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1. Introduction

A I M ,  TA R G E T  G R O U P  A N D  CO N T E N T  O F  T H E  G U I D E

We address this guide to employers and employees in the metal industry in a broad sense, including in particular:

• steelmaking;

• foundry;

• manufacture of metal components;

• manufacture of machinery and equipment (machine tools, agricultural machinery, turbines, pumps, ma-
chine parts, etc.);

• automotive industry.

This guide aims to help companies implement the European Green Deal adopted by the European Union in a way that 
considers the rights and protection of workers’ interests and, in this way, makes a just transition to a climate-neutral 
economy.

In Chapter 1, we explain what the idea of the European Green Deal is about, what the green transition in the industry 
will entail and what impact it will have on the labour market, as well as what its just implementation consists of.

In Chapter 2, we analyse the assumptions and solutions of the European Green Deal that are relevant for the green 
transformation in the industry and relate to energy efficiency, energy transition, the transition to a circular economy 
and pollution prevention, the transition to climate-neutral production technologies and the adaptation of the activi-
ties of transport-related industries to low-carbon mobility targets. We also indicate what measures companies need 
to take in each area and analyse the challenges for the industry in implementing the European Green Deal.

This chapter lists the most important EU strategies, plans and legislation. In the electronic version of the handbook, 
we have included active links to the source documents where readers can find detailed information. We invite you to 
read these documents and keep up to date on the status of work related to the European Green Deal on the European 
Commission’s website.

In Chapter 3, we look at examples of solutions that can be applied by companies in the metal sector in the frame-
work of the implementation of the European Green Deal. They are characterised by a varying threshold of difficulty 
of implementation. In this chapter, we also indicate which changes of importance for employees can be associated 
with introducing solutions implementing the European Green Deal and ways to mitigate possible negative effects in 
this area.

In Chapter 4, we look at the process of planning and implementing the green transformation in the company itself. In 
the first part, we discuss the principles of the planning process. These provide an orientation for the employer and, 
simultaneously, a tool for the employees with demands on the employer. Then we analyse the step-by-step process 
of ecological transformation – from the initial phase through planning, implementation and monitoring to evaluation 
– including employee participation and its recommended forms at each stage.

The next two chapters are devoted to a detailed analysis of employee participation in the green transition process. In 
chapter 5, readers will find a brief description of workers’ participation rights, as guaranteed by European legislation; 
the role that workers’ organisations can and should play in the greening transformation at the company level, as 
recommended by the ETUC; and the basic forms of participation.
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In Chapter 6, we present a plan for involving employees in the implementation of the objectives of the European 
Green Deal at the company level. We explain why employees should be involved in the planning and implementing of 
the green transformation and list the steps leading to it, i.e. what employees should strive for. We then indicate which 
activities employees can and should be involved in and what forms their involvement should take.

Finally, Chapter 7 discusses mechanisms for monitoring the greening process and evaluating its results. It contains 
a set of tools that can be used for this purpose: an evaluation scheme and a list of indicators to assess the implemen-
tation of the European Green Deal in three dimensions: ecological-climatic, social (employee-related) and process 
quality and employee involvement.

We also insist on consulting the training modules on the European Green Deal developed within the framework of the 
“Let’s Get Green” project, available at http://startandgo-ewc.com/coursesslect, which are an essential complement 
to this guide.

T H E  E U R O P E A N  G R E E N  D E A L  A N D  I T S  CO N T E X T

Climate change is a fact and a global threat to economies and societies. Therefore, perhaps the most important con-
temporary challenge is to mitigate climate change and, at the same time, to increase resilience to its effects.

The International Labour Organisation indicates that by 2030 we will lose 2.2 per cent of the world’s total working 
hours each year – equivalent to the productivity of 80 million full-time jobs – because higher temperatures will make 
work impossible or force workers to work more slowly. At the same time, up to 1.2 billion jobs (40%) worldwide de-
pend on a healthy and stable environment1.

The European Union’s response to this challenge and its commitments under the Paris Agreement adopted at the UN 
Climate Summit in 2015 is the European Green Deal.

The European Green Deal is a growth strategy to achieve climate neutrality in EU countries by 2050, which simulta-
neously decouples economic growth from resource consumption. The objectives of the European Green Deal are 
to ensure that the EU economy remains competitive in the long term and that no individual or region is left behind.

The European Green Deal aims to reduce greenhouse gas emissions from energy, transport, industry and agriculture 
and to increase the sequestration of gases from the atmosphere by forests and soils (among other things, by expand-
ing the network of protected areas, restoring ecosystems and natural forest resources and limiting the use of forest 
biomass for energy purposes).

The EU’s climate neutrality objective is binding on Member States under the European Climate Legislation Regulation. 
States are obliged to take measures to achieve this goal, and the regulation indicates that this must be done fairly and 
mutually supportive.

1  ILO (2019)

http://startandgo-ewc.com/coursesslect
https://eur-lex.europa.eu/legal-content/ES/TXT/?uri=CELEX:32021R1119
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The pursuit of climate neutrality has set the course for European policy for many years. It makes policy predictable, 
which is crucial for investors and businesses.

By 2030, the European Union must achieve at least a 55% reduction in net greenhouse gas (GHG) emissions compared 
to 1990 levels. This intermediate target is also enshrined in the Climate Law. The law also sets out how the 2040 target 
will be set. The regulation also provides for the following:

• the alignment of all EU policies with the climate objectives, and 

• the development of sectoral roadmaps with individual industries, i.e. pathways to climate neutrality in par-
ticular economic sectors.

The European Green Deal is implemented through a package of changes to EU policies and legislation and new initia-
tives, known as “Fit for 55”, and through the funding scheme adopted under the European Green Deal and Just Tran-
sition Investment Plan (EGDIP), which aims to raise EUR 1 billion for investments related to the European Green Deal.

Achieving climate neutrality requires a drastic reduction of greenhouse gas emissions, mainly CO2, thus decarbonising 
the economy. The most important source of human-related CO2 emissions is fossil fuel combustion. In 2019, the EU 
economy’s dependence on imports of hard coal was 70%, natural gas 90% and oil 97%, and the value of imports of these 
fuels reached 363 billion euros, equivalent to 2.6% of European GDP, or the cost of more than 9 million jobs in Europe2.

Given the global energy market disruption caused by the Russian invasion of Ukraine, the European Commission 
adopted the REPowerEU Plan in May 2022. It envisages accelerating the energy transition and becoming independ-
ent from Russian fossil fuels. This will be achieved by saving energy, diversifying the energy supply and accelerating 
the introduction of renewable energies to replace fossil fuels in households, industry and power generation. This 
implies an acceleration of the measures implemented under the European Green Deal.

 
D I R E C T I O N S  F O R  A   G R E E N  T R A N S F O R M AT I O N  O F  I N D U S T R Y

The objectives of the European Green Deal are to be achieved, among other things, through a green transformation 
of industry, which in the metal sector means:

• increasing the energy efficiency of processes and products;

• use of energy from low-carbon sources;

• the transition from a linear management model (dig, make, use, dispose) to a circular economy (efficient use 
and continuous renewal of resources);

• a transition towards climate-neutral production technologies, especially in energy-intensive sectors;

and in the case of transport-related industries, such as the automotive industry:

• adaptation of activities to develop smart, environmentally and climate-friendly mobility.

The European Industrial Strategy foresees a twin transition of industry, i.e. linking the green transition with the 
digital transformation. This will facilitate the achievement of the objectives of the European Green Deal and, at the 
same time, the competitiveness of European industry in the era of the digitisation-related Industrial Revolution 4.0. 
The digital transformation is expected to contribute to decarbonisation and the transition to a circular economy, sup-
porting productivity and equipping workers with new skills.

2 Eurostat data quoted from:  
https://www.eeas.europa.eu/eeas/energy-prices-european-green-deal-and-eu-foreign-and-security-policy_en

https://www.consilium.europa.eu/en/policies/green-deal/fit-for-55-the-eu-plan-for-a-green-transition/
https://ec.europa.eu/commission/presscorner/detail/en/qanda_20_24
https://ec.europa.eu/commission/presscorner/detail/en/qanda_20_24
https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:52022DC0230
https://ec.europa.eu/info/strategy/priorities-2019-2024/europe-fit-digital-age/european-industrial-strategy_en
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I M PAC T  O F  T H E  T R A N S I T I O N  O N  T H E  L A B O U R  M A R K E T

The transition to a decarbonised, energy and the resource-efficient economy is a major challenge, requiring, among 
other things, far-reaching industrial transformation and technological change, as well as a radical shift in production 
and consumption patterns. At the same time, the transition brings many benefits: an improvement of the environ-
ment (and thus of living conditions) and reduced pressure on its resources, greater energy and raw material inde-
pendence, and an opportunity to develop Europe’s technological innovation and know-how. The transition process 
requires a stable public policy framework. The ETUC points out that they are also essential if jobs are to be created 
and preserved in the process3. This framework for the coming decades is provided by the European Green Deal. They 
facilitate the anticipation of trends, the adequate preparation of workers for changes in the labour market, and the 
opportunity for trade unions to participate in climate policy-making.

