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Stockholm 
University 

Welcome from Professor Bergmark, Head of the Stockholm 
University Department of Sociology 

As Head of the Sociology Department at Stockholm University, I am delighted to welcome 
you all to Stockholm University, and to the first International Labour Process Conference ever 
taking place in Scandinavia. Although sociology is a diverse and multifaceted discipline, 
issues of work, organization, industriai relations and labour markets have been important 
themes ever since the classics and continue to be so today. Being one ofSweden ' s oldest and 
internationally most renowned sociological departments, the Stockholm University 
department of Sociology is no exception to this - although we and our affiliated research 
centers (SOFI, CHESS, SoRAD, SCORE, SULCIS, SpADE, SUDA) also conduct high 
quaiity research in areas such as health, addiction, the public sector, integration and migration, 
gen der, family policy, economic sociology and network analysis. 

Research at Stockholm University is outstanding in many areas, and with over 50,000 
undergraduate and master' s students, 1,800 doctorai students, and 6,000 employees, 
Stockholm University is also one of the largest universities in Sweden. Internationalization is 
a priority to remain vi brant, and we strive to conduct educational and scientific programs in 
contact with the surrounding society. As a representative not on ly of the department of 
Sociology, but also Stockholm University as a who le, I therefore hope that the ILPC will be a 
good opportunity for you all to uphold international collaborations and even start new ones 
with researchers active at Stockholm University. 

I would like to thank all involved with organizing the conference, and I hope you will enjoy 
your time at Stockholm University as weil as in Stockholm and Sweden. I wish you all a 
stimulating and productive conference. 

{;9r~~ 
Professor Karin Helmersson Bergmark 

l (2) 
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ILPC 2012 Submission Statistics 

The call for papers for ILPC 2012 closed on October 31th, 2012 
In total, 275 abstracts were submitted 
These were sent out for review to a team of reviewers listed in the acknowledgement 
section. 
Notifications were issued in December 2012 
235 abstracts were invited to submit papers 
40 abstracts were declined 
The final figures (as of 15th March) are: 
-223 delegates are registered for the conference 
-178 papers will be presented 
 

Countries from which delegates registered (does not imply 
nationality) as of 9th March 2012 

Australia  15 

Austria  6 

Belgium  2 

Brazil  3 

Canada  4 

Denmark  2 

Ethiopia  1 

Finland  3 

France  10 

Germany  19 

Ireland  2 

Italy  2 

Japan  1 

Kuwait  1 

Netherlands  5 

Nigera  1 

Norway  6 

Romania  1 

South Africa  2 

Spain  4 

Sweden  40 

Switzerland  1 

Turkey  1 

United Kingdom  70 

United States 6
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Useful Information about the Conference Venue 
and Social Events 

All parallel sessions will take place in the seminar rooms in the Aula Magna and 
Geovetarhuset (opposite to Aula Magna across the lawn – see campus map on next page) 

Keynote addresses and the panel discussion will take place in the great lecture hall of 
Aula Magna 

Coffee breaks will take place in the Aula Magna foyer 

Lunch on Tuesday and Wednesday will be served in the Aula Magna foyer. Lunch on 
the final day will be served in the University campus lunch restaurant Lantis, which can 
be accessed directly from Aula Magna 

The Welcome Reception will take place from 18.30 to 20.00 on the first evening of the 
conference in Stockholm City Hall, located by the water close to the Central Station and 
home to the annual Noble Price dinner. A selection of finger food and drinks will be 
served, courtesy of Stockholm Stad (the City of Stockholm).  

The book launch will take place in the Aula Magna foyer on Wednesday at 17.30.  

Publisher stands will be located in the Aula Magna building 

Bathroom facilities are located on most floors in the Aula Magna and in the 
Geovetarhuset 

Electronic presentation facilities are available in each seminar room. A member of the 
student help team will assist you with loading your presentation from USB to the PC, 
should you need it.  

Should you wish to order a taxi, Taxi Stockholm can be called on 08-150000, Taxi 020 on 
020-202020 and Taxi Kurir on 08-300000 

Should you wish to travel to central Stockholm by bus, the no. 40 and 70 bus stops are 
located right by the subway station. Busses along that route come every 10-15 minutes 
and they will take you to Odenplan, among other places.   
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Campus Map 
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Summary of Social Events 

Tuesday Evening 

Welcome Reception. 18.30-21.00 Tuesday 27th of March. Stockholm City Hall 

We warmly welcome you to join us for a welcome reception of wine and finger food in 
the beautiful and historical Stockholm city hall, home not only to the local municipality, 
but also the location for the annual Noble price dinner.  

 

Wednesday Evening 
Book Launch 17.30-18.30. Wednesday 28th of March. Aula Magna Foyer  

We are delighted that Are Bad Jobs Inevitable?, edited by Chris Warhurst, Patricia 
Findlay, Chris Tilly and Françoise Carre, will be launched at the conference, in 
association with Palgrave-Macmillan. A free copy of each book will be given to every 
delegate.  

 
ILPC 2012 Gala Dinner 20.00 until midnight, Wednesday 28th of March, at 
Spårvagnshallarna. 

The conference gala dinner will take place at Spårvagnshallarna, in a building that used 
to house Stockholm’s trams. We look forward to entertaining you with good food, drinks, 
a band and after-dinner music. 

See next page for travel information. 
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Getting to the Welcome Reception and Gala 
Dinner 

Both the welcome Reception and Conference Gala Dinner will take place in central 
Stockholm, i.e. not at the Stockholm University campus. Here are suggestions for how to 
get there by public transportation. Although the subway usually is the fastest means of 
transportation in Stockholm, we advice you to allow a miminum of 30 minutes travel 
time if you are travelling directly from Stockhom University campus to any of the 
venues.  

Getting to the Welcome Reception at City Hall (Stockholms 
stadshus) 
Stadshuset is located 700 meters from T-centralen (the knot in the T-subway) on the 
island Kungsholmen. Depending on where you are travelling from, it might be more 
convenient for you to reach Stadshuset from the subway station T-Rådhuset.  

If you have a smartphone, the best thing to do is plug in your departure and arrival 
address into the SL-trip planner: http://sl.se/en/Visitor/Plan-your-journey/  

 

 
Photo by Arild Vågen (from Wikipedia commons) 

 

Getting to the Conference Gala Dinner at Spårvagnshallarna 
The conference gala dinner takes place at Spårvagnshallarna, which is located on Birger 
Jarlsgatan 57A (see detailed map on next page). The closest subway station is T-
Rådmansgatan (green line) on Sveavägen. Another option is to go to T-Östermalmstorg 
(red line direct from Stockholm University), exit Stureplan and then walk along Birger 
Jarlsgatan.  

  

http://sl.se/en/Visitor/Plan-your-journey/�
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ILPC 2012 Book Launch 

Following the second day of the conference, we are delighted to welcome you to the 
book launch of Are Bad Jobs Inevitable?, edited by Chris Warhurst, Patricia Findlay, Chris 
Tilly and Françoise Carre. The book launch will take place in the Aula Magna Foyer at 
17.30 on Wednesday 28th March.  

Are Bad Jobs Inevitable? 
Trends, Determinants and Responses to Job Quality in the Twenty-First Century 

Chris Warhurst, Françoise Carré, Patricia Findlay and Chris Tilly (eds.) 

The Editors description of the book: 

Job quality matters. It contributes to economic competitiveness, social cohesion and 
personal well-being. This book focuses on bad jobs. It was once assumed that these jobs 
would disappear. The reality is different; bad jobs persist and recently some good jobs 
have become worse. Whilst it is recognised that bad jobs are a problem, there is little 
evidence of a coherent policy response. The contents of this book address the question 
‘are bad jobs inevitable?’ The contents are global in scope, draw upon new and 
multidisciplinary approaches, employ methods ranging from statistics to case studies, 
and draw out lessons from policy and practice from Europe, North America and 
Australia. The contributions from leading international scholars outline debates, 
developments, issues and trends in job quality; define and measure bad jobs; explain 
variation and change in job quality; and identify workplace practices and broader non-
workplace strategies for making bad jobs better. 

Books at the ILPC 
The International Labour Process Conference has had a book series associated with it 
for more than 25 years. Through it authors and editors have published some of the 
leading edge scholarship in work and employment.  

Together with Palgrave, the ILPC publishes at least one themed volume a year, pre-
dominantly consisting of papers or authors connected to the conference, launching it at 
next year’s conference. As a conference attendant, you will receive a personal copy of the 
volume as part of the registration fee (co-sponsored by the conference and Palgrave). 

