
Special 
Teleworking

le COLIBRIJune 2021

The exceptionally high response rate shows your interest in teleworking, an interest all the more keen as the 
health situation is still fragile and communication from the Management is erratic.

The teleworking has been mostly well experienced, however you express legitimate fears about returning 
on site, given the health risks still present. However, even though you mostly want 3 or 4 days of short-term 

teleworking, this social distancing measure, the most effective, is no longer encouraged by management. Indeed, in 
many sectors, the instruction is to return to the site at 100% from July 1, without taking into account the government’s 
recommendations on setting a minimum number of days for teleworking.

The questionnaire showed that most of you want to have 2 or 3 days of telework when returning to normal, but it 
seems that management has instructed managers to suspend all consideration of new requests for regular telework 
(but unlike at Airbus Helicopters, there is no written memo). The CFDT is surprised at this conservative approach, which 
is unlikely to attract millennials, which furthermore contradicts the current teleworking agreement.

Finally, the Hybrid Working, which will see developments in the coming months, arouses curiosity and many questions, 
but no systematic opposition.

Thanks for your answers !
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SUMMARY :
survey RESULTS and TESTIMONIES   p.2 à 8

Teleworking LOCATION     p.3

How to do a regular teleworking request  p.4

What is the GOVERNMENT asking for?   p.4

What are your RIGHTS?      p.6

How is it ELSEWHERE?      p.9

You said COMPENSATION ?     p.9

The massive deployment of teleworking linked to the COVID crisis has revealed its positive and 
negative aspects.
For the CFDT, it is fundamental that the needs of employees are taken into account. 
Management must show real flexibility in the application of teleworking and not impose a 
sudden return to 100% on site!

You are going to request 
regular teleworking?

If Yes, please take 2 
min to answer our 
short questions



@CFDT Airbus SASContacts : syndicat.cfdt@airbus.com

How did you experience the

teleworking during the COVID crisis?

 

Many of you have 
testified to your 
mostly positive 
experience of 

teleworking, which allows 
a better organization of 
professional life / private life, 
and avoids traffic jams. This 
does not preclude the pleasure 
of meeting colleagues on site:

“Contrary to the words 
of D.Fraty, in my case, 
teleworking allows me to be more 
efficient (better organization, less travel 
time), and allows me to feel better on a 
daily basis (more efficiency, less waste 
time and more time for oneself and 
sleep) ”.

“In his email yesterday, D. Fraty said: 
‘The various surveys and impact 
analyzes carried out around the 
adaptation plan have clearly shown 
that working remotely can also create 
stress and isolation!’ But what about 
people for whom teleworking has been 
a real chance?...”

“The flexibility that the new work 
tools offer us allows us to maximize 
productivity while giving employees 
simple solutions to daily constraints.

It also significantly reduces stress 
and therefore everyone benefits: 
the company, the employees and 
ultimately our customers.

The environmental aspect is also an 
important fact: less congestion means 
improved air quality.”

“The way top management 
communicates with employees (D. Fraty 
memo for example) can be perceived as 
contrary to the empowerment of which 
we are being beaten up. We can clearly 
see that the top management considers 
telework as “telazy”, we do not perceive 
the TRUST of management when the 
work was done under conditions - for 
some - very delicate (child constraints, 

increased mental load for them. 
women, etc).”

“- We have proved, during this 
crisis, that generally employees 
are very capable of working 
100% remotely with almost zero 
impact to their performance. 
Unfortunately, I still have the 
impression that Airbus does 
not trust it’s employees and 
wants everyone back on site the 
maximum possible and a.s.a.p.

- An individuals ability to work 
remotely should be judged on 
their ability to deliver, not on 
whether they’re on site, the 
number of hours that they’re 
working or when they choose to 
work (some people are morning 
people, some are night owls).”

“The major positive side of teleworking 
is the saving of transport time and the 
gain in well-being of not feeling stuck 
by traffic and the risk of being late.”

“In the difficulties of teleworking: lack 
of break between work and family 
life, lack of breaks in the open air to 
ventilate morning and evening (I use 
an electric bicycle to go to work).”