As a result of the green transformation of the economy, some jobs will be lost, but others will be created in their place, 
and new occupations will emerge, requiring new skills and competences. New jobs will be linked to investments in 
renewable energy and energy efficiency. They will be created in manufacturing, engineering, transport equipment 
manufacturing, utilities, construction and related supply chains. As a result, there will be an increase in the number 
of high-skilled jobs and an increase in demand for medium and low-skilled jobs that may involve poorer conditions or 
higher health and safety risks (e.g. in recycling).

Across the European Union, it is estimated that measures leading to a 55% reduction in EU greenhouse gas emissions 
by 2030 could lead to a net increase in the number of jobs of up to 884,000. Moreover, if all countries stick to their 
climate indicators, the implementation of the “Fit for 55” package could increase employment in energy-intensive 
industries, such as ferrous metals, by 7%4.

 
 
H O W  TO  E N S U R E  A   J U S T  T R A N S I T I O N

The European Green Deal’s objectives must be implemented to ensure a just transition to a climate-neutral economy. 
The principles of a just transition5 are:

• actively promote decarbonisation (delaying decarbonisation is not fair);

• avoid carbon lock-in, i.e. decisions that limit future emission reduction opportunities;

• support regions affected by the transition;

• support workers, their families and the wider community affected by plant closures or downsizing  
of operations;

• remedy environmental damage and ensure that the associated costs are not shifted from the private  
to the public sector (polluter pays principle);

• address economic and social inequalities;

• ensure an inclusive and transparent transition process.

3 ETUC (2018)
4 Asikainen, T. et al (2021)
5 Atteridge, A., C. Strambo (2020)
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2. The European Green Deal in industry

A R E A S  A N D  TO O L S  F O R  T H E  I M P L E M E N TAT I O N  
O F  T H E  E U R O P E A N  G R E E N  D E A L

A horizontal tool to support the reduction of CO2 emissions from industry in the European Union is the Emissions 
Trading Scheme (ETS), a CO2 emission allowance trading scheme covering energy and industry that is to be extended 
to transport and construction.

The following discusses the elements of the European Green Deal that relate to specific areas of the ecological transi-
tion in industry and indicates the types of measures that companies can and should take (detailed examples are given 
in Chapter 3).

1. Energy efficiency

Targets for the EU: economy-wide 36% reduction in final energy consumption by 2030; 39% reduction in primary 
energy consumption compared to projections for 2020, corresponding to a 9% increase in energy efficiency according 
to the new methodology. RePOWEREU proposes to increase this target to 13%. The target for each country: 1.5% of 
energy saved across the economy. RePOWEREU proposes to increase this target to 2%.

The European Green Deal emphasises increasing energy efficiency in energy-intensive sectors: energy, manufacturing 
(including metallurgy) and construction.

Energy-intensive industrial processes involve high energy use, which results in high costs. In the framework of the 
European Green Deal, the EU supports the development of new energy-efficient technologies.

The EU promotes energy-efficient products through a mandatory labelling scheme (which will not only address the 
energy aspect and will cover the widest possible range of products – see para. 3 below).

Metal companies can improve their energy efficiency by optimising the production process, energy recovery, using 
energy-efficient technologies and equipment, and improving the energy efficiency of technical and non-technical 
infrastructure (buildings, piping). Companies can contribute to reducing final energy consumption by producing en-
ergy-efficient products.

2.  Energy transition: transition to low-carbon energy sources

Targets for the EU: 
economy-wide: increase the share of renewable energy to 40%, with RePOWEREU proposing an increase to 45%;
in buildings: 49% share of RES by 2030; 1.1% increase of RES share per year (for heating and cooling); (indicative) 2.1% 
increase of RES and waste heat and cooling per year in municipal buildings;
in the industry: 1.1% increase of RES use per year; 50% of hydrogen used in industry, irrespective of its purpose, must 
be produced from renewable energy sources.
Fuels used in all sectors (not only transport) will be certified and traceable.
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To meet the demand for clean energy, the European Green Deal foresees an increase in the capacity of renewable 
energies and their integration into the energy system. To this end, it supports the development of smart grids, the 
modernisation of energy networks and the increase of large energy storage capacity, as well as new directions: the 
use of renewable hydrogen and the development of hydrogen6. infrastructures and their integration into existing 
networks, as well as the development of offshore electricity grids.

According to the hydrogen strategy, the installed capacity of electrolysers for hydrogen production is expected to 
reach at least 40 GW between 2024 and 2030. Renewable hydrogen will become part of an integrated energy system 
and therefore be available for the steel industry and transport by truck, rail and sea. Hydrogen will be produced close 
to the user or from renewable energy sources. Between 2030 and 2050, renewable hydrogen generation technologies 
should be ready for large-scale deployment where other solutions are less viable or more expensive.

Companies should seek to decarbonise the energy sources they use, i.e. increase the share of renewables, which will 
be widely available thanks to the European Green Deal. They should also explore the possibility of using waste heat 
from industrial processes to heat buildings in local utility networks.

 
3.  Transition to a circular economy and pollution prevention

EU-wide targets:
by 2050, reduce pollution to a level that is not considered harmful to health and natural ecosystems and does not 
exceed the planet’s capacity to cope with pollution; 
by 2030, a 55% reduction in the impact of air pollution on human health (deaths), a 30% reduction in the propor-
tion of people exposed to transport noise, and the number of ecosystems whose biodiversity is threatened by air 
pollution (25%).

In the circular economy, materials and raw materials that enter the cycle remain in the cycle and are reused rath-
er than ending up in the environment as waste and pollution. Biological resources are not used faster than their 
recovery rate, and energy comes from renewable sources. The principles of the circular economy must be applied 
at all stages of the value chain: from design through production to the consumer, exploitation and management 
of the used product.

The new action plan for a circular economy envisages a change towards sustainable products through, among other 
things, appropriate product design (eco-design).

Products should be more durable, repairable, improved reusable, and easy to recycle. Consumers will have an en-
hanced right to repair and the right to information on the environmental and climate impact of products and services. 
Disposable products should be phased out and replaced by durable, reusable products. Recycled materials should 
have a greater share in the manufacture of new products.

6 That is, produced (1) by electrolysis of water using renewable electricity or (2) by biogas reforming or biochemical conversion 
of biomass, provided that sustainability requirements are met (sustainability)

https://eur-lex.europa.eu/legal-content/ES/TXT/?uri=CELEX:52020DC0301
https://eur-lex.europa.eu/legal-content/ES/TXT/?uri=CELEX%3A52015DC0614
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In line with the Zero Pollution Action Plan, products and services should be designed so that no pollution is generated 
at any stage of their life cycle (production, supply, use and disposal). If they cannot be avoided, they must be mini-
mised and controlled. Any pollution must be cleaned up, and any damage caused must be repaired and compensated 
according to the “polluter pays” principle.

The Ecodesign Directive will be extended to non-energy-related products. Products will have to be labelled for their 
climate and environmental impact. The EU will introduce a standardised methodology for the ecological footprint of 
a product and an organisation to avoid unjustified claims by companies on their environmental impact.

All construction products, including but not limited to structural steel products, will be subject to uniform footprint 
requirements under the Construction Products Regulation.

Digital product passports will be available to track product information throughout the life cycle of products.

Further implementation of extended producer responsibility (which currently applies to packaging waste, waste elec-
trical and electronic equipment, waste batteries and accumulators and end-of-life vehicles) is foreseen. 

Specific targets and solutions to support the circular economy will be adopted in the following areas: plastics; textiles; 
e-waste; food, water and nutrients; packaging; batteries and vehicles; buildings and construction. 

The production of batteries and battery materials will have to meet the requirements of a low carbon footprint, re-
spect for human rights, and social and environmental standards. Performance, durability and labelling requirements 
for batteries and a minimum proportion of recycled metals – cobalt, lead, lithium and nickel – will be introduced, as 
well as the collection of portable batteries and the waste they generate, and a battery registration system.

Packaging must meet the condition of being cost-effective for reuse or recycling by 2030. The European Green Deal 
also aims to reduce the excessive use of packaging.

Closed-loop and pollution abatement practices will be considered when granting integrated industrial installations 
(IPPC) permits under the Industrial Emissions Directive in the Best Available Techniques (BAT) framework. 

The European Green Deal supports innovative technologies and systemic solutions, such as industrial symbiosis and 
circular supply chains, where waste or by-products from one industry or small and medium-sized enterprises (SMEs) 
become raw materials for another sector.