The conference books are published by Palgrave as the Critical Perspectives on Work and 
Employment series. For further information on the series, contact Irena Grugulis on 
irena.grugulis@durham.ac.uk 

Series editors: Irena Grugulis, Caroline Lloyd, Chris Smith and Chris Warhurst. 
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Keynote talks and Plenary Panel at the ilpc2012 

 

Keynote 1: The intellectual division of labour: a stake 
in the current crisis? 

Michel Freyssenet  

CNRS/GERPISA, Paris 

 
Initially the core of Labour Process Theory, mainly inspired by Braverman’s work, was 
the capitalist division of labour, separating the design and the execution of work, which 
determined the successive forms of capitalism. This thesis, after considerable success, 
was criticized and in many respects lost importance in scientific debates in the 80s and 
90s. In my talk, I propose an explanation for this diminution of interest for the 
intellectual division of labour analysis and some possible reasons why it might be 
relevant once more.  

Two reasons seem to explain the ebb of deskilling arguments: a misunderstanding and 
an historical fact. Many researchers considered that the intellectual division of labour, 
the taylorism-fordism and the fragmentation of tasks are the same things. This 
confusion led to the belief that the regrouping of tasks, thanks to new forms of work 
organization and automation, developed during the 80s, created the possibility for a 
reversal of the intellectual division labour and of the general upskilling of the workers. 
Researchers of this tradition concluded logically, that the separation of the design and 
the execution of work was not linked to the capital-labour relationship, but instead to 
cultural traditions or managerial models. 

The second reason of the ebb of the deskilling theory was an historical fact. After the 
currency and oil crisis of 70s, the priority of employees was not the struggle against the 
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capitalist division of labour, but against cuts to employment and flexibility. So the 
priority for researchers also changed. They had to understand why some firms and 
countries became more prosperous and why others declined in a comparative context. 
They had also, eventually, to suggest to employees new means for job protection. 

A miraculous explanation and solution appeared at the beginning of 90s. Lean 
production was presented as the solution of two crisis: the work crisis in the 70s by 
employee involvement to solve production problems, the competitiveness crisis in the 
80s by constant cost reduction, quality improvements and JIT. For the reasons cited 
earlier many scholars were ready to accept this fairy tale, despite evidence to the 
contrary.  

But some of us, from the 80s, we argued that the regrouping of tasks could be the main 
way to separate even more design and execution of work, because of particular design of 
automatized machines the aim of which is to reduce the intellectual content of each task. 
Subsequently, we attempted to define the principles and material characteristics of an 
automation requiring a real and durable reversal of intellectual division of labour. We 
illustrated also that this reversal was improbable within the context of capital-labour 
relationship and required other types of social relationship. Simultaneously, we 
elaborated analytical frameworks so as to understand what Lean production could not 
explain: the difference of firms’ profitability, the variety of ‘productive models’ and the 
diversity of countries trajectories. 

The deregulation of employment and finance since the 90s have disseminated the most 
brutal forms of intensification, deskilling and precarization of labour in many countries. 
The capital-labour relationship is seeking to invade all spheres of the society, 
particularly through privatizations and the obligation for the public services to 
systematically and constantly reduce costs. The current economic, social, ecological and 
political crisis creates nevertheless opportunities to develop new social relationships 
more efficient than capital-labour relationship, thanks to the reversal of intellectual 
division of labour.  

 

Michel Freyssenet is Research Director at the National Scientific Research Center 
(CNRS), in France (Paris). Sociologist, he worked during the 70’s on the history of 
capitalist division of labour and its consequence for deskilling-upskilling of the labour 
force, segmentation of labour markets and trajectories of industrial sectors and firms. 
He wrote La division capitaliste du travail (1974, 1975, 1977) and La sidérurgie 
française, histoire d’une faillite, 1945-1979 (1979). In the 80’s, he co-founded the 
GERPISA, the social sciences international network about automobile industry and its 
employees. He published many articles about capitalist automation processes, their 
alternatives, and about the concept of social relationships. In the 90’s, he launched 
several international research programmes within GERPISA to criticize the lean 
production thesis and the globalization and financialisation of firms. With Robert Boyer, 
he proposed a new analysis framework The Productive Models (2000, 2001, 2002, 
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2004), published in six languages, and he co-edited several collective books about 
trajectories of automobile firms. He is now working on a synthesis of his research, 
focused on the social relationships. His publications are presented in his website and 
many of them are downloadable: http://freyssenet.com. 
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Keynote 2: The Political economy of mobile 
technologies in everyday work and life 
 

Joan Greenbaum,  
City University of New York (CUNY) 

 
 

If the labor process were a murder mystery narrative, we would find that 'it wasn't 
technology that done it' in globalizing and casualizing labor relations. Nor would we find 
in such mystery stories any 'placeless' dispersal of labor.  As many ILPC authors have 
pointed out the separation of work relations from employment relations and the 
movement of labor process activities out of the workplace have been going on for quite 
some time.    

This talk will go behind the scenes and look at the political economy of the design of 
technologies (both workplace oriented ICT applications as well as mobile applications), 
focusing on the reoccurring and often contradictory mismatch between technologies 
and their management intended consequences.   

Embodied labor and the habitus of workers outside traditional workplaces will be 
addressed through two examples.  One comes from a preliminary study of what I call 
'digital squatters'—people who, for the most part have been separated from formal 
employment contracts, and who occupy cafes as workplaces, creating new work 
relations in little corners.  The other is centered in my Occupational Health and Safety 
work with a large academic union, and focuses on the stress, long working hours, 
computerized 'course management' and the temporary nature of so-called 'knowledge 
work'.   Both examples, will hopefully serve to not only demystify the not-so-invisible 
hand of technology commodities, but remind us about labor process roots in simplifying 
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and standardizing labor and creating a lumpen class of well-educated cafe squatters 
(some of whom are  academics, as we all know). 

 

Joan Greenbaum has worked with, and written about, technology since getting hooked 
on programming in the early mainframe computer days with IBM. She has written 
extensively on concerns dealing with work, technology and gender, with a particular 
focus on participatory design. Among publications she is author of: Windows on the 
Workplace (Monthly Review Press, 2004); Design at Work (Erlbaum Press, 1991) and In 
the Name of Efficiency (Temple University Press, 1979).  

Greenbaum is Professor Emerita at City University of New York (CUNY) where she is on 
the faculty of Environmental Psychology  (the study of place) and the program in 
Interactive Technology and Pedagogy. While her previous research focused on labor 
processes in workplaces, her more current work addresses work that is no longer done 
in traditional workplaces.  Recently she has been studying what she calls 'digital 
squatters'—people who, for the most part have been separated from formal 
employment contracts, and who occupy cafes as workplaces, creating new work 
relations in little corners with their digital triad (phone, laptop, ipod) of tools.  She is an 
activist in her union, the PSC-CUNY (AFT local 2334) which represents 23,000 workers 
and where she serves as Co-Director of Environmental Health and Safety.  She is a 
mother and grandmother and New York City lover. 
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Plenary Panel: The Scandinavian Labour Market Model 
in Perspective 
 
The theme of the panel is The Scandinavian labour market model in 
perspective. Under which societal conditions is it possible to develop work 
that is both good and productive? What is the relation between welfare and 
competitiveness? What is the role of the labour market parties? What 
varieties can we see between economies, nations, sectors?  
 

Participants at the round table 
 

 Göran Ahrne 
Professor of sociology at Stockholm University. He has for 
many years been involved in research on social 
stratification and work organization in a comparative 
perspective. He has also published several books on 
organization theory, meta-organizations and partial 
organization. His most recent research concerns 
organizations and globalization 
 
 

 

Henrik Bäckström 
Managing director of the employers' and industry organi-
zation Swedish Staffing Agencies, and board member of 
the European employers' organization Eurociett. He is 
also associate professor at Åbo Akademi University in 
Finland. Earlier positions include associate professor at 
the Swedish Working Life Institute, researcher at Uppsala 
University and senior fellow at the Wharton School at 
University of Pennsylvania. 
 
