individual.

If items belonging to the employer within the teleworker’s home are damaged or stolen, the

teleworker or other persons can only be held liable in the event of gross misconduct or

neglect. 

If the employer’s equipment causes personal injury (excluding industrial injury) or damage to the employee’s property, the employer can only be held liable if he/she has acted negligently – e.g. when setting up the equipment. If the injury was unforeseeable, the employer cannot be held liable. Whether the employee is able to claim on his/her own insurance policy in the event of personal injury will depend on whether he/she has an accident insurance and in the event of material damage, on whether the employee has an insurance of goods and chattels.

As far as the employer’s liability under Danish Law 3-19-2 is concerned, the employer can be held liable for the employee’s actions leading to injury or damage only if those actions were performed “in the course of the execution of his/her work”.

The state also acts as self-insurer under the law on insurance against industrial injuries. The insurance covers the employee, but not his/her home. The law covers situations in which the behaviour of the injured party was governed by the terms or nature of his/her employment.

2.3. The working environment and configuration of the workplace at home

The Working Environment Act can in principle be deemed to apply to teleworking, which can mean for example, that the employer is liable for the tools used for the job and how the work is performed. According to the act, the employer is obliged to draw up an assessment of the workplace – which will also apply to work performed at home as teleworking.

However, teleworking will imply certain exceptions from the Working Environment Act, such as the rules on furnishing the teleworking ‘office’ and the rules on breaks and days off.

The Ministry of Labour's order on work performance will also apply to teleworking – this

includes rules on planning and organising the work in order to ensure that it is performed in a responsible manner.

Teleworking will on the other hand not be affected by the order governing the furnishing of a permanent workplace, which entails such aspects as sanitary facilities, a restroom, kitchen etc.

Working with a computer screen must be organised so that there are regular intervals of other work or breaks – this will also apply to teleworking.

The framework agreement states that the employer must pay for and install the equipment

necessary for the establishment of a teleworkplace at home, and the employer will also be

responsible for maintenance of the said equipment.

If the employee already has some of the equipment needed, then employer and employee can agree that it can be used for teleworking. Compensation for this can be agreed upon.

It is in the interests of both parties that health and safety in relation to the establishment of

teleworking are ensured, to prevent the employee suffering injury in connection with

teleworking.

Access to the home

According to § 76 of the Working Environment Act, the Danish Working Environment

Service is entitled to access to both public and private places of work to the extent deemed

necessary. The DWES’s right to inspect a workplace in the home is therefore no different than for the normal workplace.

As a rule, the employer is not entitled to access to a private home, but it may be necessary for the purposes of teleworking to address the question of to what extent the employer should be allowed access to a teleworking workplace.

Further details on legislation affecting the working environment can be obtained upon

application to the Directorate of the Danish Working Environment Service.

2.4. Rules and regulations on data protection and confidentiality

In most cases of teleworking, the employee will be able to access data held at the principal

workplace.

Teleworking is vulnerable in two areas: The sending of data out of the institution, and the fact that equipment located in the home of the teleworker will not be subject to the same degree of security as that located at the employer’s premises.

When a new teleworking site is being created, it is therefore important to ensure data security.

For computer databases maintained by the public authorities and that contain personal details, the data protection legislation lays down certain rules that will also apply to teleworking. For instance, a description (register) of the database’s structure and operation must be available, plus any necessary security measures to prevent the information stored being misused or revealed to non-authorised individuals.

The Data Protection Registrar enforces registration and compliance with the law and relevant regulations. This of course entails that the Registrar must have access in order to be able to check use of the data at the teleworking site.

The direct responsibility for establishment and maintenance of the rules and regulations on

data protection lies with the relevant authority. Before teleworking can commence, that

authority must ensure that the relevant rules have been elaborated and that they have been incorporated into the routine of the workplace. The teleworker’s responsibility lies in use of the database in accordance with the provisions defined in the rules and regulations.

When the employee is teleworking and comes into possession of sensitive information, the

usual rules defined in the Public Administration Act will apply. This entails that the

employee must maintain confidentiality when the information can be deemed to be sensitive or when it is necessary in general to protect it in order to safeguard public or private interests.

Further information concerning the data protection legislation can be obtained by contacting the Data Protection Registrar.

APPENDIX 1

CIRCULAR ON THE

FRAMEWORK AGREEMENT FOR TELEWORKING

The Ministry of Finance and central organisations have entered into the attached framework agreement for teleworking.

The framework agreement was devised as a result of the development of technology, which has made/making teleworking possible and subject to increasing interest. This is defined as a situation in which an employer can make use of new technology to allow work to be done at a site other than the traditional workplace.

The objective of the framework agreement is to facilitate the use of teleworking as an

instrument towards increased flexibility in work organisation and improved reconciliation of

working and family life.