The EC’s Clean Steel Alliance aims to answer how to promote such technologies and solutions in the steel industry. 
The aim is to achieve near-zero discharges and near-zero water disposal by 2050.

https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:52021DC0400
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&ved=2ahUKEwjFqbStnoD7AhUrlosKHRuBD7QQFnoECB0QAQ&url=https%3A%2F%2Feur-lex.europa.eu%2Flegal-content%2FEN%2FALL%2F%3Furi%3DCELEX%3A32009L0125&usg=AOvVaw0rXAOA1Vdj7djA95k5PXjO
https://eur-lex.europa.eu/legal-content/ES/TXT/HTML/?uri=CELEX:32011R0305&from=PL
https://eur-lex.europa.eu/legal-content/ES/TXT/HTML/?uri=CELEX:32010L0075&from=PL
https://eur-lex.europa.eu/legal-content/ES/TXT/HTML/?uri=CELEX:32010L0075&from=PL
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Companies should design their products to (1) extend their life cycle by providing increased durability, repairability, 
remanufacturability and upgradeability; (2) be easily recyclable; (3) be material efficient in their production and oper-
ation; (4) minimise the amount of waste and pollution generated throughout their life cycle. 
They should use and increase the proportion of secondary materials in production. Optimise the production process 
in terms of resources consumed. Close the materials cycle through cooperation with other companies and industries.

4.  Switching to climate-neutral production technologies

The European Green Deal supports the development and implementation of cutting-edge technologies (e.g. for re-
newables, energy-intensive industries, energy storage and carbon capture, utilisation and storage (CCUS)) through the 
following financial instruments: Recovery and Resilience Mechanism (RRM), Innovation Fund, InvestEU Fund, IPCEI 
(projects of common European interest). In regions covered by territorial just transition plans, additional funding will 
be available under the Just Transition Facility. Companies can also benefit from funding and advice from the European 
Innovation Council (EIC), which operates under Horizon Europe and allocates 70% of its budget to SME companies.

Companies must implement climate-neutral production technologies, which will reach the market with the support 
of the European Green Deal. They can also develop such technologies in projects funded by the European Green Deal 
and obtain funding for their implementation in regions covered by territorial Just Transformation Plans of the Just 
Transformation Fund.

5.  Adapting the activities of transport-related industries to low-carbon mobility goals

EU objectives:
90% reduction of transport emissions by 2050;
55% reduction in emissions from passenger cars and a 50% reduction in emissions from commercial vehicles by 2030.

Among other things, the European Green Deal means greater use of zero-emission vehicles and access to alternative 
clean transport options (in a combined transport system, i.e. combining different modes of transport and ensuring 
better quality and accessibility of the network connections. More people have to travel by train or public transport or 
active modes of transport. a large part of freight transport will also be diverted by rail.

Electrification will play an important role in reducing emissions from road transport, with the parallel decarbonisation 
of electricity generation and the development of charging infrastructure for electric cars and hydrogen refuelling.

CO2 emissions in transport will be covered by the Emissions Trading Scheme (ETS). All cars and vans must be ze-
ro-emission by 2035, and almost all buses and trucks by 2050.

Companies can reduce transport emissions through optimisation measures and switching to a zero-emission fleet. 
Car companies will have to switch to producing zero-emission vehicles.

https://ec.europa.eu/info/business-economy-euro/recovery-coronavirus/recovery-and-resilience-facility_es
https://ec.europa.eu/info/business-economy-euro/recovery-coronavirus/recovery-and-resilience-facility_es
https://ec.europa.eu/info/business-economy-euro/recovery-coronavirus/recovery-and-resilience-facility_es
https://ec.europa.eu/info/business-economy-euro/recovery-coronavirus/recovery-and-resilience-facility_es
https://ec.europa.eu/info/business-economy-euro/recovery-coronavirus/recovery-and-resilience-facility_es
https://ec.europa.eu/info/business-economy-euro/recovery-coronavirus/recovery-and-resilience-facility_es
https://ec.europa.eu/info/business-economy-euro/recovery-coronavirus/recovery-and-resilience-facility_es
https://climate.ec.europa.eu/eu-action/funding-climate-action/innovation-fund_en
https://climate.ec.europa.eu/eu-action/funding-climate-action/innovation-fund_en
https://climate.ec.europa.eu/eu-action/funding-climate-action/innovation-fund_en
https://investeu.europa.eu/what-investeu-programme/investeu-fund_en
https://investeu.europa.eu/what-investeu-programme/investeu-fund_en
https://investeu.europa.eu/what-investeu-programme/investeu-fund_en
https://competition-policy.ec.europa.eu/state-aid/legislation/modernisation/ipcei_es
https://competition-policy.ec.europa.eu/state-aid/legislation/modernisation/ipcei_es
https://competition-policy.ec.europa.eu/state-aid/legislation/modernisation/ipcei_es
https://ec.europa.eu/info/strategy/priorities-2019-2024/european-green-deal/finance-and-green-deal/just-transition-mechanism_es
https://ec.europa.eu/info/strategy/priorities-2019-2024/european-green-deal/finance-and-green-deal/just-transition-mechanism_es
https://eic.ec.europa.eu/eic-funding-opportunities/business-acceleration-services_en
https://eic.ec.europa.eu/eic-funding-opportunities/business-acceleration-services_en
https://eic.ec.europa.eu/eic-funding-opportunities/business-acceleration-services_en
https://eic.ec.europa.eu/eic-funding-opportunities/business-acceleration-services_en
https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-calls/horizon-europe_es
https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-calls/horizon-europe_es
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C H A L L E N G E S  F O R  T H E  M E TA L  S E C TO R

Energy-intensive industries, such as the metal sector, will be particularly sensitive to the changes associated with the 
green transition. Due to the transition, they may experience reduced demand for certain products while incurring 
higher costs to comply with stricter climate protection standards. 

To reduce the rising costs of CO2 emissions, companies need to decarbonise production. In some industries, such as 
steel, decarbonisation will depend on the availability of affordable zero-carbon energy and innovative climate-neutral 
technologies. Companies can achieve CO2 emission reductions by reducing energy and material consumption, in-
creasing productivity and bringing economic benefits. This will require optimisation of the production process, often 
significant investments in new technologies and equipment, and even replacement of machinery. 

A major challenge in the transition to a closed-cycle economy will be to change product design philosophies to length-
en product life cycles and the business model, where the company will make money by extending product lifetimes 
rather than increasing sales of new products. It will be necessary to work more closely with customers (product users) 
and companies in the value chain on closed resource and material cycles. The availability of secondary raw materials 
(e.g. scrap) for production will also be a challenge in closing loops. 

Change must go hand in hand with developing markets for new climate-friendly products. 

Due to the magnitude of the challenges, the process of change involved in implementing the European Green Deal 
will need to be thoughtful and long-term and involve all stakeholders from an early stage. This approach will enable 
companies to make the ecological transition while remaining competitive in the long term, as well as minimising the 
adverse impact of change on employment and, in some cases, increasing the number of employees.

3. Implementation of the European Green Deal,  
i.e. the green transition in a company

W H Y  I T  I S  I M P O R TA N T  TO  I M P L E M E N T  T H E  E U R O P E A N  G R E E N  D E A L

Businesses cannot ignore the European Green Deal due to a number of factors, including the following:

• regulatory requirements: the introduction of criteria related to the circular economy in the definition of Best 
Available Techniques (BAT) in the context of Integrated Permitting (IPPC), the introduction of requirements 
on the proportion of recycled materials in production; 

• increased maintenance costs for energy-intensive operations (ETS, carbon tax); 

• access to investment finance: investor preference for EU green finance criteria based on activity classifica-
tion (sustainable taxonomy); 

• trend-setting by the big players. Large companies have adopted zero or low-carbon development strategies 
and transition to a circular economy model; their suppliers and contractors will have to adapt to the stand-
ards they impose; 

• competitive advantage. Green pioneers will be better positioned in a market that is going green; the so-called 
CO2 leakage associated with imports of goods from outside the EU, where emission stringency is more lenient, 
will be compensated by a border compensation mechanism (carbon tax on imported goods) called CBAM.

https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:32020R0852
https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:32020R0852
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E X A M P L E S  O F  S O LU T I O N S  I M P L E M E N T I N G  T H E  E U R O P E A N  G R E E N  D E A L  
I N  T H E  M E TA L  S E C TO R

The following are examples of solutions companies in the metal sector can implement as part of a green transition. 
Some of them, such as energy optimisation and energy efficiency, are widespread and do not require the company 
to make revolutionary changes. The situation is different for ecodesign and advanced closed-loop solutions, which 
imply a change in the company’s operating model. However, here too, there are already good practices to build on. In 
contrast, the potential scope for decarbonisation of the energy sources a company uses will depend on the availabil-
ity and affordability of renewable energy, including renewable hydrogen, which is expected to increase dramatically. 
Opportunities to reduce the industry’s carbon and environmental footprint will also depend on the availability of 
climate-neutral technologies, which are being developed intensively and to which companies can contribute by taking 
advantage of funding opportunities under the European Green Deal and entering into collaboration with universities 
and other research centres.

Decarbonisation of processes and energy sources

• In the steel industry, decarbonisation means:

• smelting of steel from scrap using an arc furnace (EAF) based on decarbonised electricity; and 

• the transition in the future – as appropriate technologies become available – to new low-carbon primary 
steel production routes, such as:

 ᠀ direct reduction of hydrogen using renewable hydrogen;

 ᠀ CCUS (carbon capture, utilisation and storage) in steel production.