“I had a bad experience with 
TT during this COVID period 
for reasons not related to 
remote work per se, but for 
the personal organization 
around this TT. The TT in 
itself is a significant 

advantage; the whole thing 
being to balance it with an 
office presence.”

“Teleworking allows me to avoid traffic 
jams, to be more patient and to have 
time to decompress. The workload is 
more acceptable to me as I can at one 
point take 5 minutes to meditate or 
stretch which is more difficult at the 
office. I’m less reluctant to work later at 
night when there is an imperative to be 
at home and not under the pressure of 
car traffic when I get home!”

“There is an urgent need 
for a change in mentality at 
management and company level 
to take into account this new 
way of working. It would be a 
real shame to miss some of the 
progress made by teleworking 
and this recent massive (but 
imposed) experiment due to a 
lack of openness. The stakes are 
high both for the well-being of 
employees (and therefore their 
performance for the company) 
and for the metropolitan area 
of   Toulouse (and other Airbus 
sites) when we see the impact on 
traffic and the environment.”

“It would be useful to take advantage 
of the current negotiations to finally 
take into account the notion of 
efficiency in the workplace and not be 
confined to the time of presence which 
is not representative of individual 
performance. We must try to modernize 
the idea that we have work.”
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Join us on our website
www.cfdtairbusavions.com

“The Reward team was informed of 
the return to normal on site on 01/07 
without possible discussion while the 
Reward team proved throughout the 
crisis that teleworking had worked 
very well despite the load and all 
the new arrangements to be made. 
implemented.” 

“The hierarchy, which will have the 
main instruction to come back as 
it was “before” (we are in an open 
space, the quiet work of teleworking 
which allows concentration will be 
finished).”

“The return to permanent open 
space in September, after having 
traveled widely to bring back all 
the virus variants will be very 
risky.”

“I am worried about the congestion 
that a densified return to our buildings 
will create. Inevitably, car park exits, 
roundabouts and ring road entrances 
will again become saturated during 
rush hour.”

“I work with people who are in 
Hamburg or in factories, so I’m in 
Meet all the time and coming back 
to the office won’t change the way 
I work. What I miss is being able to 
travel to go on site to see people.”

“The new site 
manager informed 
us of his desire for a strict return to 
the existing teleworking agreement 
within the group from the beginning 
of July, why impose such a decision 
now when we are talking about flex 
office? This was frowned upon by the 
team.”

“I find it absurd that flexibility 
only applies to people who do 
not want to come back to the 
site, when I am prevented from 
coming back to the site full time 
despite returning to normal 
life.”

“We would like a consultation and a 
real listening before forcing us to return. 
why not leave real flexibility today since 
we have proven during the crisis that 
we are autonomous and responsible”.

“Overall perception is management are 
willing to hear opinions but not clear on 
how well the opinions are being listened 
to.”

“I find the transition from 
teleworking almost 100% to 
normal work very violent: 
less than a month, it is 
a lack of consideration of 
people.”

“The team I am in want to come back to 
the office, and we have a large number 
of people already back in the office. My 
concern is more that we are too many, 
and I want to keep the ability to work 
from home because I am cautious about 
mixing.”

“My concern is to be able 
to find a place to work 
(quietly) when I come on 
site.”

“On my job, I work with people who are 
not in Toulouse. I do not see the point of 
an obligation to come to the site when 
my contacts are not there.”

What is your feeling of going

back on site?

Teleworking location :
The agreement states that “In principle, regular or occasional teleworking is carried out 
at the employee’s home.” and that teleworking “could also be carried out in another fixed 
place declared by the employee to the employer” This can be interpreted as including the 
secondary residence.

CFDT recommendation: obtain the manager’s agreement (by 
making a copy to the HRBP).
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How many teleworking days on the short term?