The framework agreement will be completed by local and individual agreements.

Local agreements will be between the employing authority and the employee’s authorised

representative organisation.

Individual agreements will be between the employing authority and individual employees.

This circular takes effect as from 1st January 1998.

………..

The Ministry of Finance

Copenhagen, 29 th May 1998

Tina Krabbe

AGREEMENT ON TELEWORKING

Scope and definitions of the Agreement

§ 1. This Agreement will apply to civil servants and the like. It will also apply to personnel

covered by collective agreements and organisation-specific agreements entered into on the one side by, or upon the authority of, the Ministry of Finance and on the other by the the central organisations or organisations affiliated to them who become signatories.

Item 2. Teachers are exempted from the Agreement.

§ 2. The Agreement covers employees who in addition to having a fixed workplace at the

employing authority are furnished with a work station at home.

§ 3. Teleworking is work that can be performed remote from the normal workplace using a

PC, an electronic communication link or some other similar equipment provided by the

employer.

Item 2. The type of work that can be performed by teleworking must be of repetitive nature in order to be covered by the Agreement and can only be undertaken within a proportion of the agreed working hours.

Item 3. The Agreement does not include work performed at a remote posting or during

business travel.

Item 4. Teleworking does not include mobile work – i.e. work performed at shifting locations.

Wages and terms of employment – general

§ 4. Teleworking comes under the relevant rules and agreements for wages and terms of

employment, including working hours, with the provisos contained in § 5.

Working hours

§ 5. Subject to agreement between the employing authority and the employee’s authorised

representative organisation, deviations can be made from existing working time regulations whithin the framework of the relevant collective agreements.

Local agreements

§ 6. The framework agreement shall be completed by a local agreement between the

employing authority and the employee’s authorised representative organisation.

Item 2. Either party can terminate a local agreement with 3 months' notice up to the end of a calendar month, unless otherwise stipulated in the agreement. Local agreements shall however expire concurrent with the framework agreement.

The individual agreement

§ 7. Based on the local agreement, as per § 6, individual agreements are between the

employing authority and individual employees.

Item 2. Either party can terminate an individual agreement with 1 month’s notice up to the end of a calendar month, unless otherwise stipulated in the agreement. Individual agreements shall however expire concurrent with the framework agreement or earlier.

§ 8. Within the terms of § 7 of the individual agreement, provisions can be made for the

reimbursement of any supplementary costs incurred by the employee in the course of

teleworking.

Termination of the framework agreement

§ 9. The framework agreement is an experimental scheme that comes into effect on 1 st

January 1998 and expires 31 st March 2001.

Item 2. Agreements on teleworking made prior to the implementation of the framework

agreement will apply in accordance with their own content.

Item 3. Renegotiations can occur as a result of changes to the relevant legislation or major

technological changes.

Copenhagen, 19 th May 1998

Ministry of Finance

On behalf of the Ministry

Lone Retoft

The Association of Danish State 

Employees' Organisations 

Niels Juul E.B.

State Public Servants Trade Union

Tommy Agerskov Thomsen

The Danish Confederation of

Professional Associations

Svend M. Christensen

The Association of Danish

Teachers Organisations

Anni Herfort Andersen

The Association of Danish

Contractually Employees' Organisations

Finn Busse Jensen
4. Projects in Denmark 1996-2000 (examples)

PRIVATE
The National Board of Industrial Injuries 1996-1997

Under the Ministry of Social Affairs, the Board responsible for evaluating claims relating to industrial and workplace injuries initiated a telework scheme between 1996 and 1997 in order to assess technical, organisational and personnel (including family) issues. In a department of 24 employees, including case workers, medical specialists and support staff, about half were provided with a full home office, including ISDN connections and full office equipment and furniture in order to be able to work away from the office a couple of days a week. 

The trial coincided with a project to fully digitalise the department in which the employees work, including full scanning of all incoming mail and documents and a formal workflow system. The trial was unique, at least in Denmark, as it replicated full workplace functionality in the home in order for employees to carry out the whole range of tasks just as if they were in the office. The project has now been formally evaluated as successful and likely to be extended in the future. It clearly demonstrated Productivity improvements and increased employee and family satisfaction.

HK/Service in 1996

HK/Service (political branch in The Union of Commercial and Clerical Employees in Denmark (HK)) initiated a distancework-project in the spring 1996 an it was evaluated in the autum 1996: Two compangnies was involved, and to kind of telework was tested. One of the company, ATP, (Labour Market Supplementary Pensions Scheme – (ATP)) with 10 employees on different work-level and as part-time teleworker. Another case in the same project  was with one fuld-time teleworker in a public company.