 

 

Ingemar Göransson 
Former researcher at LO, The trade union confederation, 
and Metall, the Metal workers’ union. He has been wor-
king with issues like work organization, new technology, 
wage determination, collective bargaining, union strategy, 
and not least the concept of ‘good work’. Before his work 
in the union movement, he was a researcher at KTH, The 
Royal Institute of Technology, Stockholm. 
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Pamela Meil 
Present Director of International Research at the Institute 
for Social Science Research in Munich Germany (ISF). Her 
research interests include: global value chains; restruc-
turing processes in industry and services; the interaction 
between globalization and national adaptation processesI; 
comparative employment relations; training and compe-
tence development in new forms of geographically 
distributed work; the impact of project-based organiza-
tion on work and workers. 

 
 

 

Ann Westenholz 
Professor at the Department of Organization, Copenhagen 
Business School, Denmark. Her long standing research 
interest is in workplace democracy and she has, in the last 
30 years, been involved in research concerning semi-
autonomous working groups, workers' representative on 
boards of directors, worker-managed and worker-owned 
firms. 

 

 

 

Åke Sandberg (moderator) 

Professor, Department of Sociology, Stockholm 
University, formerly at Arbetslivsinstitutet (The National 
Institute for Working Life) and KTH, the Royal Institute of 
Technology, Stockholm.  
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Special Streams for ILPC 2012 

 
Stream 1: Lean in Ideology and in Practice – from 
Labour Process and Societal Effects Perspectives 

Stream Organisers 
Dr. Per Sederblad (Malmö university) 

Prof. Lena Abrahamsson (Luleå University of Technology) 

Mikael Brännmark (KTH Royal Institute of Technology) 

Prof. Andrew Danford (University of West of England) 

Lean management techniques came to prominence in the 1980s, particularly in 
automotives. Womack et al.’s (1990) best-selling work, The Machine That Changed the 
World, became the central text for analysing specific Lean techniques and their potential 
impact on organisational performance. Womack et al.’s core thesis was that 
organisations which succeed in stripping out wasteful (or non-value-added) processes 
from production will secure significant efficiency and quality advantages. For these 
writers, the team became the unique organisational form that was most associated with 
lean, the base for ‘multi-skilling’, job rotation, task enlargement and worker 
participation in kaizen, or continuous improvement activity. Since the book’s 
publication, advocates of Lean have promoted a tripartite ‘mutual gain’ for employers, 
workers and customers, who will benefit from enhanced product quality and service, 
arising from the diffusion of Lean practices. The reality of this Lean ideology has been 
questioned by many writers working in the labour process tradition, also presenting 
counter evidence.  Academic interest in Lean emerged initially in the Japanisation 
debates of the 1980s and 1990s, an area of study that generated a raft of critical case 
studies (for example, Danford, 1999; Delbridge, 1998; Elger and Smith, 1994, Garrahan 
and Stewart, 1992; Rinehart et al. 1997). A group of Swedish working life researchers 
proposed the label “mean production” as a substitute for Lean Production (Berggren, 
Björkman & Hollander, 1991). Later works traced the diffusion of lean into indigenous 
companies and the patterns of workers’ struggles that accompanied this (for example, 
Stewart et al., 2009).  

More recently, and through the agency of a plethora of management consultants 
specialising in Lean transformation programmes, Lean has come to be seen as the prime 
operational means of modernizing work organization and working practices in the 
private and public sectors. For instance, we have seen a rapid diffusion of Lean systems 
into some call centre environments and into public service work domains such as health 
care and government departments. There are however different interpretations of these 
developments, different interpretations of the true nature of Lean itself and also very 
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different attitudes to Lean among managers, unions and employees.  There are also 
obviously “societal effects” (Maurice & Sorge, 2000) on the implementation of Lean. 
Indeed, as Elger and Smith (2005) noted, it may be wrong to assume uniformity in 
process and outcomes since variations in practice are likely to exist as a result of such 
factors as firm, size, sector, industrial relations and locality dynamics. In Scandinavia, for 
instance, there is a widespread diffusion of Lean and the result of research of employee 
attitudes to Lean shows a heterogeneous pattern. The unions first tried to resist the 
introduction of Lean but some unions have recently changed position and now see 
possibilities for empowerment in Lean.  

This stream calls for papers that offer theoretical and empirical analysis of the variations 
in contemporary developments in Lean management regimes and their implications for 
workers and trade unions. We are interested in papers that provide insights into the 
specific nature and effects of Lean in different societies and employment sectors, the 
processes that drive Lean diffusion, such as the role of management consultants, the true 
nature of Lean and the ways in which trade unions engage with the challenges of Lean at 
the workplace level. 
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Stream 2: Putting Labour in its Place: The Global 
Commodity Chain, the Global Value Chain, the Global 
Production Network and Labour Process Analysis 

Stream Organisers 
Prof. Phil Taylor (University of Strathclyde) 

Dr. Kirsty newsome (University of Strathclyde) 

Prof. Al Rainnie (Curtin Business School)  

It is now almost two decades since the publication of Gereffi and Korzeniewicz’s (1994) 
path-breaking work on the Global Commodity Chain (GCC). This innovative framework 
attempted to describe the functionally integrated but geographically dispersed systems 
of production increasingly evident in the ‘globalised’ era. Accordingly, transnational 
productive activity was conceptualised as constituting either a Producer Driven 
Commodity Chain (PDCC) or a Buyer Driven Commodity Chain (BDCC).  A signal 
advantage of the chain metaphor was that it permitted the abstract idea of globalisation 
to be realised concretely in terms of the relations surrounding tangible commodities. 

A subtle but significant shift occurred as academic debates shifted to Global Value Chains 
(GVCs) and issues of ‘governance’ assumed greater importance. If economic globali-
sation was generating geographical dispersion and differentiation between places, then 
GVCs considered the chains’ integrative mechanisms (Gibbon et al, 2008). GVC 
governance centred on actor strategies, usually large firms, and the prevailing 
arrangements – in-house, market-based or outsourced associated with the imperatives 
of coordination and quality standards. Gereffi et al (2005) downscaled the concept of 
governance from a characteristic of entire chains to the mode of coordination at a 
particular link in a chain. 

In response, Global Production Network (GPN) theorists critiqued GVC’s restricted 
framework and its chain metaphor which, to them, mistakenly assumed an invariable 
vertical and linear sequencing (Coe et al, 2008). Global production was better 
conceptualised as complex network structures, in which intricate linkages formed multi-
dimensional, multi-layered ‘lattices’ of economic activity. One notable advantage of the 
GPN was its ability to understand firm-centred production networks within the concrete 
socio-political contexts in which they were embedded. Thus, the global was enmeshed 
with diverse political, institutional and regulatory influences of the national, regional or 
local, factors ordinarily abstracted out of GCC and GVC analysis.  

Yet, labour, either as value creator or as agency (collective or otherwise) is frustratingly 
absent from GCC/GVC approaches (Cumbers et al, 2008). We are thus seeking abstracts 
from researchers who have been utilising GCC, GVC or GPN approaches and are striving 
to fuse the insights derived from these frameworks with labour either as abstract labour 
or agency. Theoretical papers exploring the problematic of integrating GCC/GVC/GPN 
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and labour process analysis are welcome, as are abstracts from those reporting 
empirical findings, albeit informed by these conceptual concerns. Although studies at the 
transnational scale are self-evidently important, those focused on the intra-national, 
regional or local scales are also encouraged.  

We welcome contributions from scholars working in diverse disciplines and fields of 
study, including human and economic geography, development studies, comparative 
political economy, gender studies, as well as more established labour process territory 
of the sociology of work and industrial/employment relations. The aim is to encourage a 
critical engagement between those who acknowledge the salience of core labour theory 
and others for whom participation at the ILPC may be a new experience. 
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Stream 3: Work or Nature? The Effects of Climate 
Change on the Labour Process and the Responses of 
the Labour Movement in the Global South and the 
Global North 

Stream Organisers 
Prof. Nora Räthzel (Umeå University) 

Prof. David Uzzell (University of Surrey) 

A dominant trust of government activity to combat climate change has been to target 
consumption and the individual consumer (DEFRA, 2008). It has placed an emphasis on 
changing people’s ‘insatiable appetites’ through motivating or forcing them to change 
their behaviours. The fact that governments have contradictory policies, advocating 
sustainability and at the same time encouraging consumption in order to counter 
economic recession, is hidden by arguing that consumers should consume in a ‘sensible 
way’. A more radical position suggests that we need to transform our ways of life and 
strive for ‘prosperity without growth’ as Jackson (2009) expresses it, or aim for the 
triple dividend: reduving unemployment, cutting carbon emissions, and providing 
people with an enhanced quality of life by reducing working hours – getting more for 
less (Schor, 2009). 