CACOPHONIE on all floors! 
Although the health situation is improving, teleworking is still recommended by the 
government, but the instructions have changed. The new teleworking rules enacted 
at the end of May and in force since June 9, 2021 indicate that companies will have 
to determine, after discussions between management and employee representatives, a 
minimum number of telework days for each employee.
However, to date, no discussion has taken place between management and employee 
representatives, but on the other hand, notes leaving managers a great deal of 
autonomy have been issued by management. As with the release of the first 
containment in 2020, the instructions for returning to the site vary according to the 
services. The return to the site is gradual for some one day a week in June, two 
in July and three in August, others have had to return to the site 100% without 
consultation, and finally some functions have opted for the reactivation of blue 
and red teams. This disparate approach generates incomprehension of employees (and 
managers)!

The CFDT asks that the Management respect 
its commitments by ensuring a gradual return 
on site.
Government instructions must be respected 
and Airbus management must, in consultation 
with the unions, define a minimum number of 
days of telework!
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How many teleworking days would you like on the 

long term?

“I think that what is essential in the future discussions on 
the long-term organization is that there is flexibility on the 
organization of work, with only a minimum of presence 
required on site (ex: at least 1 day or at least 2 days with 
compulsory presence on site during the week).”

“In Hamburg, the “mobile working” was already in the 
mores with a much more flexible and non-guilty vision of 
teleworking.” 

“I would appreciate more flexibility within the teleworking: 2 
days/wk not fixed (changes may occur when applicable) and 
also splitting in half day on site / teleworking”

“I would like the employee to be given the 
opportunity to do a few (4?) Fully telecommuted 
weeks per year. This would allow me to stay with 
my parents, far from Toulouse, during school 
holidays to look after my children. I would be 
prepared to compensate for these weeks with more 
presence on site outside of these weeks.”

“I would like a 100% possible TWK with a personal choice for 
the face-to-face / distance ratio according to professional 
needs and not a number of days simply imposed ...”

“I would like to be able to do tele-work per half day 
and not just per full day.

While this may not be interesting for those who 
live far from their workplace, it can have many 
advantages for many employees who live within 
a 15km radius (not far in distance, but very far in 
time.”

“I will be in favor of a concept of half-day teleworking. This 
would make it possible both to come to the site to “be seen” 
and to exchange daily with colleagues, while avoiding as 
much as possible the rush hours in transport (traffic jams) 
for the home / work trip, as well as the hours of service. 
noisy open space work (by focusing the presence on site 
around moments of teamwork and meetings).”

“Rather than a pre-determined day quota, I would 
like to be able to organize my week in “flex hours” 
(1/2 days on site, staggered hours, according to 
my personal schedule) with an average of 2 to 3 
days on site.”

I feel the ‘pre covid’ rule not allowing 1/2 days of 
telework is stone age now. We have demonstrated this 
was manageable, and offering best flexibility to team 
members. I would perceive this as a strong move fwd.”

Have you already had discussions on the 
subject as a team with your manager?
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Teleworking is governed by group agreement n ° 19005 of 17/10/2018 relating to teleworking within 
Airbus SE.

Regular or occasional teleworking
• Must be done by full days.

• This only concerns employees on permanent full-time or part-time contracts, in which case their 
part-time work must be at least equal to 80%.

Regular teleworking: 
It will be a maximum of 2 days per week.

The teleworking request must be validated by the manager and by the HRBP of the perimeter concerned.

It must be processed within “a maximum period of one month from its transmission” (article 4.2.1)  
This request is made by MyHR / Services / Administrative Services / Request for Services. If the answer 
is negative, it must be motivated.
Presence on the premises of the company: 3 days a week.

The days of presence in the company outside the department or the employee’s sector are counted in 
these three days, on the other hand will be considered as 
absences on public holidays, bridges, professional travel, 
days of inactivity, part-time. 

Of note, when it is agreed, teleworking does not require an 
amendment to the employment contract. 
Occasional teleworking:
15 days per year= recommended number of days as an 
indication in the agreement.  

The request must be made in writing to the manager (email, 
sms, instant messaging, etc.) with a notice period of 5 
working days. The notice period may be reduced by mutual 
written agreement (email, sms, etc.). The HRBP will be 
informed by the manager who will copy it to the response.