Many of  the result is well-known. A collective agreement are necessary, telework should be volentary and only one or to times a week. Such as technical options, health and safety issues, tax-roles,  like insurance should be in order.

FARIN-projektet

HAVIT-projektet

Dansk Teknologisk Institut

Fremtidens Hus/hjem

ODIA-projektet 1998 - 2000
 

In maj 2000 the project, ODIA ”Qualification to distance-work” was ended. The project have been going on in one and a half year with nearly 80 distanceworkers in the region. The project created a guide-line (cook-book on distancework, a CD-rom and a video). The project have been supported from danish national funds, EU-commission (ADAPT-programme and The Commercial and Clerical Employees Union in Denmark (HK)). It was managing by to of HK local offices, HK-Vestlolland and HK-Maribo.

The ODIA-project is now followed up by a new project called ODIAL-project The projects concern telework. The players entreprises an employees from different places in the country – outside our country – they are working togehter. The project main-direction is to create a Hoffice-center(home-office center (telecottage))their can deliver different task at the distance or as an teleworker. An the compagny cant get the employees into a education-scheme as teleworkers.

ODIAL-projektet 2000-
.

ODIAL (Opkvalificering til Distance Arbejde for ledige og gennemføres i samarbejde med. Dansk Arbejdsgiverforening (lokalt9, IPR-Danmark, AF-Storstrøms Amt), HK-Midtlolland, HK Vestlolland.

The Ministery of Research and IT 1996/1997

In terms of telework potential, the Ministry for Research & IT recently commissioned a survey, which suggested that 250,000 employees (in all sectors) in Denmark could work from home two days or more a week. 

The National Transport Council 1996/1997

Another estimate, undertaken by the Transport Council, was more modest suggesting that between 56,000-211,000 employees will telecommute for 1-2 days a week. The Transport Council calculated that such a development would lead only to marginal reductions in total traffic movements. 

The Danish Board of Technology

The Danish Board of Technology aims to further the technology debate, assess technological impacts and options, and advise the Danish Parliament and the Government. The Danish Board of Technology is founded by law of 1. august 1995. 


Teleworking –project

- project info from the Danish Board of Technology 
Teleworking will in time change our view of what work is and about how work input is measured. It can have consequences for the whole way in which the Danish labour market is organised and regulated. 
In the short term there are apparently no major conflicts linked to the introduction of teleworking. There are many positive expectations with regard to the benefits which teleworking may offer society, businesses and the individual. But there is little precise knowledge to support these expectations. 

These were some of the conclusions of the consensus conference convened in Copenhagen by the Danish Board of Technology in the period 2-5 May. The purpose of the conference was to obtain suggestions on how we can use teleworking. At the conference, 13 citizens met with experts to assess and discuss future developments in this area. The passage of the project and its conclusions are described in more detail in the following pages.

Conference conclusions
Teleworking may possibly contribute to: 
- Increased decentralisation
- Environmental gains
- Cost savings and increased working efficiency
- An improved corporate culture and a family-friendly organisation of work 

However, it clearly emerged from the conference that none of these benefits will be an automatic result of our introducing more teleworking. Or in other words: 
It is illusory to believe that teleworking can be used as a lever to achieve a desired development whether in relation to traffic reduction, decentralisation, increased efficiency, or more family-friendly working conditions. If politicians and companies wish to achieve, for example, decentralisation with economic and social development in fringe areas, this will require deliberate planning based on trials with, among other things, teleworkingplaces. 
Similarly, if Denmark wishes to reduce the volume of traffic with perceptible environmental effect, we must not base this development on teleworking alone - but initiate planning which leads to changed traffic, occupational and settlement patterns, and use teleworking as a means in that connection. 
The question of whether teleworking will contribute to more employment was not answered at the conference. Positive expectations in this regard relate primarily to increased 

investment, growth and employment in the computer and telecoms sector if teleworking really takes hold. A Ministry of Research forecast of 250,000 teleworking jobs in Denmark in 10 years' time (compared with 9,000 at present) was met with some scepticism at the conference. 


None of the experts offered a prediction of what teleworking would mean for the overall employment situation. The lay panel, however, in its final document suggested that a growing freelance culture and an increasing internationalisation of the labour market could mean a burgeoning "grey" labour market with more moonlighting, and lost Danish competitiveness as a result. 