Benefits: elimination of CO2 emissions and associated costs.

Energy efficiency of infrastructures

A company can reduce its carbon footprint by reducing heat and energy losses generated by industrial and technical 
buildings and administrative premises not directly linked to the production process. An energy audit should precede 
appropriate measures. 

Examples of measures: 

• thermal modernisation of buildings and pipe insulation; 

• replace equipment with energy-efficient appliances using automatic controls;

• implementing an appropriate working culture in the company involves developing an efficient electricity and 
heat-saving habits.
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Benefits: Reduced energy consumption for space heating. Fewer defects and shortcomings in production, thanks 
to the maintenance of an appropriate ambient temperature in technical buildings and the consequent reduction in 
the consumption of energy and production materials (technical gases, chemicals, water, paints and varnishes), with 
a consequent increase in production efficiency and competitiveness. These measures lead to increased productivity, 
which makes it possible to expand production.

Eco-design

Eco-design is a shift in design philosophy reminiscent of LEAN manufacturing (lean design, a form of optimisation), 
but to reduce the environmental and carbon footprint throughout the product life cycle. Eco-design is the basis for 
a resource and energy-efficient economy.

Examples of measures: 

• design based on materials whose production requires less energy, whose processing generates fewer pollut-
ants and whose downstream machining processes ensure durability and extension of the product life cycle: 
longer service life, including the possibility of repair, remanufacturing, upgrading and reuse; 

• abandon the modular design of interconnected mechanisms, one of which frequently breaks down, forcing 
the replacement of those that have not broken down. Key components should be designed in such a way 
that the cost of repair will encourage people to keep the current product; 

• design products that are energy efficient, for example, by using materials that reduce friction between mat-
ing parts, thus generating less resistance and energy consumption; 

• design products that consume fewer resources in the process of use;

• the use of designs allows materials to be easily recovered for recycling from a used product that cannot be 
repaired or remanufactured.

Upgrading and repairing used products during the product life cycle and remanufacturing products and services that 
require cooperation with users and the organisation of product take-back by the user. a company can provide these 
services within its operations and/or cooperate with external companies. These services should be planned already 
in the product design phase. 

Benefits: Reduction of energy consumption and CO2 emissions by avoiding a completely new production cycle. Re-
duced carbon footprint due to a shorter path for the product to return to the customer (market). Remanufacturing is 
often limited to the local market and co-operators, reducing dependency on global supply chains.

Closing of circuits

Heat and energy recovery

Energy recovery from production processes is currently possible in some companies, and thanks to technologi-
cal advances, these possibilities are expected to expand.

Examples of measures: 

• electricity production in recovery boilers;

• use of reaction heat in melting, remelting, etc., as well as in material preparation and heating processes or, 
for example, in drying;

• use of lightweight refractory materials in construction;
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• the use of machines and equipment with heat recovery for use in preheating in downstream operations;

• use of waste heat for district heating (cooperation with local authorities).

Benefits include reducing external energy needs (lower costs) and reducing the product’s carbon footprint.

Recovery of waste materials from the production cycle

The reintegration into the production cycle of waste from the production cycle may concern chemicals, materials, 
industrial gases, and waste materials (shavings, etc.). 

Examples of measures: 

The application of waste material recovery through process analysis can be carried out in almost any industrial sector. 
Castings in the foundry industry, swarf in machining processes and waste material chemistry can be integrated into 
the production process. 

Benefits: reduction of material consumption and product carbon footprint. Increased independence from production 
material supply.

Increasing the proportion of secondary materials in products

The proportion of secondary raw materials in manufacturing products can be increased through cooperation with 
other companies and industries and by designing products with future recycling in mind. 

Examples of measures: 

Integrating the company into a value chain involves sourcing secondary raw materials for use in production and col-
lecting used/damaged products from users, recovery and recycling materials. The different activities can be carried 
out internally or through cooperation with external companies. 

Benefits: Reduced consumption of primary raw materials through the use of recycled materials. 

Possible shortening of supply chains compared to virgin raw materials.

Industrial symbiosis (closing of loops between industries)

Use of waste from the production cycle of metal sector companies in other industries – implementation of closed 
loops linking several sectors. 

Examples of measures:  

Cooperation with other industries that can manage waste from the metal sector: 

• with the chemical industry: use of waste oils, lubricants, refrigerants and other industrial gases and chemicals;

• with the construction industry: e.g. the use of slag.

Benefits: reduced primary raw materials consumption and elimination of waste management costs.
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Optimisation

Optimisation in the technological process

Technological optimisation can be introduced in the following areas: 

• heat treatment;

• mechanised;

• foundry;

• plastics work;

• welding;

• other process areas, including assembly line production (automatic lead time).

Examples of measures:  

• analysis of individual operations and their sequence in the process line and elimination of unnecessary 
procedures; 

• optimisation of technological parameters;

• use of modern machinery and equipment and more robust tools and adaptation to new working conditions;

• replacement of the equipment that generates the highest electricity consumption by new equipment with 
high energy efficiency. Today, the metalworking industry uses tools such as furnaces for heat treatment, fur-
naces for foundry applications, conventional and CNC machine tools, industrial machinery for metal forming, 
welding machines, laser devices, welding machines, etc., and a large number of hand tools such as pneumat-
ic tools for transport, assembly, finishing, etc.;

• application of digitisation. Digitisation can be introduced in many areas: production, transport, logistics and 
warehousing, and technical documentation.

• In quality control, the use of digital methods and modern measuring tools will make it possible to diagnose 
production defects in the early stages of production and eliminate them from subsequent production pro-
cesses (including, for example, the unnecessary execution of finishing operations on a part diagnosed as 
missing), resulting in significant savings in all production materials, electricity consumption and reduction of 
CO2 emissions. Continuous digital monitoring of the technological process makes it possible to effectively 
control the time and operating conditions of the machine in a given technological process and, thus, energy 
consumption. 

In product operation (machine and product monitoring). Online diagnosis of the condition of machines at 
the user’s premises allows for planning overhauls so that they do not interfere with production and are 
carried out before the quality of the manufactured parts deteriorates so that they do not require additional 
energy-consuming operations. Online monitoring can prevent future failures and associated energy-inten-
sive repairs, transportation or the need for replacement. Digital monitoring is currently applied to very ex-
pensive machinery and equipment. In some cases, it allows online intervention by the manufacturer, which 
can prevent a costly and energy-intensive breakdown;

The use of materials with specific properties for production allows the product’s life cycle to be extended, 
including its (failure-free) operation and the reduction of energy consumption. This applies both at the con-
struction and technological levels of a high-quality manufacturing process.
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Benefits: Reduction of energy consumption, the number of materials needed for production, consumables and con-
sequently CO2 emissions and other pollutants and waste (e.g. metal, chemicals). Reduced product failure rates and 
extended product life cycle thanks to digital monitoring. Lower costs.

Optimisation of transport and logistics

Optimisation can be applied both to transport within the company and to transport beyond the product life cycle. 

Examples of measures: 

• use of new cost-effective means of transport (vehicles, robots, automated lines, etc.);

• the modernisation of the technological cycle involving transport in the broad sense;

• constructive measures (design) affect the product’s size, shape and weight to fit more products in a given 
transport load.

Benefits: energy savings by transporting a single product on a process line, reduction of fuel consumption and CO2 
emissions in transport related to distribution and storage.

S O C I A L  I M PAC T  O F  G R E E N  T R A N S F O R M AT I O N  O N  W O R K E R S

The green transition will entail various types of changes that will require appropriate adaptation of workplaces and 
adequate preparation of workers, including the provision of the necessary skills (see solutions below). Different trans-
formation scenarios may lead to:

• job modification (including automation and digitisation of jobs);

• creation/start-up of new jobs;

• elimination of some posts.

At the structural level, green transformation can lead to the following:

• redeployment of posts/departments/establishments; 

• a merger of divisions/centres; 

• redistribution of departments/establishments;

• closure of some departments, closure of some plants.
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S O LU T I O N S  A N D  TO O L S  TO  M I T I G AT E  T H E  N E G AT I V E  S O C I A L  I M PAC T  
O N  E M P LOY E E S

The company should prepare and implement the changes described above to retain existing jobs or provide employ-
ees with new employment opportunities within or outside the company. To this end, it must prepare and implement 
appropriate solutions.

Priority should be given to solutions that lead to decent work, including creating new jobs. Training or retraining 
alone may not be enough.