A negative answer must be motivated. 
Whether regular or occasional, the manager’s agreement is 
necessary and he has great latitude to refuse. Large sectors 
of the company can be excluded from teleworking as well 
as “activities requiring a regular physical presence on the 
sites of the company or at the customers or suppliers of the company, in particular because of the 
working tools or the configuration of the team.

Your rights a new agreement has been agreed:

 

CFDT 
Recommendation 
Make your telework 
request now and 
follow up with your 
manager if there is no 
response within the 
month.

The management of Airbus Helicopters is 
blocking any new request for teleworking by 
September 30, pending future implementation 
modalities “shared with the social partners” 
(sic). An agreement cannot be suspended like 
this!
A prior 3 month notification is mandatory.
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“After the desire to have us back to 
the office because “it is important that 
people see each other discuss etc.” we 
organize the disorganization of the 
teams with the flex-office and the 1st 
come 1st served ... flex / hybrid is so 
fashionable (like hydrogen) ...“ 

“My department moved to other offices 
during covid, and personal space is 
more limited than before. Many of my 
colleagues want to compensate for this 
lack of space and calm by teleworking.”

“The lengthy period of teleworking 
requires employees to reappropriate 
their workplace, and it is surely 
not with an anonymous office that 
they will regain this essential state 
of mind of belonging. Beyond 
the economy for Airbus, which is 
laudable, the prospects for a return 
to “cost reduction” for employees 
must not result in the loss of 
personality, reduction of permanent 
roles, expensive reorganizations that 
have other interest than destroying 
the work of employees and their 
productivity for the benefit of the 
image and communication of the 
company, without ever seeing a 
sharing of wealth for those who work 
from those who make people work 
and count the points .”

“The positive side of work on site is the 
exchange with colleagues, so I am for 
the gradual return to work on site but in 
collective because it is useless to return 
individually to work because we find 
ourselves alone in the open space and 
in the hallways ...”

“I am opposed to Flex Office. I see it 
as a complete depersonalization of 
my presence in the office. I think it is 
appropriate to have a good balance 
between face-to-face and teleworking, 
to have autonomy in these choices 
of days / times. The flex office, in my 
opinion, opposes this balance.”

“Provide a safe and inclusive 
working environment”, moto 
of the Airbus leadership 
model seems to me to be 
completely opposed to the 
concept of Flex office.”

“If the question is to go hunting for a 
place in the morning and just work with 

the laptop screen, it’s no, I’ll go home to 
work because of wasting the commute 
time, and working in bad conditions, 
with the additional mask, it gives bad 
stress and it is not productive.”

Is your management open to a 

smooth return on site?

How do you assess the dialogue with 
your manager?
(1 : absent, 5 : optimal)
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 “I want to be able to keep all this 
equipment (adapted chair, height-
adjustable desk, large screen) that 
allows me to stay healthy.”

”I am hostile to hybrid working and 
activity based working, because these 
practices will degrade the working 
conditions of those who stay on site, 
without any benefit for those who 
telework, and I fear that they will imply, 
eventually, forced teleworking.”

“The Flex Office solution really 
scares me because I fear that 
if we arrive around 9 am (risk 
when we bring the children 
to school in the morning), we 
will find ourselves looking for 
an office without necessarily 
having the guarantee of having 
one.

“Hybrid working - willing to participate 
in pilot when COVID is over. For flex 
office, hygiene - desk/equipment and 
mixing with more people coming 
into the area trying to find a desk - is 
worrying. There is not much storage 
space so we will have to print more 
each time we need to read a document 
(even if it is the same document we 
are printing again)”

“However, if we do more telework 
(with the Flex Office solution), when 
we come to work, we will want to find 
our colleagues so if we are scattered in 
a building, I do not see too much use 
in coming back to the site at except for 
face-to-face meetings. Can you explain 
it to me?”.

“In summary, we discover these subjects 
through corridor discussions or thanks to 
the unions (luckily I ended up unionizing 
...) because nothing is cascaded on the 
subject by the hierarchy. As usual, we’ll 
be told about it when it hits us ...”