Another approach shifts attention away from consumption to production and advocates 
reducing GHG emissions by developing more efficient technologies – a ‘have your cake 
and eat it’ policy. This advocates that ‘ecological modernisation’ could be achieved by 
finding solutions that increase growth, while also having positive effects on the 
environment (for a critical account of such positions see: Redclift and woodgate, 2005; 
Mol et al 2009). This is thought to be possible through the development of new, so-called 
green technologies. While this might seem beneficial, it can be argued that it fails to 
address the environmentally degrading effects of a form of production based on the 
need to increase profit, which leads to ‘rebound’ effects. Whether one subscribes to 
‘technological fixes’ or more profound transformations, production and thus jobs will be 
affected. Even policies that centre predominantly on consumption will create less or 
changed demand and will influence production processes indirectly. This will affect 
workers through the loss of jobs, the changing of jobs, and hopefully, the creation of 
new, so-called ‘Green jobs’. 

Despite the inevitable impact of climate change and climate change measures on the 
production process and thus on work, research in this area is scarce. While there is 
considerable research on technological solutions and macro analyses of the 
consequences of environmental measures on employment, trade unions, as one of the 
principal social actors in the production process, have been largely ignored (but see: 
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Labour Studies Journal 2011). Environmental studies have largely ignored labour issues, 
while labour studies have paid little attention to climate change issues.  

The scarce research that has been undertaken on trade unions and environmental 
policies has focused on specific unions in specific countries. One of the first studies, 
reflecting the early engagement of the trade union movement in Australia with 
environmental issues, was on the environmental policies and activities of unions in the 
construction industry in the 1970’s, referred to as the ‘Green Bans’ (Burgman and 
Burgman, 1998). More recent work has been undertaken in Australia (Snell & 
Fairbrother, 2011) and in the USA and Canada (Keil 1994; Stevis 2011). 

In his 1875 critique of the Gotha Programme of the German Socialist Party, which 
claimed that labour is the source of all wealth Marx pointed out: “Labor is not the source 
of all wealth. Nature is just as much the source of use values (...) as labor, which itself is 
only the manifestation of a force of nature, human labor power.” (Marx, 1938). Defining 
work, Marx emphasized the essential role of nature: “The worker can create nothing 
without nature, without the sensuous external world.” (Marx, 1988:72, emphasis in 
original). In the course of the labour movement history, the connection between nature 
and labour has rarely been made. One reason being that natural resources used in 
production are privately owned and have therefore been considered outside the reach of 
workers’ control. Thus nature has either been ignored or at best reduced to the concept 
of the “environment” as a kind of container for and condition of human life. In the course 
of this development, trade unions especially in the global North have largely reduced 
their activities to protecting workers’ interests at the workplace, without taking into 
consideration that every work process is based on a relationship between work and 
nature and that workers develop their skills and capabilities through this relationship. 
In transforming nature, workers transform themselves as well as their external nature, 
thus creating a “second nature”.  

Environmental degradation in general and climate change specifically, create a new 
need to rethink the relationship between work and nature. For trade unions this means 
to transcend their focus on working conditions alone and consider the ways in which 
production impacts on nature. Considerable research has been undertaken on the 
possible effects of climate change on employment (Porter and van der Linde,1995; 
Bezdek, Wendling and DiPerna, 2008), calculating the number of jobs that will be gained 
or lost.  

However, what is missing is research on the effects of climate change and climate change 
measures on the actual labour process itself. How will workers’ skills be affected? Will 
there be a need for reskilling, and in which ways, and in which areas? What effects do 
new, so-called green technologies have on workers’ skills, forms of cooperation, 
knowledge and hierarchical relations at the workplace? How would the transformation 
of jobs affect workers’ identities? There is evidence that green jobs can be as exploitative 
and unhealthy as “dirty” jobs, for instance in the palm and corn plantations for the 
production of renewable energy. How can green jobs become also decent jobs. 
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Such questions are necessary to address but they are also limited because they see the 
labour process and workers as “effects” of processes that are beyond their reach. 
Workers and unions cannot only react, they need to act. We need research, which 
analyses the ways in which workers themselves can become agents of change, 
transforming existing production processes into not only environmentally sustainable 
but also socially sustainable production, that is producing socially useful products in 
processes that offer creative and safe work. 

The international trade unions movement is developing far reaching environmental 
policies asking for a “just transition” to a new green economy and connecting this with a 
demand to control markets and production. National unions have different or no policies 
depending on the sectors in which they organise workers. Unions on the local level are 
often caught in the dilemma, whether they should protect jobs or the environment. 
Others have developed programmes to combine environmentally sustainable 
production with the development of decent jobs. (Räthzel and Uzzell, in press) The 
question is how unions can learn from each other and to broaden their perspectives. 

In an increasingly globalised world we are not only exporting jobs but also carbon. 
Unions of the global North and the global South are partly stuck in arguments about the 
benefits of “border adjustments” with which Northern unions want to prevent cheaper 
products from countries with less regulated production to enter “their home markets”. 
Southern unions qualify this as a new form of eco-protectionism and ecological 
colonialism. The question is how unions of the North and South can supersede 
competition and work together in solidarity.   

We welcome different kinds of contributions: Work which addresses the relationship 
between work and nature theoretically and empirically; research on globalising work 
division and globalising environmental degradation, which looks at the relationship 
between work and nature in the perspective of North-South relationships; research into 
the effects of green production on the labour process, working conditions, and workers’ 
skills in the global North and/or the global South; research on environmental trade 
union policies/strategies internationally, nationally, or in specific work places and 
sectors; macro analyse s investigating the effects of climate change and climate change 
measures on employment. 
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Stream 4: Global capitalism, National Institutions and 
the Comparative Political Economy of Work and 
Employment Relations 

Stream Organisers 
Dr. Matt Vidal (King’s College) 

Dr. Marco Hauptmeier (Cardiff University) 

Comparative political economy is a thriving field of research focused on how the 
functioning, outcomes and performance of national economies may be explained in 
terms of distinct institutional frameworks, historical trajectories and power relations. 
The field is dominated by a small number of schools. The social systems of production 
(Hollingsworth, Boyer) and historical institutionalism (Crouch, Streeck) approaches 
emphasize broad historical trajectories, social norms and idiosyncratic power relations, 
whereas the varieties of capitalism approach (Hall and Soskice) is more concerned with 
institutions as efficient coordination mechanisms and strategic behaviour within fixed 
institutional configurations. The national business systems approach (Whitley) focuses 
on detailed analysis of corporate governance institutions, while regulation theory 
(Boyer) focuses on a broad set of institutions from models of work organization to the 
state and the international system.  

There are similarities but also important differences between these approaches. And, of 
course, there are also hybrid or eclectic approaches to comparative political economy. A 
key similarity of all of these approaches is that each considers the labour process and 
labour markets to be central institutions. At the same time, however, there is a tendency 
in the literature to focus on the macro level, analyzing comparative macroeconomic 
performance and being preoccupied with the construction of national models, often 
neglecting to examine in detail the diversity of labour processes, work arrangements 
and employment relations within or across national political economies. And while 
scholars have been increasingly attempting to move beyond approaches like varieties of 
capitalism, there remains an issue of enduring methodological nationalism in the context 
of an increasingly internationalizing world. While national-level institutions remain of 
fundamental importance, they are being transformed in the context of the globalization 
of finance and the current economic crisis, but also by the growth global production 
networks and shifting balances of power in the international political economy due to 
the entry of industrializing countries into global capitalism (including but not limited to 
Brazil, Russia, India and China). These changes have implications for the comparative 
political economy of work and employment relations, on which this conference stream 
focuses.  

An important focus of our stream is to examine how micro-level labour 
process/workplace analysis and meso-level labour market/employment relations 
analysis contribute to our understanding of comparative and international political 
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economy. In order to be considered for inclusion, proposed papers should be 
comparative or engage with recent debates of comparative political economy. We 
therefore seek abstracts from scholars that address the following themes. The themes 
should be seen as illustrative rather than exhaustive: 

• Comparative studies of work, employment relations and HRM 
• Multi-level analysis: Connecting workplace studies to other levels of analysis  
• How do institutions change? How to conceptualise change of national models?  
• The financial crisis and its impact on work and employment relations 
• The ‘precariat’ and low-wage workers across countries 
• Comparisons of labour markets and corporate governance  
• The social construction of markets and competition 
• The role of ideology in capitalism  
• Labour movement revitalisation from a comparative perspective  
• Marxist analyses of the labour process and capitalism 

  



30 
 

2012 International Labour Process Conference 
Symposia 
This year, the ILPC offers five symposia on the second day of the conference. Each 
symposium is a self-contained session of one and a half hours. The purpose of the 
symposia – most of which have been suggested by prospective delegates to the ILPC – is 
to allow for more open discussions and debates on both practical and theoretical issues 
that are of interest to delegates.  