 
Solutions to mitigate the negative effects of transformation on employees include:

• counselling support to employees at every stage of the transformation process (personal, psychological and 
professional counselling);

• assessment (review) of employees’ skills and qualifications;

• employee training adapted to the new needs of the company (modified posts, new posts);

• support in finding an internal job (inplacement), i.e. support in finding a new job within the company (can 
be combined with retraining);

• training of employees for their employability, matching the labour market (e.g. to the demand for new skills 
and professions arising from the ecological transition, including cooperation with regional authorities re-
sponsible for labour market development support programmes and diagnosis of needs in this respect; train-
ing may also include job-search skills);

• outplacement support for external job search or business creation;

• small and medium enterprise creation (can apply to a group of workers with entrepreneurial aspirations, in 
which case the employer should help the workers to identify business opportunities and prepare a business 
plan, help them to acquire the skills necessary for success, provide finance and financial advice as well as 
legal and administrative support, and assist them by contracting out a range of services; it is important that 
this meets decent work criteria and does not disadvantage the workers);

• support for workers’ mobility (by providing them with the necessary skills to move to a new workplace or 
through financial instruments to encourage them to move to a new workplace, such as coverage of moving 
costs, paid relocation leave, help in finding a new place of residence and housing allowance, an increase in 
salary to cover the higher costs of living in a more expensive area, the provision of important practical infor-
mation and guidance to help them cope with life in a new place, administrative support to take up a job in 
a new place, etc.);

• early (partial) retirement (early retirement requires the granting of a bridging allowance until the worker’s 
pension rights are vested; partial retirement involves remaining in part-time employment);

• financial severance payments for employees who leave without pension rights7.

Some tools require the creation of appropriate structures within the organisation and the delegation of people to 
them. The costs necessary to create and implement the tools should be considered during the transformation’s 
budget phase.

7  Compare: Rogovsky N. et al (2005)
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4. The roadmap for the implementation of the European 
Green Deal with worker participation

B A S I C  P L A N N I N G  P R I N C I P L E S

The implementation of the objectives of the European Green Deal must be the result of the company’s strategic de-
cision to embark on a green transformation path. 
Green transformation must be based on a long-term strategy involving employees and their representative organi-
sations, with clearly defined objectives and ways of achieving them, translated into a detailed timetable and assessed 
against measurable indicators.

Green transformation planning should cover the entire company. The company should analyse the opportunities and 
risks associated with climate change and identify the expected positive and negative impacts of decarbonisation, in 
particular, the impact of the transformation on employees and local communities. The company should analyse the 
impact of decarbonisation on the entire value chain.

The company must publicly commit to respecting workers’ rights, promoting decent work, and addressing social 
inequalities resulting from the transformation.

Transformation efforts must be carried out in honest dialogue with workers and with their participation. As knowl-
edge and experience are gained, the company should adjust its plans and actions accordingly. Dialogue with employ-
ees should be formalised, based on regular communication and involving employees at every stage of the process 
(see below):

• in the initial phase of discussion of possible climate actions to be undertaken by the company in the frame-
work of the implementation of the European Green Deal and the analysis of the challenges involved;

• in the transition planning phase;

• the follow-up phase of implementation;

• in the phase of analysis of the effects of implementation (reporting and evaluation of results).

Other stakeholders (including vulnerable and marginalised groups) who will be affected by the company’s actions 
should also be involved in the process.

Transformation objectives related to the implementation of the European Green Deal, as well as the company’s com-
mitments to employees and local communities and how they will be implemented, monitored and reported on, 
should be adopted in relevant company documents (strategy, operational plans, budget/investment plan). Imple-
mentation of commitments should be reliable, measurable and data-driven.

Responsibility for equitable transformation must rest with the highest level of company management.

It is desirable that the company also publicly defines similar expectations for its business partners regarding a just 
transition, i.e. that they respect labour rights and dialogue with employees and stakeholders and mitigate the so-
cial impact of the transition, e.g. that they commit to retraining employees whose jobs have been lost as a result 
of the transition.

The above principles guide workers on what they can expect from their employer and what the common agreements 
should be.
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S TAG E S  O F  T H E  T R A N S F O R M AT I O N  P R O C E S S  ( I M P L E M E N TAT I O N  
O F  T H E  O B J E C T I V E S  O F  T H E  E U R O P E A N  G R E E N  D E A L )

The transformation process must be carried out with the involvement of employees so that they can influence its 
course and outcome. It can be divided into four basic phases, which together define the planning cycle:

• the initial phase, where the company decides to incorporate the objectives of the European Green Deal (i.e. 
to reduce the ecological and carbon footprint) into its operational strategy;

• the planning phase, in which the company analyses its current situation and external conditions, i.e. where 
it is and determines where it wants to get to (what result to achieve);

• in what period and how (i.e. by which solutions to implement and in which scenario); this phase ends with 
the adoption of an action plan;

• the implementation phase, which includes the implementation of the adopted plan and the continuous 
monitoring of the course of action and its results;

• an evaluation phase, i.e. an assessment of whether and to what extent the planned objectives (adopted in-
dicators) have been achieved. The conclusions of the evaluation should be used for the next planning cycle.

Phase 1. Initial strategy discussion

The transformation planning process should start with a discussion on the strategy the company should adopt to 
implement the objectives of the European Green Deal. At the initial discussion stage on the company’s future, repre-
sentative workers’ organisations should be involved in the planning process.

Also, at this stage, the company should set up a mixed transition team (including employer and employee represent-
atives) and formalise the principles of social dialogue related to the planning and implementation of the transition. 
The team can be established based on the company’s existing health and safety committee.

Phase 2. Planning

Diagnosis of the current situation of the company

Work on the transformation strategy must begin with a diagnosis of the company’s starting position, considering all 
aspects of its activities, i.e. production, sales, distribution, infrastructure and land use.

The diagnosis should include the following: 

• the ecological-climatic aspect (how and to what extent the different fields of activity affect the climate and 
the environment)   

• social aspect (human resources, employment levels, types of jobs, working conditions, health and safety, 
impact on local communities);

• economic aspect (market position, capital and investment opportunities, costs related to CO2 emissions, 
losses generated in the production process, etc.).

The data collected in this phase (baseline) will be the starting point for the search for the best ways to reduce the 
carbon footprint. It will also be the reference for assessing the effects of implementing the adopted solutions in de-
carbonisation and just transition. The data should be measurable. Examples of types and sources of data (indicators) 
are described in Chapter 7.

In this phase, the company should examine its strengths and weaknesses, as well as opportunities and threats, for 
which a SWOT analysis is a useful method.
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Identification and analysis of possible solutions

In the next step, the company must identify solutions to implement the objectives of the European Green Deal, i.e. 
to reduce the ecological and carbon footprint of the company, taking into account social and economic aspects.

The company should identify the technical solutions (technologies, machinery and equipment, etc.) currently avail-
able on the market and analyse the possibility of creating its prototype solutions. In both cases, it is desirable to co-
operate with research centres, which can support the company with their knowledge and analysis and can, together 
with the company, apply for funding from such companies.

To assess the usability of the solutions under consideration, the company must carry out studies, simulations and 
tests. The reliability of the tests is a key issue, as the solutions will be implemented over many years and will affect 
very large groups of customers. Through testing, the company can exclude those who do not meet the necessary con-
ditions or do not deliver the expected results. An unsatisfactory test result will mean a return to the previous planning 
phase. The analysis of solutions must consider both emission reduction rates and energy and resource consumption, 
the economic aspect, including the costs associated with the subsequent operation, and criteria relating to quality 
and flexibility of production.

Non-technical (e.g. organisational) solutions should also be considered. The company can carry out a small-scale test 
implementation (pilot) and, depending on the results, adopt or modify this solution or look for another solution.

Based on the knowledge gained in the baseline diagnosis and the discernment of possible solutions, the company 
should prepare and analyse, with the involvement of the social partners, various scenarios for ecological transfor-
mation (and thus ways to achieve the objectives of the European Green Deal) and minimise the associated negative 
social impacts. Consulting the social partners at an early stage will help to achieve a better solution more quickly.

For each scenario, the company must create a profit and cost forecast, taking into account the following:

• the expected climate-environmental effects (i.e. linked to the objectives of the European Green Deal),

• the social effects on employees (including, for example, working conditions and work organisation, health 
and safety, staffing, skills and qualification needs) and local communities,

• the economic effects (impact on the company’s efficiency, future revenues, market position and prospects), 
including a forecast of investment expenditure and operating costs, as well as a forecast of the return on in-
vestment, resulting, among other things, from expected savings related to the elimination of losses, reduced 
consumption of energy, resources and materials, etc.).

The forecast should be linked to measurable indicators (except for economic indicators, mentioned in chapter 7).

Any options considered should be costed in detail.

The company should seek to reduce transition-induced redundancies and minimise their impact by creating, provid-
ing or supporting access to green and decent jobs. These activities should be carried out in cooperation with regional 
authorities and respond to the demand for new skills in industries and regions. The involvement of regional author-
ities in social dialogue can positively impact the development of solutions that effectively support a just transition.

The company should prepare various scenarios for retraining and outplacement in cooperation with workers’ rep-
resentation, including transfer to new sectors, education and multidisciplinary training for new labour markets.
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Agreement and decision-making process

Scenarios previously elaborated and supported by data should be analysed and compared. a SWOT analysis can be 
used for comparison.