No. 4, July 1997 
Where regulation of the labour market is concerned, there are apparently no major conflicts linked to the introduction of teleworking. Both the lay panel and the experts were agreed on this at the conference. 
Many Danish companies are positive towards their employees' desire for teleworking, partly because satisfied employees mean increased production. However, expected reductions in costs are not the prime mover in this connection. 
Many employees want teleworking in order to obtain more flexible working hours which suit the needs of their families. It should be noted, however, that the positive experience of teleworking in Denmark principally emanates from relatively highly qualified employees who are used to organising their work themselves. 
It cannot therefore be stated generally that teleworking will in all cases be beneficial to corporate culture and employee satisfaction. It is not certain that low-qualified employees with work of a more routine and monotonous nature will view teleworking as an improvement. Many studies show namely that for this group the social togetherness of the workplace is the most important positive quality of their work. Where this group of employees is concerned, it is therefore particularly important to follow the general conference recommendation that teleworking should not exceed between one and three days a week and that it should be voluntary. 
The conference suggested that a handbook be prepared to give advice and guidance to companies wishing to introduce teleworking. Trials and experiences are currently in existence upon which such a handbook can be based. 

Project goal
In the autumn of 1996 the Danish Board of Technology initiated a project on teleworking in the future. The extent of teleworking is widely expected to increase in the years ahead, and in line with this development a growing number of employees and companies will be affected. Through this project therefore the Board wished to identify the attitude of ordinary people to this form of work organisation. What can teleworking be used for, and how should teleworking be organised? How can the advantages of introducing teleworking be achieved while at the same time avoiding the disadvantages?
The project placed particular focus on four areas in which teleworking is expected to contribute: 
- Increased decentralisation
- Environmental gains
- Cost savings and increased working efficiency
-An improved company culture and a family-friendly organisation of work. 

Specific aims of the project were to formulate recommendations concerning the form of social regulation necessary to ensure a beneficial development process, and to assess which bodies are best suited to exercise this regulation; government, parliament, labour market organisations or local authorities. 

Methodology
The project was implemented as a consensus conference. At consensus conferences organised by the Board of Technology a group of laymen is given the opportunity to question experts and to assess independently a particular technological development. A "consensus" in this context means that the laymen must reach agreement on the conference questions and conclusions, and this agreement must be created via discussion and not on the basis of a vote. 
The 13 representatives of the lay panel were chosen from among 2000 individuals selected at random from the register of persons at the Ministry of the Interior. The individuals selected, who were all in the 20 to 65 age group, were then invited to participate in the Board of Technology's Consensus Conference on Teleworking. 
A total of 115 expressed interest in taking part and sent letters containing personal details and their immediate thoughts on the subject. Against this background the lay panel was constituted on the basis of a broad representation of age, sex, occupation, residence, etc. 

What is teleworking?
The work of the lay panel took its point of departure in the following definition of teleworking: 
"Work in which an individual is for considerable periods of time physically distanced from, and in electronic communication with, the place, the customer or the organisation to which their work effort is directed". 

Assessments of the experts
At the consensus conference on 2 - 5 May the experts were fundamentally agreed that teleworking was not only attributable to new technological possibilities, but strongly linked to a more general development of the labour market; a development which, among other things, is moving in the direction of increased use of project organisation, less hierarchical structures, and contract remuneration - and hence more fluid boundaries between work and leisure. Several of the experts indicated that the labour market of the future would be characterised by flexibility both in the organisation of work and in the actual conditions of employment. These experts also indicated that they considered such a development of the labour market to be inevitable. Particularly as the international development in business administration is moving in that direction and it will be difficult for Danish companies to isolate themselves from these trends. 
However, the experts were disagreed on how quickly this development will come to pass. It is estimated that at present there are around 9,000 teleworkers in Denmark. The Ministry of Research and Information Technology believes that it is realistic to envisage the existence of around 250,000 teleworkers in Denmark within 10 years. However, this figure was described by researcher Lars Qvortrup as being some way above other existing estimates, which indicate between 60,000 and 210,000 potential teleworkers. 
The invited labour market organisations, companies and ministries were agreed that in conjunction with the growth in teleworking new regulations will only be required in a few areas, principally those of taxation, working environment, and industrial injuries. The framework for the teleworker's conditions of employment on the other hand would best be drafted by the parties in the labour market, whereafter this framework could be fleshed out locally at the individual company. This uncomplicated introduction of teleworking is possible by virtue of the Danish tradition for a fully regulated labour market and for peaceful co-operation between the labour market parties. The labour market organisations anticipate the continued survival of "the Danish model" since the impetus in the present development is the desire of employees for between one and three days' teleworking a week, and not a requirement or pressure from the enterprise. However, neither employer organisations nor enterprises could exclude the possibility that teleworking might in time become a requirement from the employer at the time of recruitment. 
However, the experts were less united on who will be the teleworkers of tomorrow. Several experts in the field of social sciences pointed out that a difference exists between the teleworking of highly qualified and low-qualified employees. For the highly qualified employee accustomed to independent and self-developmental work the possibility of teleworking can be used to give a more flexible working life with increased self-determination. For the low-qualified individual with work of a more routine nature it is to a greater extent the social togetherness of the workplace which provides the work motivation, but it is precisely this social togetherness which will be reduced as a result of teleworking. The experts therefore warned against individuals being pressurised into teleworking against their will. 
Motives for teleworking also differ between men and women. The men often use the flexibility gained from teleworking to work more, while the women to a greater extent spend more time on family life. The problem is that at present, discussion of the potential of teleworking mostly revolves around the highly qualified group. This may be attributable to a shortage of feedback relating to teleworkers engaged in more routine jobs. Anthropologist Bodil Bjerring therefore dubbed the current picture of the teleworker as "the vision of the highly qualified male" , a vision which cannot be applied directly to the rest of the work force. 
The clearest message from the experts was that introduction of teleworking would not immediately have any environmental benefit in the form of reduced transport to and from work. The Danish Transport Council pointed out that teleworking could at most contribute to a reduction in the overall transport to and from work of between 0.5 and 3.5%. Conversely, teleworking could lead to increased transport if it results in the teleworker moving further away from the employing enterprise, or if the teleworker increases his transport in connection with shopping and recreational activities. 