Symposium 1: Twenty years after: what have we learnt 
from Volvo Uddevalla? 
The objective of this symposium is to discuss the influences of Reflective Production, 
implemented by Volvo in its Uddevalla plant, on the industry and on labour process 
research.  

Through a holistic approach of learning, work and cooperation and parallel work 
stations, allowing two workers to assemble a whole car in four hours, the reflective 
production had begun to reverse the process of intellectual division of labour and to 
achieve performances at least equal to those obtained in assembly lines. In the 90’s, 
Volvo renounced to pursue in this way. But some aspects of reflective production were 
adopted by other companies, especially in Japan. 

Do we know better today the reasons for the development and subsequent 
abandonment of Reflective Production? What was and is the importance of labour 
market conditions, employment relations, worker qualifications, management styles and 
even individual managers, the role of engineers, trade union strength and strategy, the 
factories autonomy or integration in production networks, brand strategies? In other 
terms, what are the conditions of viability of Reflective Production? Are they specific to 
the Swedish context or is it possible to find them elsewhere?  

Beyond the particular circumstances of that creation and that renouncement, is 
Reflective Production durably compatible with the capital-labour relation? According to 
the answer to this question, what are the consequences for Labour process theory? Do 
adaptations made elsewhere apply the essential principles of Reflective Production? Is 
Reflective Production viable only for short series and low volume? Is a relocation of the 
assembly plants possible in each national and local context? Could its principles inspire 
another type of automation? What are the recent theoretical and practical developments 
of Reflective Production? Could Reflective Production rebirth in the new international 
context, after the current big crisis? Could electrical vehicle be a new opportunity for 
Reflective Production in automobile industry? 

The panelists, who are actors and researchers, will propose their analysis developed 
over the last twenty years. 



Participants in this symposium contributed to a book that may serve as a background: 
Enriching Production. Perspectives on Volvo’s Uddevalla Plant as an alternative to lean 
production, Avebury 1996. The book may now be downloaded for free at 
www.freyssenet.com/?q=fr/node/746 or at www.akesandberg.se/publications  

 

Panelists 
Anders Boglind, Research Fellow, University of Gothenburg, HR Manager in Volvo Cars 
1990-2007 
Michel Freyssenet, Research Director of Sociology, CNRS, GERPISA, Paris 
Ingemar Göransson, Researcher, LO Trade Union Confederation, formerly at KTH 
Hikari Nohara, Professor, President nagano University, Japan 
Martin Kuhlman, Researcher, SOFI, University of Göttingen 
Lennart Nilsson, Professor of Psychology and Education, University of Gothenburg, one 
of the designers of Reflective Production 
Åke Sandberg (moderator), Professor, Department of Sociology, Stockholm University 
 

http://www.freyssenet.com/?q=fr/node/746�
http://www.akesandberg.se/publications�
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Symposium 2: Swedish Working Life Research in an 
International Perspective - Change Agent, Zeitgeist 
Traveller or Data Driver? 
The purpose of this symposium is to analyse the development of Swedish working life 
research in an international context. Attention will be paid to three or four decades in 
retrospect starting with the Swedish case and the new organisation of working life 
research in early 1970s. General objectives, institutional context and financing, role of 
state and social partners/market will be discussed as well as forms of agenda-setting 
and implementation.  

Attention will be paid to 

• balance between the striving for high scientific excellence and publication track 
on the one hand and user involvement, participatory and interactive models on 
the other 

• balance between bottom-up approaches and top down strategic orientation 
• gender perspective, role of intersectionality and conceptions of power and 

influence in the formation of working life research 
• role of disappearance, survival and renaissance of classical positions in working 

life/labour processing research. 

Presentations 

Kenneth Abrahamsson, programme director, Swedish Council for Working Life and 
Social research (FAS) and adjunct professor, Luleå University of Technology, 
Introduction to the theme 

Carin Håkansta, Research secretary, FAS, on the science policy background to the 
emergence of working life research in Sweden  

Kaj Frick, Professor Emeritus and former employee at the National Institute of Working 
Life, on the local workplace participatory research perspective  

Elisabeth Lagerlöf, former Director of communications, EUROFOUND Dublin, on the 
European policy perspective 

Comments  from 2 non-Swedish discussants t.b.c.  
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Symposium 3: Unions in restructuring and labour 
development processes – strategy, relations and 
knowledge support 
Restructuring, like out-sourcing and off-shoring, and the development of new labor 
processes like lean, challenge unions. The processes are simultaneously globally driven 
and locally executed. As a union representative you need to choose a strategy of action, 
an approach to management relations and  getting the appropriate knowledge. 

The symposium will discuss the issues of choosing pro-active or re-active strategies, 
adversarial  or co-operative relations to management, sometimes referred to as “boxing” 
or “dancing” as well as different ways of building knowledge. More specifically the use of  
labour consultants as a knowledge building tool will be examined. 

 

Moderators 

Lars Sundström, former labor consultant at ATK 
Mikael Eriksson, labor consultant ATK  
 

Introduction: Union strategies on restructuring: A general 
overview 
Per Tengblad, labor consultant and researcher, ATK Arbetstagarkonsultation Sweden 
 

Part 1. Pro-active or re-active strategies; one or the other or 
the best of two worlds 

When facing change unions can either act pro-actively, taking initiatives with the 
ambitions to develop the company and the work organization to secure future jobs or 
react on proposals from management in a traditional process of more defensive 
postponement and redeployment activities. 

Presentations 
Denis Gregory, Director of the Trade Union Research Unit, Ruskin College, Oxford 
University, UK  
Aslaug Johansen, Consultant, Arete, France 
Nils-Åke Carlsson, Consultant, former Head of Office, Unionen Sweden 
 

Part 2. Aversive or collaborative relations in change; beyond 
boxing or dancing 

The social dialogue in change have an impact on the relations between management and 
unions.. One is for unions taking a stand as a force of its own - “boxing”. Collaborative 
relations, “dancing”, is one way to go. Both ways can be successful in different contexts, 
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among others national and/or company culture. The Nordic model implies a more co-
operative relationship putting other and new demands on unions. 
Presentations 
Johan Ravn, Dr. ing, Associate Professor, SINTEF, Norway 
Charlotta Krafft, Co-ordinator, Central Government Social Partners Council 
 

Part 3. Building Knowledge for union action; the labor 
consultant as an example 

Using experts supporting unions in restructuring, reorganization and downsizing is 
common in some European countries like France, Germany, The Netherlands and 
Sweden and has been so for more than 20 years. There are also possibilities in the EU 
Directive on European Works Councils, newly revised, on using experts as support to the 
EWC:s. 
Presentations 
Jason Crawford, Business Administration, Uppsala University 
Maarten van Klaveren, Consultant STZ, researcher University of Amsterdam, The 
Netherlands 
Roger Nilsson, If Metall and chairman of EMF Company Policy Committee 
 

Organizers 

ATK Arbetstagarkonsultation is a small consultancy company in Stockholm, Sweden, 
focusing on supporting unions as labour consultants and has been doing so for the last 
30 years 

The European Employee Support Network is a collaboration between small and/or 
selfsufficient consultancy companies and research institutes in Europe with a common 
interest in work life issues from an employee perspective. Present members in Austria, 
Finland, France, Germany, Norway, The Netherlands and Sweden.  
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Symposium 4: Financialization and the Workplace - 
Applying and Extending the Disconnected Capitalism 
Thesis 
This proposal seeks to revisit and extend the thesis expounded in Disconnected 
Capitalism: Why Employers Can’t Deliver Their Side of the Bargain (Thompson 2003), 
referred to from now on as the disconnected capitalism thesis (DCT). The central 
argument was that there was a growing divergence and dysfunctionality between 
employer objectives in the work and employment spheres. Labour is asked to invest 
more of themselves (effort, commitment, new aspects of labour power such as 
emotions) at work, yet capital is retreating from investment in human capital; 
manifested in declining security, career ladders, pensions and the like. This divergence is 
primarily driven by the pursuit of shareholder value within an increasingly financialized 
capitalism. Growth strategies for firms are directed to a simultaneous squeezing of 
labour and more active management of corporate assets, manifested in delayering, 
disaggregation, downsizing and divestment. Local, unit and functional managers are 
tasked with responsibility for pursuing high performance from labour, but they 
ultimately lack the capacity to sustain the enabling conditions. 