The company should select the target transformation scenario (with budget and timetable and target company struc-
ture) in social dialogue and agreement with employee representation.

The agreement should address how to plan and prepare a detailed change process, manage it, and measure and 
monitor its results based on specific indicators.

At a minimum, negotiations with employee representation should address the measures the employer will take to: 

• ensuring decent jobs (creating new jobs and preserving existing ones);

• provide retraining and development opportunities for employees;

• contribute to social protection and seek solutions to promote a just transition in public policies.

The outcome of the agreements made in this phase should be a decision on the choice of a specific scenario and the 
methods for its implementation.

Preparing for implementation

The decision taken should be codified. Tools should also be selected at this stage to support the employees whose 
positions will be changed or eliminated (as mentioned in chapter 3).

The transition team, acting as an executive committee, will play a key role in implementation. Its task will be to co-
ordinate and monitor the execution of the process (meeting the agreed objectives and timetable) and the related 
communication and to report on progress and results to the board. The team should include the chairperson(s), 
specialists, staff and HR representatives and representatives of the other departments involved (production, sales, 
finance, supply chain, research and development, and environment). The core of the team can be the health and 
safety committee.

Phase 3. Adoption of measures (implementation and monitoring of implementation)

In this phase, the company should prepare solutions and tools to support employees in the transformation process 
and train the team responsible for carrying out the process. a timetable for implementing the solutions and tools 
needs to be agreed upon with all stakeholders and announced within the company.

Information activities should accompany employer actions. Individual discussions should be held with employees 
affected by the changes to align support better.

During implementation, the transformation team monitors the process and its effects, according to agreed milestones 
in the timetable, and reacts continuously if problems arise. Measurable results should be recorded and analysed.
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Phase 4. Evaluation

The effects of the activities carried out should be assessed based on the indicators adopted. The evaluation should ad-
dress both the climate and environment as well as the social outcomes of the transformation. It is equally important 
to assess the procedural aspect of the process, i.e. the opportunities and quality of employee participation. Examples 
of indicators are provided in Chapter 7. The findings of the assessment should be used in the next planning cycle.

5. Mechanisms for worker participation

L E G A L  CO N T E X T

The involvement of workers in the greening process is not only a prerequisite for a just transition. Still, it is also 
supported by EU legislation, which sets the framework for national legislation. The relevant EU directives are briefly 
discussed below. 

Industrial relations in EU countries are based on the two pillars of collective representation of workers, employers’ 
interests, and workers’ participation rights. 

Employees participate in company decision-making through representative bodies such as works councils, works 
councils, trade union organisations and similar structures. 

Participation can mean the right to co-determination or the right to information and consultation.

European legislation, in particular the Directive on information and consultation of workers (2002/14/EC), guarantees 
the right of workers to be informed and consulted:

• the current and foreseeable development of the activities and the economic situation of the undertaking or 
establishment; 

• the situation, structure and foreseeable development of employment in the undertaking or establishment, 
as well as the anticipatory measures, envisaged, in particular in the event of a threat to employment; 

• decisions that may lead to substantial changes in work organisation or contractual relations.

Thus, the Directive provides a legal framework for the involvement of employees in deciding on strategic issues and 
thus also on plans for decarbonisation of the company’s activities and related measures that will affect employment, 
the organisation of work in the company or contracts with employees.

The employer has specific obligations to inform and consult employees in the event of collective redundancies, which 
are regulated by Directive 98/59/EC on collective redundancies. 

In turn, under the European Works Council Directive (1998/2008), employees of a transnational company with a total 
of at least 1,000 employees and at least 150 employees each in two Member States have the right to set up a Euro-
pean Works Council and to exercise their right to information and consultation through it.

The area identified by European legislation for worker involvement is health and safety at work. At the same time, 
according to the World Health Organisation’s definition, it includes the protection of the worker’s well-being, wheth-
er social, mental or physical. Under the Health and Safety at Work Directive (89/391/EEC), employers are obliged to 
consult workers and their representatives, giving them the opportunity to participate in discussions where health 

https://eur-lex.europa.eu/legal-content/ES/ALL/?uri=CELEX%3A31998L0059
https://eur-lex.europa.eu/legal-content/ES/ALL/?uri=CELEX%3A31998L0059
https://eur-lex.europa.eu/legal-content/ES/ALL/?uri=celex:32009L0038
https://eur-lex.europa.eu/legal-content/ES/ALL/?uri=celex:32009L0038
https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:01989L0391-20081211
https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:01989L0391-20081211
https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:01989L0391-20081211
https://eur-lex.europa.eu/legal-content/PL/TXT/?uri=CELEX:01989L0391-20081211
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and safety at work issues are considered. This includes when the employer plans to introduce new technologies, 
which is crucial in the ecological transition. Workers and their representatives have the right to develop proposals 
and participate in a balanced manner (Art. 10 point 1) in accordance with national law and/or established procedures. 

The usual form of agreement between employers and employees in EU countries is collective bargaining at the sec-
toral level. In many Member States, collective bargaining determines wage issues and other employment conditions. 
Sectoral collective agreements are complemented by bargaining at the company level. As mentioned above, many 
decisions on day-to-day operations are taken at the company level, including health and safety at the workplace.

R E P R E S E N T I N G  W O R K E R S’ I N T E R E S T S  I N  T H E  T R A N S F O R M AT I O N  P R O C E S S

Trade unions and/or workers’ councils, which realistically and formally represent the interests of workers in their 
relationship with the employer and have the mandate to make binding agreements on behalf of workers, should be 
involved in the planning and implementation of the greening of the company.

The role of workers’ organisations in transformation

The role of trade unions is to ensure that change takes place in a just manner, i.e. with respect for the interests of 
workers and with their participation. 

To play this role effectively, trade unions need to understand what changes can be expected in the sector and the 
company and how these changes can affect workers. When it comes to this, the right of workers to understand how 
this lucrative work is carried out must be respected. 

The ETUC recommends that trade unions negotiate agreements with the employer that consider workers’ future skills 
and qualification needs and support lifelong learning. Through information and consultation mechanisms, workers’ 
organisations should monitor the company’s training policy and ensure that the employer presents training and re-
training activities in CSR reports concerning the company’s decarbonisation policy. They should also seek to include in 
collective bargaining issues related to the impact of the decarbonisation process on employment and wages, training 
needs and occupational health and safety. 

It is important that trade unions take a proactive stance and therefore have their vision of the role they want to play 
and ensure that they raise awareness within their ranks and among their employees so that they can effectively par-
ticipate in the decision-making processes related to the decarbonisation of the company. 

At the corporate level, organisations should create a network of green representatives and engage employees in con-
crete actions that reduce the company’s environmental and carbon footprint8.

8 A Guide for Trade Unions. Involving trade unions in climate action to build a just transition, European Trade Union Confedera-
tion, https://www.etuc.org/sites/default/files/publication/file/201809/Final%20FUPA%20Guide_EN.pdf 

https://www.etuc.org/sites/default/files/publication/file/2018-09/Final%20FUPA%20Guide_EN.pdf
https://www.etuc.org/sites/default/files/publication/file/2018-09/Final%20FUPA%20Guide_EN.pdf
https://www.etuc.org/sites/default/files/publication/file/2018-09/Final%20FUPA%20Guide_EN.pdf
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Workers’ participation in non-union structures

Workers can seek to protect their interests through the involvement of: 

• a trade union representative on the board/management of the company (if such participation is provided for 
in national law or company policy);

• workers’ representatives on the health and safety committee;

• workers’ representatives in ad hoc joint working groups include employers’ representatives.

The workers’ representative should be a member of the team or committee that coordinates the implementation of 
the European Green Deal / just transformation strategy in the company. The team should be established and function 
based on transparent rules governing how its members are selected, how it works and how it makes decisions. The 
team can be formed based on a health and safety committee.

FORMS OF PARTICIPATION

The forms of participation available to the workers’ organisation in the decision-making process affecting workers are: 

• information: the weakest form of participation, workers are the recipients of the information provided by the 
employer; they acquire knowledge of the decisions planned or taken;

• consultation; employees can make proposals for planned decisions, but it is the employer who decides 
whether and how these proposals and requests will be taken into account. Consultation includes „the right 
to make proposals, the right to advise and suggest, the right to give opinions on projects, the right to com-
plain, the right to control and the right to protest”9,

• co-determination: a decision is taken jointly by the employees and the employer, which implies taking re-
sponsibility for the decision and its consequences. The parties decide on negotiation. Unlike consultation, 
the outcome of a negotiation is binding for both parties.

6. Strategic plan to involve employees in the transition
W H Y  E M P LOY E E S  S H O U L D  B E  I N V O LV E D  I N  T H E  I M P L E M E N TAT I O N  
O F  T H E  E U R O P E A N  G R E E N  D E A L

Involving workers will enable the company to arrive at better solutions more quickly and to carry out the transforma-
tion in a just way, i.e. respecting the rights and interests of workers and their participation. 