Final document of the lay panel
In its final document the lay panel shares the belief of the experts that "the Danish labour-market model", combined with local strategies within enterprises will be able to solve many of the problems arising in conjunction with the introduction of teleworking. Among other things, this model will enable the extent of teleworking to be regulated, and also ensure clear job definitions and to some extent supplementary training of teleworkers. The lay panel also concurs with the recommendation of the experts that employees should be limited to a maximum of between one and three days' teleworking a week. In the assessment of the panel, however, teleworking will encourage a trend towards increased change of status from employment to freelancing. The panel found the experts unable to elucidate whether and how pay and working hours might be regulated in this situation. The panel points out that a growing number of freelance teleworkers with loose and/or changing workplace affiliations might mean a weakening of the trade union organisations as we know them today. At the end of the day this could lead to a collapse of the Danish model. 
The lay panel believes that the possibility of teleworking could have an unfortunate influence, also with regard to the extent of moonlighting. The panel points out that it might be difficult for the tax authorities to check who does teleworking. Among other things, the panel envisages that persons on transfer incomes, children and illegal immigrants might do office work as moonlight teleworking with no possibility for checking by the Danish authorities. Furthermore, the panel believes that the international nature of teleworking might mean the loss abroad of certain types of Danish jobs. The panel therefore recommends that the effect of teleworking on these areas be investigated and that both Danish and international regulations be studied with a view to finding means to combat such a development. 
The lay panel considers that teleworking would be advantageous for a number of groups in the labour market. In the case of elderly employees, for example, teleworking would facilitate a more gradual withdrawal from the labour market. And teleworking would give families with children an opportunity of more flexible working hours, which would enable parents to spend more time together with their children. However, the panel fears that a flexible teleworker will also be a stressed teleworker, as responsibility for the interaction between work and family life will lie solely with the individual concerned. If the possibility for teleworking is to be utilised to give families with children a wider choice of options, the flexibility of the teleworker must be mirrored by a flexibility on the part of the community at large. Among other things, the panel believes that teleworking should be possible in conjunction with pregnancy and maternity, and that day-care institutions should arrange their opening times in such a way as to give the teleworker access to child care outside normal office hours. 
At the end of the day more teleworkers will, in the assessment of the panel, also mean more life in local residential areas. Among other things, the panel believes that this development could lead to a "reversed urbanisation" in which employees, companies and government bodies would all find it easier to locate outside urban areas. The panel finds that such a development holds out a number of possibilities, including decentralisation of political decision-making processes so that decisions are to a greater extent taken closer to those affected. The panel strongly recommends that ways of realising these possibilities be examined in practice. The panel also believes that consideration should be given in regional development to an increased number of teleworkers, including many freelancers, and their need to have the necessary technical equipment within reach. The panel therefore finds that regional and local authorities might usefully establish local "tele-rooms", for example in conjunction with libraries, where some of the service needs of teleworkers might be provided. 
The lay panel also suggests that the Danish education system should give increased focus to teleworking qualifications. However, the panel considers it essential that such qualifications should not be purely of a technical nature. Where the teleworker is concerned it is important not only to be able to handle the new information techno-logy, but equally important to be able to find and process information and to work independently. The type of teleworking should therefore be integrated to a greater extent in the training process. At the same time the competence development of the fully-trained teleworker should be safeguarded to ensure that the qualifications acquired do not become "degraded". This should be achieved partly through free access to supplementary training, and partly through establishment of a fixed meeting structure in the workplace, which will ensure that the teleworker shares in the exchange and accumulation of knowledge which takes place at work. 
The lay panel was agreed with the experts that the development towards a more flexible labour market is already under way. Accordingly, in its final document the panel stressed the need for a handbook to be prepared as soon as possible for private and public enterprises wishing to introduce teleworking. This handbook should first and foremost combine existing experience of teleworking and provide guidance on potential pitfalls in conjunction with its introduction. The panel recommends that the preparation of such a handbook be undertaken by the Ministry of Research and Information Technology. 