Since the original paper, other researchers have picked up on, applied and extended the 
DCT, Even when not applying the thesis, a range of studies have referenced it in broad 
support of the argument that financialization in the economy has led to divergent work 
and employment demands and weakened capacity to sustain collaborative, progressive 
practices (e.g. Prujit 2011; Reed 2005; Ellis and Taylor 2006; Cullinane and Dundon 
2006; Delbridge 2007; Jenkins 2007; Carroll 2008; Batt and Appelbaum 2010). Batt and 
Appelbaum recently argued that financialization has weakened coherent ‘institutional 
complementarities’ in national economies and the links between them and firm 
strategies. 

The DCT also argued that researchers needed to pursue the connections between the 
various territories – the labour process, employment relations, firm governance 
structures, capital and product markets – through which various forms of restructuring 
takes place. This kind of multi-levelled case study analysis, seeking to re-connect 
spheres and literatures, has received considerable support from other researchers 
(Edwards 2005; Gleadle and Cornelius 2008; Ramirez and Rainbird 2010; Spencer 
2011). This also dovetails with recent developments within labour process theory, 
which has been trying move away from workplace-centric cases to fresh attempts to 
(re)elaborate the ‘conceptual connective tissue between labour process and political 
economy’ (Thompson and Vincent 2010, 56). 

Given the considerable impact of the original thesis and the increasing importance 
assigned to financialization in recent debates, the symposium will explore broader 
considerations of what kind of argument the thesis is and the extent to which it can be 
built on, generalised, extended and modified. Joining Paul Thompson for this discussion 
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will be Ian Clark whose work on the negative impacts from the short-term focus and 
requirement to service debt of private equity firms on stable employment relations in 
UK firms has become widely known. Bringing an Australian perspective to symposium 
Michael Rafferty and Sally Wright apply the DCT framework to relations between capital 
and labour in the Australian building and construction industry, charting the impacts of 
financialization on forms of labour contract, site governance, worker voice and 
occupational health and safety. This contribution will also draw on Rafferty’s wider 
work on financialization and labour.  

Speakers 
Paul Thompson, Professor, University of Strathclyde 

Ian Clark, Dr, University of Birmingham 

Sally Wright, Senior Research Analyst, University of Sydney 

Michael Rafferty, Dr, Leading Research Analyst, University of Sydney 
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Symposium 5: Flexibility for whom? Variable 
Schedules and Control of Working Time in North 
America and Europe 
While most advanced capitalist economies had fairly stable norms in the mid-twentieth 
century supporting a "standard work day", including specific institutional incentives for 
firms to observe the norms, the standard work schedule has been eroding since 
approximately the 1980s. While many advanced economies have growing numbers of 
workers who control the timing of their own work to a significant extent, one additional 
important change has been the growing variability of work schedules that workers do 
not control themselves. For example, one estimate of the number of prime-age 
employees in the US who have variable starting and stopping times but do not choose 
the times themselves was 11.5% (2004), and it was somewhat higher among hourly 
workers only. Similarly, 62.1% of Canadian employees who worked overtime learned of 
their overtime schedule less than one day in advance (2005). (Both calculations are 
mine from national US and Canadian datasets.) Many part-timers' work schedules are 
set by computer software in response to changes in demand, they vary daily, and they 
are posted only with one week's notice (if that much). 

Thus while many researchers have stressed the very real need for shorter and more 
flexible working hours for work-family reconciliation, we know now that there is also a 
distinct need for more stable and predictable schedules – for income stability, work-
family reconciliation, and the preservation of autonomous personal and community 
time. Europeans have been documenting this trend since the 1980s, while North 
Americans have taken note of it in approximately the last ten years. To date, there has 
been little (if any) scholarly exchange specifically on this subject between North America 
and Europe.  

This symposium is a cross-Atlantic exploration of the emergence of such schedules; their 
implications for new forms of social inequality; the international variance in firms' 
adoption of various flexibility tools; international similarities and differences in 
institutional contexts; possibilities for re-regulation of variable working time across 
countries; and the availability of data (or the need for specific data) to study the causes, 
consequences, and regulation of schedule variability in an international comparative 
context. 

Participants 

François-Xavier Devetter, Dr, Université de Lille 1, CLERSE, France  

Steffen Lehndorff, Dr,  Universität Duisburg Essen, Germany  

Elaine McCrate, Dr, University of Vermont, USA  

Sebastian Schief, Dr,  Universität Fribourg, Switzerland  
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2012 International Labour Process Conference 
list of authors and streams 
Abstracts in the following sections are sorted first by stream (general conference and 
the four respective special streams and then liste alphabetically by main author’s 
surname. To locate a particular author/abstract, please consult the list of authors and 
streams below 
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Economic concentration and precarization, power and profitability: doing more 
with less? 

Beatrice Appay (beatrice.appay@wanadoo.fr)  

This paper outlines a framework for the analysis of the new dynamics of economic 
concentration and its consequences on labour and society. To do so it will briefly revisit 
the ‘controlled autonomy’ theory and some of its key concepts such as, among others, 
cascading subcontracting and the pyramidal web. It will also differentiate this approach 
from other sets of theories which tend to analyse multiple and complex dynamics of 
organisational change through the networks perspectives, usually entrenched in the 
cooperation-partnership paradigm. It seems to be the case even when networks are 
considered as complex structures with intricate horizontal, diagonal or vertical links, 
multi-dimensional and multi-layered entities. Beyond the infinite complexities of 
contemporary restructuring and reorganizing of the labour process, I would like to 
address some basic questions and pay attention to issues of corporate power and 
governance, issues of the capturing of value in relation to the flexibility of labour and to 
the undermining of labour power? 

To highlight and illustrate some of these issues in the limited time and space imparted, 
we will explore what happened in terms of revenue and employment during the last 
decade in the top 15 non-financial transnational corporations in 2008, namely Exxon, 
Shell, Wal-Mart, BP, Chevron, Conocophilips, Total, Toyota, General Electric, Volkswagen, 
Eni, GM, Ford, Daimler, Carrefour. In order to do so we will process UNCTAD statistical 
data and analyse an indicator of our making: the RPEc= Revenue per Employee of the 
centre (the centre being here the home country of the TNC). It will allow us to examine 
the issue of market power and to observe if the externalization process -with its 
precarizing consequences on labour and society at large- has slowed down or not: which 
heights have been reached during the last decade? What gains in productivity and 
profitability is “the doing-more-for-less” strategy generating? At which levels will this 
strategy stop, stabilize or collapse? 
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Manufacturing labour consent and resistance simultaneously. The case of the 
hypermarket’s proletarians. 

Oriol Barranco (oriol.barranco@upf.edu)  

This paper studies the consent and resistance that proletarians of a hypermarket in 
Spain develop in the workplace. Concretely, the paper shows social mechanisms and 
factors that produce the consent, resistance, legitimation and dissent that hypermarket’s 
proletarians develop to hypermarket’s enterprise regime.  

I argue that the study of labour consent and resistance in the workplace requires 
consideration of the four following problems: (1) the disciplined behaviour to 
institutional rules and management’s authority; (2) the acceptance or resistance to 
working and employment conditions; (3) the proletarians’ commitment and effort to 
work; and (4) the development or restriction of protest and collective conflict. 

The data was collected by the author himself, within his Ph.D thesis, at various times in 
the period since September 2005 to December 2008. Data was obtained following an 
ethnographic methodology with seven techniques: (a) participant observation carried 
out by the author (September-October 2005) when he worked as a cashier; (b) informal 
conversations with workers; (c) 4 non participant observation sessions of the way other 
cashiers work; (d) 29 informative surveys with workers; (e) 22 focused interviews with 
workers; (f) 10 informative interviews with union members; and (g) analyses of 
managerial documents as well as union’s documents. 