“Each employee must feel 
important, welcomed, “in his 
place” in the company, and 
that seems to me difficult 
to reconcile with the fact 
of starting his working day 
by looking for a free office, 
and where no one will be able 
to find it.”

“Echoes tell us about a limited number 
of offices:

- with tiny storage where we have to put 
PC + keyboard in the evening -> time lost 
in managing this before leaving

- no space for personal belongings (what 
about sports or cycling stuff since there 
is no locker in the changing rooms?) and 
I don’t feel safe leaving things unsecured 
during lunch / meeting in an openspace 
where my neighbors will change every 
day.”

Is your dpartment affected by Hybrid 
Working (Flex Office & teleworking)?

If so, have you had any 
communication from the 
manager?

Are you ready to participate in a pi-
lot experience of setting up Hybrid 
Working (combination of Flex Office 
and teleworking) or Activity Based 
Working?
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And elsewhere how is it?
At Stellantis, 18,000 employees, whose positions are not directly related to production, 
can be teleworked up to three days a week (fixed days) or up to the equivalent of three 
weeks per month (15 variable days to be determined with the manager). The calculation 
can also be done by half-days and a teleworking bonus has been instituted.

At Renault, the agreement currently being negotiated in France provides for 2 to 3 
days of teleworking per week with an additional 35 days to be spread over the year. The 
agreement signed at the global level provides that employees can telework in another 
country with the agreement of the manager, the human resources department being 
informed only if this period is longer than one month.

It would be good if the employer started to compensate 
the employee for part of the additional costs for the 
employee / savings for the company (e.g. higher 
electricity / heating consumption in telecommuting, 
coffee, equipment, etc.).

“Airbus should seriously address the issue 
of equipment provision (to date, like many, I 
have had to equip myself personally: screen, 
USB hub, connectors .... “.

“What about the participation in additional domestic 
costs (electricity, heating, water, air conditioning) which 
remain the responsibility of the employee because in 
my case the electricity bills have actually doubled since 
March 2020. We have vaguely heard about it in the 
media but not at Airbus ... On this subject, some Parisian 
groups have offered compensation to their employees 
for 2020, what is it and what will happen to Airbus? Will 
the Employer be a winner on all fronts: on real estate 
(declining or reassigned) and on current expenses (also 
falling since they are partly transferred to employees?).”

“Teleworking yes, but with material and 
financial means including meals (lunch 
vouchers or package) because no access 
to the catering of the company.”

 

Of note:  
Unlike other large CAC 40 companies, 
Airbus does not provide any teleworking 
allowance to its employees.

However, it is necessary to have suitable 
equipment (screen, printer, chair, etc.). 
The costs incurred should not be the 
responsibility of the employees.

At Renault, employees who choose 
to telework 2 or 3 days a week will 
receive, each month, 20 or 30 Euros 
in compensation for the additional 
costs incurred. They will also benefit 
from a sum of 200 Euros to adapt 
their workstation - with a principle of 
retroactivity which makes it possible to 
reimburse expenses incurred for a year.

The CFDT demands that the 
renegotiation of the teleworking 
agreement include a sufficient telework 
allowance.

Management does not plan to 
renegotiate this agreement before 
2022...

You said 
compensation ?...

  

 

Contacts :  
SAS : Marc Baillion, Ania Bellagh, Alain Bertrand, Akim Bouakil, Jean-Baptiste Brillaud, Roland Chamerois, Philippe Cresta, Philippe Escudié, Christophe 
Extremes, Nils Fayaud, Olivier Foures, Kristine Keltsch, Jose-Luis Mauriz, Caroline Millot-Roulin, Bernard Mouton, Karine Pacou, Guylaine Perrin, 
Michel Pierre, Denis Robert, Beate Schmuck, Bernard Tagnères, Christian Thies, Françoise Torre. 
OPS : TLS : Nolwenn Balin, Christine Garat, Christophe Pujol, Jean-Marc Rouby, Nathalie Silici / NT : Nicolas Compagnat 
NZ : Béatrice Barbier, Stéphane Dufroux.
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