Further information
The report of the Danish Board of Techno-logy on the teleworking project contain, among other things, the statements of all the experts present at the conference together with the final document of the lay panel. The report is only available in danish, but the final document of the lay panel is published in english. 
The Board has also published a guide containing, among other things, a list of possible lecturers on teleworking (in danish). The final document can be obtained from the Danish Board of Technology by phoning (+45) 33 32 05 03. 


By: Ida-E. Andersen and Camilla Hutters, Secretariat of the Danish Board of Technology 

Lay panel
Birgit Kornum, 34 years, senior clerk Marketing, Høje Tåstrup
Claus Kristiansen, 26 years, bank assistant, Aarhus
Tine Laursen, 26 years, legal secretary, Odense
Morten Toft, 38 years, sales manager, Randers
Betina Thomsen, 26 years, physiotherapist, Aalborg
Christen Filskov, 63 years, retired deputy inspector of customs, Holstebro
Allan Troels-Smith, manager, M.Sc. (Political Science), Fredensborg
Poul Erik Bjerg, farmer, Brønderslev
Krister Stærk Larsen, 25 years, student at teacher training college
Barbara Rovsing Olsen, 41 years, librarian, Frederiksberg
Anders Buch, 34 years, chief consultant, Roskilde
Inge-Lise Erland, 59 years, personnel secretary, Ebeltoft
Kirsten Bøge Pedersen, 60 years, senior assistant, Ballerup 

Expert panel
Michael Karvø, head of section, Ministry of Research and Information Technology
Lars Qvortrup, professor, Aalborg University
Eva Bjerrum, project manager, Tele Danmark Development Section
Mogens Agervold, associate professor, M.Sc. (Psych.) Aarhus University
Kresten Storgaard, senior researcher, M.A. (Sociology), Danish Building Research Institute
Jørn Husteds Madsen, chief executive, Ravnsborg Local Authority
Susanne Krawack, acting head of secretariat, Transport Council
Ole Jørgensen, marketing manager, NCR Danmark A/S
Birgitte Svendsen, head of section, M.A. (Law), National Board of Industrial Injuries
Tom Togsverd, vice president, Ph.D., Tele Danmark
Bodil Bjerring, associate professor, anthropologist, Aalborg University
Ole Grünbaum, journalist, Jyllands-Posten
Bente Elkjær, associate professor, Copenhagen Business School
Pia Carlé, consultant, attorney-at-law, Confederation of Danish Industries
Markus Bjørn Kraft, chief consultant, Danish Commerce and Services
Sine Sunesen, president of the Collective Agreement Association, Danish Lawyers' and Economists' Association, senior clerk, M.A. (Law)
Leif Limkilde Bloch, consultant, Union of Commercial and Clerical Employees in Denmark 

Planning group
Eva Bjerrum, project manager, Tele Danmark Development
Ole Jørgensen, marketing manager, NCR Danmark A/S
Steen Bengtson, consultant, Danish Confederation of Trade Unions
Markus Bjørn Kraft, consultant, Danish Employers' Confederation
Michael Karvøe, head of section, Ministry of Research and Information Technology
Sanne Ipsen, consultant, CASA
Leif Limkilde Bloch, consultant, Union of Commercial and Clerical Employees in Denmark
Bo Carstens, head of R&D, Danish Lawyers' and Economists' Association
Ida-E. Andersen, project manager, Danish Board of Technology

5. Publications 1996 - 2000

Publications from Denmark – fews are in english

Det Digitale Danmark, HK´s holdninger og visioner, 

HK, april 2000

Elektronisk handel – Nye udfordringer til fagbevægelsen, 

LO, april 2000 http://www.lo.dk  ”English”
Sprogteknologi for alle - konference

Sprogteknologisk Forum, HK, april 2000

Fremtidens arbejdsmarked med særlig fokus på HK/Service.