The paper provides findings on three themes: (1) proletarians’ consent and resistance to 
work organization and working conditions; (2) manufacturing labour commitment and 
implication to develop productive effort as well as the worker’s behaviours to limit their 
effort; (2) the worker’s collective resistance. The findings show the role played by 
workers’ beliefs and behaviour dispositions, by worker’s social profiles, by external 
labour market, by internal labour market and by management’s control to generate 
worker’s consensus with general features of work organization and working and 
employment conditions and to manufacture worker’s effort and implication to work. But 
the paper also explains the role played by the mentioned worker’s dispositions, by the 
internal labour market and by some management’s practices to produce workers’ 
dissent and resistance to specific aspects of working conditions, to promote workers’ 
practices to limit their effort and implication to work and to generate workers’ support 
to unions and their development of a “culture of solidarity”.    

This paper offers relevant findings to understand the contemporary labour consent and 
resistance in the workplace. The findings allows a discussion with the contributions of 
other labour process theorists, especially with Burawoy (1979), Warde (1992), Sturdy 
(1992) and Sherman (2007).  
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A model about the assessment of knowledge and skills at the workplace 

Leif Berglund (leif.berglund@ltu.se)  

Recognition of Prior Learning (RPL) or validation (validering in Swedish) has been 
introduced as a method to assess and acknowledge informally achieved skills. The 
officially approved definition of RPL in Sweden reads as follows: 

Validation is ”a process of a structured assessment, valuing, documentation and recog-
nition of knowledge and competences that an individual has gained, irrespective of how 
they have been acquired”. (Ministry of Education, 2003, p. 19 [English translation by The 
Swedish National Agency for Higher Vocational Education]) 

In Sweden RPL has mainly been used with the purpose of enhancing the opportunities 
for unemployed regarding education and employment. This points to a slightly puzzling 
fact, that RPL activities, however mostly used in order to assess skills developed at the 
working place, more seldom have been practised as a method within this context. This 
indicates that RPL has a more close relation to the formal education system and the 
production of proven knowledge and skills than to the workplace and its general 
demand of practical and applicable knowledge and skills. Despite this fact, knowledge 
and skills that are developed at the workplace, whether formally or informally, is in 
many ways in the working organisation visualised, explored and assessed by the 
employer with the more or less explicit purpose to be used in the working activities 
(Berglund & Andersson 2012, forthcoming). In comparison to traditional RPL activities, 
which most often lets knowledge and skills become both documented and 
acknowledged, knowledge and skills in this workplace assessment done by the employer 
more often is left undocumented but nevertheless taken into use. 

In this paper I want to present an advanced model of an Occupational Competence and 
Qualifications Model originally developed by Ellström (1992; 1997). The purpose for 
this is to illustrate the relation between traditional RPL activities and the assessment of 
knowledge and skills that the employer performs within the workplace. In this, both the 
formal and factual competence of the worker is in focus. 

The paper is based upon a study of four organisations, two divisions in two 
municipalities and two companies, all in Sweden, where strategies and activities in 
assessing the workers knowledge and skills at their respective workplace were 
analysed. The data material was collected through interviews with human resource 
managers, team leaders and trade union representatives at each workplace, all in all 21 
interviews. The presented model in the paper is both based upon the original model by 
Ellström (1992; 1997) and the analysis of the interviews.  

The model shows that there is both an explicit as well as an implicit side of knowledge 
and skills at the workplace. The explicit side is generally dealing with formal education 
and similar, like documented and acknowledged knowledge and skills. These aspects of 
knowledge and skills in much deal with the societal agreements where the formal 
educational system is the provider of knowledge and skills to the business and industrial 
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world and where the business and industrial world use formal education in marketing 
and legitimising the own company. The implicit side on the other hand is dealing with 
more hands-on expectations and notions of the factual knowledge and skills at the 
workplace as well as the demands for skills well sought after. These aspects also in some 
way illustrate the both open and hidden negotiating and bargaining relations between 
employer and worker within the working organisation in “selling and buying” skills 
(Lysgaard, 1961). 

 

Facilitating emotion management. Organizational and individual strategies in the 
theatre 

Stina Bergman Blix (stina.bergmanblix@sociology.su.se)  

Studies on emotional labour often focus the individual challenges and organizational 
demands that make handling emotions at work difficult. But how can an organization 
facilitate work related emotion management?  

The goal of a theatre is to deliver a good performance, making stage actors at the centre 
of the organization. The emotion work that is involved in creating a role for the stage is 
therefore pivotal; thus the theatre deliberately aims to facilitate stage actors’ emotion 
work. The aim of this paper is to show how the work is organized to facilitate emotion 
work, as well as how the individual actors deal with the emotions that arise from 
working professionally with a role. 

The emotion work that permeates the process of rehearsing a new role for the stage, 
particularly in the initial part of the rehearsal process, revolves to a large extent around 
dealing with feelings of insecurity and shame. In the start up phase, the focus lies on 
creating a sustainable work climate, constituting a ‘mental incubator’, within which the 
actors and the director can work, protected from outside scrutiny. The emotional pain 
that permeates this phase is an indispensible part of the rehearsal process and does not 
fade with more experience. The actors’ growing competence lies rather in their ability to 
accept and relate to the pain; they learn to observe their own feelings while they are 
experiencing them, letting these feelings have their time. 

Goffman’s concepts of front stage and back stage are brought back to the theatre to 
understand the need for separate regions with different logics to facilitate the work 
process and make it more efficient. The limited time frame (the rehearsal process in 
Sweden is usually two months from first meeting to opening night) requires that the 
front stage region of the rehearsals - where the rehearsal work is done - is efficient. In 
order to keep the emotion- charged work on track the back stage, i.e. dressing room, 
cantina, individual talks between actor and director etc., takes care of front stage 
emotion spill, swimming with gossip, pep-talks and outbursts. The director has an 
important role both in handling the intersection between these regions and in keeping 
them separate. In the beginning of the rehearsal process the director is the leader being 
responsible for the staging but when the performance period begins the director moves 
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on to other assignments and the stage actors are representing the theatre/organization 
on stage. The leadership of the director can therefore be analyzed as transforming 
during the rehearsal process from boss to coach. 

 

Emerging Practice in Equality and Diversity 

Sue Bond (s.bond@napier.ac.uk) & Emma Hollywood 

Within the UK, traditional approaches to equality have tended to focus on sameness and 
difference and this is often reflected in Equality Opportunities and Diversity 
approaches. Equal Opportunities focuses on rights for particular groups and resulted in 
legislation such as the Sex Discrimination Act 1975. For instance, this approach aims to 
give equalities groups the same opportunities as all other groups in society, for instance, 
women having the same opportunities as men. More recently, particularly in 
organisational contexts, the Diversity approach has emerged. Rooted in human resource 
and management studies this focuses on recognising differences between 
individuals. Other approaches have also emerged, for instance, gender mainstreaming 
has been a popular concept on the European stage.  

The recent legislation setting up the Equality and Human Rights Commission (EHRC) in 
the UK and the Equality Act (2010) which brings together existing equalities legislation 
have signalled a subtle shift towards ‘equality and diversity’, where more individual and 
difference based approaches are integrated with the existing liberal sameness group-
based approaches. In doing so, there may be potential to address some of the 
shortcomings of these other approaches, although the success of the venture has yet to 
be assessed. 

This paper looks at recent developments within some ‘good practice’ organisations in 
order to examine what approaches to equalities are being used.   The paper is based on 
case study research carried out in six organisations across different sectors across the 
UK and examined equalities policies and practices, particularly in relation to age, sexual 
orientation and religion or belief. This focus was in response to relatively recent 
legislation, including, in 2003, the Employment Equality (Sexual Orientation) 
Regulations and Employment Equality (Religion or Belief) Regulation which extended 
discrimination legislation to cover sexual orientation and religion or belief. In 2006, age 
discrimination legislation was introduced with the Employment Equality (Age) 
Regulations. The Equality Act (2010) streamlines and harmonises the existing array of 
equalities legislation, and also extends the public sector duty to include sexual 
orientation, religion or belief and age. 

The research found evidence that organisations were undergoing a process of change 
which involved moving away from Diversity approaches and towards either a 
‘mainstreaming’ (e.g. transformative approach) or to an ‘Equality and Diversity’ 
approach, which seeks to bridge the gap between sameness and difference. For instance, 
a number of organisations had recently established dedicated equality and diversity 
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units outside (and either autonomous or quasi autonomous) to the human resource 
function. Organisations had also established separate strategy groups, champions and 
staff forums for different equalities strands which encouraged particular issues within 
separate strands to be explored and acknowledged, allowing the potential for policy to 
respond to different needs. 