Implementing the European Green Deal means introducing a comprehensive transformation in a company. Wide-
spread change can create fears and feelings among employees and lead to conflicts. It is therefore important to 
prepare employees properly, launch an information campaign and include access to information for all stakeholders. 
a fundamental mistake that is made when implementing dispute mechanisms in companies is the lack of transparen-
cy of actions and a lack of broad consultation and negotiation involving workers at all levels. 

Trade unions can play an important role in reaching out to workers and involving them in planning and implementing change. 
It is important that all trade unions operating in the same company work together. Defining common objectives for workers’ 
representatives will undoubtedly contribute to the effectiveness of consultations and enable them to be carried out efficiently.

9 Chyłek M. (2011) p. 185 http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.ekon-element000171198605 

http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.ekon-element-000171198605
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.ekon-element-000171198605
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.ekon-element-000171198605
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.ekon-element-000171198605
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.ekon-element-000171198605
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E M P LOY E R  M E A S U R E S  F O R  W O R K E R  PA R T I C I PAT I O N

The following are the measures that should be taken by the employer and requested by workers’ organisations. Em-
ployees should make their proposals concerning the employee inclusion plan mentioned in section 5:

• provide employees with knowledge about the Green Transformation and the European Green Deal and its 
objectives, as well as the associated challenges, opportunities and benefits for the economy, the communi-
ty, the industry and the company. The employer should organise appropriate training for all employees, as 
the Green Transformation needs to be company-wide. This will ensure that they understand the nature of 
the desired and necessary changes and can participate in an informed and effective way of consulting and 
creating solutions; 

• introduce appropriate provisions for the fair processing of company documents; 

• appointment of workers’ representatives to the coordinating body for planning and implementation of the 
ecological transition (decarbonisation strategy), determination of the appointment procedure, working 
method, and decision-making; 

• prepare a work plan for the coordinating body (transition team) and a related plan for involving employees 
in the process (stages, areas and forms of employee participation, communication strategy with employees, 
supporting activities – e.g. training, division of roles and tasks – the role of employee representation, HR 
department, etc.); 

• agree jointly with employees and adopt an employee participation plan;  

• ensure the employer’s communication with the employees. The employer should maintain regular com-
munication on the planning and implementation of the transition with the workers’ representation (trade 
unions/works councils), who are mandated to represent the interests of the workers in their relationship 
with the employer.  

• In addition, the employer can use channels and forms such as the company website or on-line meetings 
with company management, which are accessible to all employees, to conduct a broader communication 
campaign; 

• the plan should have a mechanism for obtaining employee feedback. Employees should be able to provide 
their comments and opinions mainly at meetings organised by employee representation (union, employee 
council) and through an anonymous survey. In addition, employees should have the opportunity to make 
their comments and suggestions at meetings organised by their department heads.

A R E A S  O F  W O R K E R  PA R T I C I PAT I O N  I N  T H E  I M P L E M E N TAT I O N  
O F  T H E  E U R O P E A N  G R E E N  D E A L

Employee participation must first and foremost serve to ensure the equitable nature of the transformation associated 
with the implementation of the SEZ in the company. It is, therefore, imperative that employees have a voice in the 
social impact of the transformation and therefore participate in it:

• anticipate and assess the social impacts of planned activities: find ways to minimise negative impacts on 
employees (and communities);

• identify and anticipate skills and qualification needs and employment opportunities and design appropriate 
training programmes and services;
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• monitor health and safety measures and adapt them to new tasks, e.g. related to the application of new 
technologies, waste handling, and use of secondary materials in remanufacturing and recycling;

• Assess the transformation’s impact with regard to collective agreements (the question of adaptation to the 
company’s new activities).

Workers’ representation (trade unions and/or works councils) must play a key role in these areas. The participation 
mechanism used should primarily be co-determination, in particular concerning the choice of solutions to limit the 
negative effects of the transformation on workers and, in other matters, at least consultation. 

Given that the social impacts depend on the chosen green transition scenario and that concerns may arise about how 
the transition will be financed (risk of reducing employment costs), workers should be involved in the:

• analyse and agree on different options to reduce the company’s emissions; and 

• analysis and consultation on the choice of possible financing options for the implementation of the Europe-
an Green Deal. 

It is useful to involve employees from different departments and the workforce in the analysis of the different options 
for reducing emissions, especially as the green transformation should cover all activities of the company.

The choice of emission reduction options and how to finance the transformation should be consulted with employee 
representation.

Employees can and should also play a leading role in the implementation of the objectives of the European Green 
Deal by participating in the following:

• study and monitor energy consumption, emission levels and waste streams (by establishing a baseline and 
monitoring the effects of transformation);

• develop and improve processes, products, services, knowledge, new technologies and improved innovations 
to support emission reductions in the company (including prototype testing).

Employees in the respective departments must be directly involved in these areas. Employees’ representatives must 
be regularly informed of these activities by the employer. 

It is also advisable for the workforce, in general, to know what work is being done in the company to reduce emis-
sions and what results in the company is achieving, as well as how each employee can contribute to improving 
these results. 

The study and monitoring of indicators can be carried out by teams of employees for this purpose. Employees can 
also participate in the analysis of the data collected. In this way, they can gain a transparent insight into the company’s 
environmental health and participate in an informed way in proposing and reviewing solutions to improve the indi-
cators analysed. Employees in research and development or technology departments can actively participate in joint 
research projects with research centres that address the specific problems of a given company.
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The direct involvement of workers in activities related to diagnosing and monitoring emissions, analysing the data 
collected and proposing solutions will increase the ability of workers and their representatives to participate in the 
transformation process within the framework of their rights, as well as the transparency of the process.

Employees should be informed about the following:

• the expected and achieved results of planned/implemented actions to reduce emissions (to meet the Euro-
pean Green Deal goals) and how to achieve the best results;

as well as participating in collecting and analysing relevant data, as mentioned above.

Independently participating in employer-initiated processes and activities, employees can also contribute to achiev-
ing the objectives of the European Green Deal through their initiatives outside the areas mentioned above.

7. Monitoring the process and its results

P R O C E S S  CO N T R O L  A N D  ACCO U N TA B I L I T Y  M E C H A N I S M S

Monitoring the implementation of the green transition allows for feedback on its progress, continuously reacting to 
emerging problems and deviations from the plan and making the necessary adjustments to the adopted plan.

Mechanisms and tools to help monitor the process and hold commitments accountable are: 

• formally adopt the principles and practice of social dialogue concerning transition;

• a dedicated team to plan, coordinate and supervise the transition and the involvement of workers’ repre-
sentatives (or the health and safety committee in this role);

• company commitments included in official company documents;

• an agreed roadmap with measurable indicators and milestones;

• regular reports and follow-up documents: periodic evaluation of results with conclusions and recommenda-
tions for corrective actions;

• final evaluation during the planning cycle to assess the implementation of the company’s strategy, policies, 
investment plans, and transformation practices and procedures.

The process can be controlled according to the diagram below. Based on it, the company must take measures to solve 
the diagnosed problems and, if necessary, correct the activities carried out, i.e. answer the question of what meas-
ures will be taken (what, by whom, when, how) concerning the monitoring findings.
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O U T L I N E  O F  T H E  P R O C E S S  M O N I TO R I N G  TO O L  ( Q U E S T I O N N A I R E )

Evaluation of previous activities

• Have the planned activities been implemented?

• Have the milestones been reached, and what results have been achieved (economic, ecological, social: 
measurable data, if and how do they differ from the objectives)?

• What problems were encountered, and how were they solved?

• What was the management process’s quality (transparency, inclusion, and employee participation)?

New circumstances relevant to (the modification of) activities (further planning and implementation)

• What concerns and needs do employees raise?

• Other relevant circumstances (e.g. changes in the company’s external environment).

Desired/proposed changes in the next steps of the process

• Proposed milestones for the next period.

• New solutions, modifications of activities, and approaches are to be implemented in the next period.

I N D I C ATO R S  F O R  P R O C E S S  A N D  O U TCO M E  E VA LUAT I O N

The indication of measurable indicators in the transformation plan is very important for evaluating the transformation 
process and its results. These will form the basis for the accounting of commitments.

Indicators make it possible to measure the effects of the activities carried out and to evaluate their results (measuring 
change). The effect is measured by comparing the measurements at the beginning and the end of the reporting peri-
od. The result should then be compared with the assumptions made in the plan.

The following types of indicators can be distinguished:

• activities (if undertaken), e.g. training in a new profession for 20 employees whose positions will be 
eliminated;

• activity results (outputs), e.g. 15 employees trained (as many have completed the course);

• direct short-term outcomes, e.g. 10 of the trained employees started working in the new profession;

• indirect results (long-term outcomes), e.g. training has alleviated the unemployment problem in a given 
municipality.