Udarbejdet af Arbejderbevægelsens Erhvervsråd for HK/Service, 

HK/Service, januar 2000

Slutdokument fra konferencen ”Virksomheder under forandring”, 11. oktober 1999 i Øsknehallen, 

Arbejdsministeriet januar 2000

Omstilling til netværkssamfundet, IT- og telepolitisk redegørelse til Folketinget, Forskningsministeriet, januar 2000 

Effekten af HjemmePCordninger i Danmark, 

Et bredt kompetenceløft med samfundsmæssige gevinster,

Forskningsministeriet, LO, november 1999

IDC Special rapport: Effekten af hjemme-PC-ordninger i Danmark,

Anders Elbæk, Per Andersen & Gitte Schneidelbach, IDC, november 1999

Det Digitale Danmark – omstilling til netværkssamfundet, 

Forskningsministeriet, november 1999

[Download – EN] http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=23026 

http://www.detdigitaledanmark.dk/english/
Bilag – Det Digitale Danmark – omstilling til netværkssamfundet, Forskningsministeriet, November 1999

CD-ROM, Det Digitale Danmark, 

Forskningsministeriet, november 1999

Elektronisk Handel – kom godt i gang, en guide for mindre og mellemstore virksomheder, 

HK, november 1999

[Download – DK] http://www.hkdigital.dk
IT-konference om Det Digitale Danmark, 

konferencerapport, november 1999

The Development Telework – Telework ´99

Danish Trade Union Confederation of Trade Unions, september 1999

http://www.lo.dk/view.asp?categoryID=445
Arbejdsmiljø på distancen
Guide til hjemmebaseret telearbejde og det psykosociale arbejdsmiljø. Ålborg Universitet 1999 http://geocities.com/telearbejde/uddrag.htm
Framework Agreement on Teleworking/homeworking for employees in county boroughes and municipalities in Denmark, 

KTO, 1999

http://www.kto.dk

Telearbejde fra fremtidsvisioner til frynsegode
Et speciale af Troels Andersen, Inst for Statskundskab Københavns Universitet, maj 1999


Guidelines for Teleworking in the danish state, 
Finansministeriet may 1999 (20. maj 1999) 
http://www.fm.dk/udgivelser/publikationer/vejl_distance1999/index.htm 

Det Digitale Danmark

Et debatoplæg om informations- og kommunikationsteknologi,

HK, maj 1999

Freelancer HK Håndbog
HK/Danmark Udviklingsafdelingen, januar 1999
Http://www.freelancer.dk

Distancearbejde et casestudie
Transportrådets notat 94-04, juli 1998
Http://www.t-raadet.dk

På job - hjemme
John Peters, Fremad, juli 1998

HK/STAT i Danmark - tema Distancearbejde i Staten
Nyhedsbrev nr. 2, juli 1998

Http://www.hkstat.dk

Vejledning om distancearbejde
Finansministeriet juni 1998
http://www.fm.dk/udgivelser/publikationer/distarbst/main.html
HK'erne og Distancearbejde i Staten - HK/STAT's anbefalinger
HK/STAT i Danmark, maj 1998
Http://www.hkstat.dk

Telearbejde - tema
Samfundsøkonomen, Djøf, Marts 2/1998
Http://www.djoef.dk

Telearbejde
Teknisk Landsforbund, Januar 1998
Http://www.tl.dk

Telearbejde, 
Dansk Arbejdsgiverforening, DA, november 1997
Http://www.da.dk

Notat om telearbejde, 
Lars Qvortrup, LO, november 1997
http://www.lo.dk

Det udviklende telearbejde, 
Landsorganisationen i Danmark, LO, november 1997
Http://www.lo.dk

Projekt FARIN II (Familie ARbejde INformationsteknologi)
Distancearbejde i praksis. 
Erfaringer fra 10 distancearbejdspladser i Sydsjælland. 
Region Sydsjælland og Møn, November 1997


Handlingsprogram 1997-2001

HK/DANMARK, 1997


Bornholm på Nettet, 
Bornholms Teknologiske Udvikling 5/1997, Kresten Storgaard m.fl.

IT-initiativer på Bornholm, 
Bornholms Teknologiske Udvikling 6/1997, Kresten Storgaard m.fl.

Hjem til arbejde
- telearbejde i kommunerne, udgivet af Kommunernes Landsforening
og Kommunale Tjenestemænd og Overenskomstansatte, 1997
http://www.kl.dk

Rammeaftale om tele- og hjemmearbejde 
med tilhørende vejledning pr. 1. april 1997, 
med KTO`s kommentarer, juni 1997 
http://www.kto.dk

Før du siger ja, vejledning til rammeaftale om distancearbejde, 
Finansforbundet juli 1997
http://www.finansforbundet.dk

Hjemmearbejde, telearbejde, distancearbejde. 
Rapport fra adhoc-gruppen om hjemmearbejde CO-industri, juni 1997
Http://www.co-industri.dk

En arbejdsplads i Danmark. 
Andersen Management International A/S juni 1997.
Ekstern evaluering af pilotforsøg med hjemmearbejdspladser hos 
Arbejdsskadestyrelsen 
http://www.ask.dk
Sæt turbo på omstilling, 