The transformation plan should refer to the baseline values established in the diagnostic phase and indicate the tar-
get values of the indicators the company intends to achieve through the activities implemented over a given period.
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Indicators for achieving the European Green Deal targets

Key elements for assessing green transformation used in company rankings

More recently, international company rankings have been developed that consider climate and environmental in-
dicators, with information of interest to investors. The Transition Pathway Initiative uses ten Disclosure Framework 
Indicators that include:

• a company’s ambition to have zero carbon emissions by 2050;

• the company’s long-term greenhouse gas emissions reduction target for 2036-2050;

• the company’s medium-term target to reduce greenhouse gas emissions (2026-2035);

• the company’s near-term GHG reduction target for 2025;

• the company’s decarbonisation strategy (i.e. how the CO2 reduction targets will be achieved);

• transparency of environmental investment plans;

• the company’s commitment to climate policy;

• the company’s climate-related management and strategy;

• just transition in business;

• the company’s participation in a working group on climate-related financial disclosure.

Together with the Alignment Assessments – which include the company’s investment policy, lobbying activities and 
disclosure of climate issues in financial reporting – they form the Net-Zero Company Benchmark10 , a measure of 
a climate-neutral company.

Examples of decarbonisation and circular economy indicators

Measurements at the beginning and the end of the reference period are compared.

CO2 emissions level

The level of CO2 emissions is calculated: 

• indirectly based on electricity consumption, taking into account the carriers of this energy;

• based on fuel consumption according to fuel type.

Electricity consumption

• by individual machines and equipment;

• within a given production process (within a given technology);

• during the life cycle of the product.

10 See more on Climate Action 100+ website https://www.climateaction100.org/net-zero-companybenchmark/methodology/ 
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Consumption of production resources and materials

• used in the production process, e.g. water, machining coolants, process gases, lubricants, paints, varnishes 
and all those materials that support or are necessary to carry out the production process itself; 

• used in the construction of a product with the same parameters.

Consumption of consumables by the product (e.g. lubricants, technical gases) by customers/users (measurement – 
product comparison).

Product life cycle duration (measurement – product comparison) 

• shelf life of the product;

• the adaptability of the product (improvement, adjustment to changing conditions of use while maintaining 
functionality) during the period of use/operation;

• repair and refurbishment possibilities;

• the extent to which product components can be disassembled to repair or replace damaged components, 
thus avoiding the replacement of major components or the entire product. The indicator should first be used 
to assess the repairability of the components that wear out the most (rapidly).

Level of emissions of pollutants, including harmful substances:

• of the production process;

• of the operation of the product;

• recycling of the product (materials used in the product).

Possibility to recover (recycle) the materials used in production (in the product). 

The proportion of recycled materials in a product (measurement – product comparison). 

Efficiency in transport and logistics, inside and outside the company: 

• number of products that fit and move in a given transport unit (on a pallet, in a container) – a measurement 
based on the geometry and weight of the product;

• required storage area/cubic capacity per product (measured based on geometry);

• fuel consumption per product – a measurement based on product geometry and weight).

Just Transition indicators: social impact on workers (examples)11

Measurements at the beginning and at the end of the reference period are compared.

11 Developed based on IRIS indicators https://iris.thegiin.org/metrics/?search=&category%5B0%5D=cat-climate&cli-
mate%5B0%5D=climate-change-mitigation&sortby=alphabetical

https://iris.thegiin.org/metrics/?search=&category%5B0%5D=cat-climate&climate%5B0%5D=climate-change-mitigation&sortby=alphabetical
https://iris.thegiin.org/metrics/?search=&category%5B0%5D=cat-climate&climate%5B0%5D=climate-change-mitigation&sortby=alphabetical
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Employment status

Number and type of jobs. Number of employees in full-time equivalents during the reference period. 

• jobs created;

• retained jobs; 

• supported employment (refers to people working for the client company or as part of an investment project 
carried out by the company);

• jobs lost.

Permanent employees leaving during the reference period:

• involuntarily (for independent reasons, including the abolition of the job);

• voluntarily (who were not dismissed);

• involuntary staff turnover rate: ratio of the number of permanent employees who left the organisation invol-
untarily to the average number of permanent employees;

• voluntary turnover rate: the number of permanent employees who have voluntarily left the organisation to 
the average number of permanent employees.

Support programmes and tools

Provision of training and transition programmes for employees during the reporting period (type and scope):

• training programmes to improve staff skills:

 ᠀ internal training courses; 

 ᠀ subsidised external training; 

 ᠀ provision of training leaves with a guarantee of return to work.

• transition programmes for people leaving the company:

 ᠀ transition planning for those planning to retire; 

 ᠀ recycling for those who intend to continue working; 

 ᠀ severance payments (which may take into account the age and length of service of the employee); 

 ᠀ job placement services; 

 ᠀ assistance (e.g. training and counselling) in the transition to non-working life.

Employee training (by category, see below):

• employee training costs; 

• number of hours of training provided to employees; 

• a number of employees trained (completing training) through programmes offered by the company (both 
internal and external).

Categories of training provided by the company. 

Types of training undertaken by employees during the reference period.
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Benefits

Benefits provided to full-time employees during the reporting period: 

• typical: e.g. health insurance, dental insurance, life insurance, maternity/paternity leave, paid time off (an-
nual leave, sick leave);

• additional costs, e.g. childcare allowances (on-site, vouchers or reimbursement), transport allowances (com-
pany transport, vouchers or reimbursement), etc.

The utilisation of benefits offered by the company (number of employees who have availed themselves of personal 
benefits).

Just transition indicators: quality of worker participation (quality of process)

All questions refer to a specific reporting period.

Autonomy: Has workers’ representation been able to act/act independently? 

Representation: how workers’ interests were formally represented:

• Were there trade unions or works councils in the company?

• Are workers represented in management (do they have a representative on the board of directors)?

• Were workers’ representatives part of the ecological transition planning team?

• Were workers’ representatives part of the team coordinating the planning and implementation of the eco-
logical transition?

• Is it ensured, or how is it ensured, that the interests/needs of all (groups of) employees are represented in 
a way that takes into account their diversity (gender, age, seniority; department/type of work/work environ-
ment; type of position; function)?

Transparency and democratic nature of the process (planning, decision-making, monitoring of results, including 
information and consultation).

• how information on transition planning was communicated (coverage, availability of information), active vs 
passive forms; 

• whether there are written procedures for transition planning:

 ᠀ regulate the stages/process flow, types and cycles of activities;

 ᠀ define the roles and responsibilities of those involved;

 ᠀ identify opportunities and forms of employee involvement; o indicating how the results will be 
monitored;

 ᠀ indicating ways to revise plans/adapt to changing needs/circumstances;

• whether all staff had access to information on procedures;

• whether employees were consulted on the procedures.
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Mechanisms for staff participation in the planning and implementation of the transformation:

• information:

 ᠀ the frequency with which information was communicated by management (link to process steps);

 ᠀ what the information was about (topics/number of topics);

 ᠀ whether it was clear and understandable, complete, timely, useful;

 ᠀ whether the degree of information was sufficient (subjective assessment of employees);

• consultation:

 ᠀ what issues were consulted (topics/importance of issues)?

 ᠀ What was the regularity of the consultation, and how was it linked to the key phases of the process?

• co-decision and negotiation:

 ᠀ what issues were co-decided (negotiated)?

 ᠀ were key issues co-decided, including the social impacts of planned/actual measures and ways to mini-
mise negative impacts on employees?

Potential for effective participation:

• Has the employer carried out awareness-raising and sensitisation activities for employees concerning the 
European Green Deal and a just transition to a low-carbon economy (which ones, which topics, to whom, 
who has been involved)?

• Has employee representation carried out awareness-raising and sensitisation activities for employees on the 
European Green Deal and the just transition to a low-carbon economy (which ones, which topics, targeted 
at whom, who has been involved)?

• According to employees, was the knowledge transferred useful, did it meet their needs, and did it increase 
the possibility of more effective and informed participation in transition planning?

• How do employees evaluate how knowledge has been transferred?

• Did employees (worker representation) have the opportunity to benefit from the knowledge/expertise and 
did they use it?

Meaningfulness of the process

• Did the participants have enough time to form an opinion on the issue and formulate a representative posi-
tion (i.e. taking into account the interests/voices of different groups of employees)? 

• Were consultations initiated early enough for the outcome to influence the planned decisions and to consid-
er the solutions proposed by the participants? 

• Did the workers’ side have enough space to present its position? 

• Whether the proposals of the employees’ side have been taken into account (have they been considered 
and commented on, have they been taken into account in full or in part, or have the reasons for their 
rejection been given).

Influence assessment: the relative ability of each party to influence the other in the context of collective bargaining 
and management decision-making processes (assessment of scale and examples).

• whether and to what extent employees influence the transformation process; 

• whether and to what extent employees have influenced the activities planned in the framework of the trans-
formation (how the company has achieved the objectives of the European Green Deal); 

• whether and to what extent employees influence the provisions foreseen for employees in connection with 
the transformation; 

• whether and to what extent employees have influenced, or to what extent they have influenced, the set of 
activities or the catalogue of issues that have been carried out as part of the process.
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