HK´s IT-konference den 28. maj 1997, 

en konference-rapport, 1997


Distancearbejde og teleindkøb - konsekvenser for transporten. 
PLS-Consult A/S, Center for Tele-Information, DTU institut for teoretisk og 
anvendt informatik, Danmarks miljøundersøgelser.
Transportrådet, notat nr. 96 .09. December 1996
http://www.t-raadet.dk
Distancearbejde og IT – rammeaftale-katalog I

December 1996, Leif Limkilde Bloch, HK

Distancearbejde og IT – rammeaftale-katalog II

December, 1996, Leif Limkilde Bloch, HK

http://www.hk.dk

Fagforeninger og telearbejde. 
FIET-rapport, (c) Andrew Bibby
Oversat til dansk af HK, september 1996 

Distancearbejde, 
Finanssektorens Arbejdsgiverforening, 

Nina Christoffersen august 1996.

http://www.fanet.dk

Det angår os alle, Virksomhedernes sociale engagement
Småbørnsfamilierne i "Det 5. samfund" FARIN-projekt, 
(Familie, Arbejde, og Informationsteknologi)
Erling Elbom og Jørgen Stourup
Region Sydsjælland & Møn, august 1996,


Analyse af den potientielle udbredelse af hjemmebaseret 
telearbejde i Danmark. 
Andersen Management International A/S, januar 1997, for Forskningsministeriet 

http://www.fsk.dk/fsk/publ/1997/telearb/ 


Distancearbejde - et praktisk forsøg, 
HK/Service, Erfaringsopsamling til HK/SERVICE´s sektorkongres 1996
http://www.hkservice.dk

Distancearbejde - fordele og ulemper ved hjemmearbejdspladser, 
HK, Helle Jørgensen, Leif Limkilde, august 1996 
http://www.hk.dk
Distancearbejde – fordele og ulemper ved hjemmearbejdspladser

Februar 1996, Leif Limkilde Bloch, HK

http://www.hk.dk
Når arbejdet flytter hjem – myter og realiteter

August 1995, Leif Limkilde Bloch, HK

http://www.hk.dk
Note: The http:// adresses only refered to the organisation/persons where it is published

� ) [Report: Info-samfundet år 2000, Forskningsministeriet oktober 1994]


[Download – EN] � HYPERLINK http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=11005 ��http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=11005�





� ) [Report: ”Fra vision til handling, Forskningsministeriet, marts 1996” ]


[Download – EN ] � HYPERLINK http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=16446 ��http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=16446�





� ) [Report ”Når arbejdet flytter hjem – myter og realiteter, august 1995, Leif Limkilde Bloch, HK”] [Hardcopy – DK]





� ) HK/Service – sektorblad – december 1995 [Hardcopy – DK]


� ) [Project: Telearbejde og menneskelige ressourcer i arbejdslivet, december 1995] [Hardcopy – DK]





� ) Deltagerne på Trepartsmødet den 2. februar 1996 er enige om følgende slutdokument, 2. februar 1996 [Hardcopy – DK]





� ) Trepartsmødet om INFO-samfundet, den 2. februar i Folketinget, HK, 2. februar 1996 [Hardcopy – DK]


� ) Kommissorium for gruppen [Hardcopy – DK]


� ) [Report: ”Informationssamfundets betydning for jobindhold og arbejdets organisering”-februar 1998.] [Download – DK] � HYPERLINK http://www.am.dk/publikationer/infop/infop_0.htm ��http://www.am.dk/publikationer/infop/infop_0.htm� 





� ) HK`s høringssvar vedrørende info-samfundet år 2000, 2. februar 1996 [Hardcopy – DK]


�) Kommissorium for arbejdsgruppen om den 3. gruppe, Arbejdsministeriet, 26. april 2000 [Hardcopy –DK]


� ) [Report: Distancearbejde – fordele og ulemper, notat, februar 1996, Leif Limkilde Bloch] [Hardcopy – DK] 


� ) [Report: Telework, FIET, august 1996, Andrew Bibby [Download – EN (Andrew Bibby]


� ) [Pamphlet: ”Distancearbejdspladser – fordele og ulemper ved hjemmearbejdspladser, HK, august  1996”].[Hardcopy - DK]








� ) [Report: Analyse af den pontentielle udbredelse af hjemmebaseret i Danmark, Forskningsministeriet, februar 1997]


[Download-DK] � HYPERLINK http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=2849 ��http://www.fsk.dk/cgi-bin/doc-show.cgi?doc_id=2849�





�) [Report: Distancearbejde og teleindkøb – konsekvenser for transporten, Transportrådet, notat nr. 96-09. december 1996]
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