 

The heart, head and hand: Exploring and elaborating the dynamic unity of labour 
power capacities in ‘whole person’ mobilisation 

Paul Brook (pb222@le.ac.uk)  

This paper offers an elaboration of the theoretical and analytic implications arising from 
Brook’s (2010) Marxist position that irrespective of whether employees are principally 
employed for their emotional, physical or intellectual labour, each performs on a daily 
basis a mix of all three forms, often simultaneously and in varying degrees. This is done 
by theorising labour power’s aggregated as an inter-dependent, dynamic unity of 
functions (Vygotsky, 1986). The paper then applies this to the ‘new variants’ of service 
work labour power within labour process analysis (LPA), namely the concepts of 
aesthetic labour, sexual labour and body work (Warhurst et al, 2009).  

The theorising of these ‘new variants’ from within LPA has generally commenced with a 
foundational concept of ‘emotional labour’ (see Nickson and Warhurst, 2009; Wolkowitz 
and Warhust, 2010; Cohen, 2011). Therefore, initially this paper elaborates on the 
notion of a dynamic unity of the ‘heart, head and hand’ by arguing that all forms of 
labour power comprise an inseparable inter-dependence of emotional, intellectual and 
physical capacities.  As such, it strengthens labour process theory’s logical opposition to 
the now prolific body of work on organisational emotions that tends to adopt a post-
structualist inspired understanding of emotion as a discrete, ‘free-floating’, feature of the 
workplace (see Sieben and Wettergren, 2010). In addition, it questions the existence of a 
discernible ‘emotional labour process’ (see Vincent, 2011). This is underpinned by the 
materialist notion that the emotional aspect of labour power is the ‘volitional tone’ 
(Bakhtin, 1993) of all labour power, which ‘colours’ the thought, speech and action of all 
labour forms. Thus, emotional labour is understood as comprising three dimensions 
which vary in degree depending on the job design: an object of work to influence others; 
a means to get the job done; and, a condition of performing the work appropriately, as 
per the requirements of management and/or professional standards of behaviour 
(Dunkel, 1988).  

This unified understanding of labour power is then used to examine and more 
thoroughly integrate the concepts of emotional labour, aesthetic labour, sexual labour 
and body work through which employers’ seek to mobilise an employee’s ‘whole person’ 
(Warhurst et al, 2009). Principally, these ‘new variants’ of labour power are examined as 
composite forms of the core capacities of emotional, physical and intellectual labour. For 
example, the paper critically explores the emotional dimension (volitional tonal quality) 
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required to perform aesthetic and sexual labour where the employee is not required to 
feel attracted to a customer but to offer only a physical display that is ‘attractive’ and/or 
behaviour that elicits sexual desire within the customer. Therefore, by offering an 
elaboration of emotional labour’s inherent inter-dependency with physical and 
intellectual labour across the full-spectrum of work and occupations, especially in 
services, Marxist oriented LPA studies should be more able to capture the contradictory 
complexity of new forms of work demanded by contemporary capitalism. 

 

And the Contested Terrain Remains: Collaboration and Conflict in the Australian 
Service Industry 

John Burgess (john.burgess@curtin.edu.au), Keith Townsend & Adrian Wilkinson 

Debate over the means to provide fair, just and profitable workplaces will remain due to 
the ‘contested terrain’ (Edwards, 1979) inherent in the employment relationship. In 
recent decades, streams of debate have developed around notions of partnership 
(Ackers et al 2005; Dundon et al, 2005, Johnstone et al, 2010). Partnership as a strategy 
is a potential means of management ameliorating employment relations problems. 
However, Hyman (1987) suggests that the contradictory objectives of consent and 
control in the employment relationship operating within the capitalist mode of 
production with unpredictable external environments and where all strategies are 
routes to partial failure. That is to say, that a managerial strategy is not simple and 
confineable, but contains competing interests, must evolve with the environment, and 
will never be ‘complete’. Hyman suggests that regardless of any strategy implemented 
by management, factors that are both external and internal to the organisation and the 
employment relationship will ensure that the strategy never completely succeeds. While 
we are not disagreeing with the ‘routes to partial failure’ thesis for partnership, we use 
three case studies to demonstrate that the contested terrain remains and that each 
approach presents ‘routes to partial succuss’.  

The study draws from over 60 interviews from firms located in the Australia services 
sector. Research was conducted in 2010/11 to examine the potential for different 
strategies across the organisation to transform the workplace relations in the respective 
organisations. This comparative analysis attempts to control for a range of variables 
when examining employment relations in organisations. The respective management 
teams of each case study are involved in transformational management in an attempt to 
lift the standard of how they engage with employees. We have imposed controls over 
our case selection to limit the potential influence that can be created by certain variables 
such as industry sector; organisational size; market; and external environment. This 
leaves an opportunity to concentrate our focus on the management strategy of 
increasing collaborative working relationships, and outcomes of this strategy. One of our 
case studies presents a strategy focussed solely on employee engagement and more 
individualised relations. The second case study is a firm committed to a formal 
partnership with the union as a collective with employee engagement alongside the 
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collective collaboration. The remaining case presents a mixed experience with a 
conflictual relationship with the unions and attempts to focus on individual employee 
engagement. We suggest that each case can demonstrate some success, although in the 
more optimistic, inverse view of Hyman’s perspective – each route will only lead to 
partial success. While all strategies may be a route to partial success, maintaining 
conflictual relationships with unions remains a strategy of diminishing success. 

 

Psychiatry care is not possible to privatize!...? Myth and facts about experience 
and perceptions of private actors in Swedish mental care 

Monica Andersson Bäck (monica.andersson.back@gu.se) & Johan Calltorp 

This article is based on an ongoing study of governance in the Swedish publicly owned 
mental healthcare and the significance of private actors. The purpose is to explore and 
analyze experience and perceptions towards private actors expressed in 50 interviews 
with leaders, first and second line managers and leading psychiatrists. Several of the 
interviewees have worked both for public and private healthcare employees.The 
purpose is furthermore to review the Swedish debate and state of art about private 
actors in healthcare, in terms of publications, reports, headlines in major newspapers 
and statistics.   

Swedish healthcare faces a unique situation from an international perspective. 
Sometimes described as a Beverigde model (Saltman et al. 1998), Swedish traditions and 
institutions are structured around public ownership. However, it is a service that is 
independently maintained by 21 county councils and by 290 municipalities, which 
differs it from the British centralized system.  

Thirty years ago, a wind of change brought marketization and managerialism to Swedish 
public services (Hood 1995). Since the 2000s, there has been a major increase in private 
healthcare providers, by number and significance (Anell 2010). Today, every fifth 
employees within the welfare sector is working in a private organization (Hartman 
2011). In September 2011, a group of welfare researches officially claimed that private 
alternatives and competition had not been the panacea hoped for, related to 
bureaucracy, efficiency problems, strengthened quality and democracy (Hartman 2011).  

Still, there are surprising little knowledge about the private operators, who they are, 
how they act and the effects of their actions. The reason might be the political firepower 
of the issue. The Swedish media however makes vivid illustrations of risks and treats 
from non-serious actors in foreign venture capital firms, reinvestments of surplus and 
tax money transmitted to tax havens. To sum, the private actors cause a lot of emotions 
and speculation, but there is a notable lack of scientific knowledge. 

The article strives to contribute to the debate about NPM either as a new global 
paradigm or a theme with local variations due to path dependency (Dent et al. 2004). 
Furthermore, the study approach the question, if mixing public and private actors 
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requires a new role of government in terms of steering, and not abdicating (Saltman et 
al. 1998). 

 

Business firm Societal Responsibilities in the public mind: Public Attitudes in a 
Swedish context 

Arvid Bäckström (arvid.backstrom@soc.umu.se) 

Public debates around the socio-economic order of market capitalism have been 
revitalized within the mainstream against the backdrop of growing inequality and recent 
financial crisis. The issue on how business firms are to properly organized and 
institutionalized as part of society is central to such debates, involving debates on 
proper business strategies (“shareholder business model” vs. “stakeholder business 
model”) and the desirability of various forms of “Corporate Social Responsibility”. 
Despite the lively public debates on these issues, very little is known on the basis of 
empirical research what “ordinary people” actually take to be the responsibilities of 
firms as part of societal arrangements. This objective of this paper is to rectify this 
knowledge gap by exploring public attitudes toward business firms’ societal 
responsibilities.  

The study focuses on the Swedish context which, from a historical perspective, has been 
characterized by a “stakeholder business model”, rooted in a societal compromise of 
conditional cooperation between social groups (the social classes in particular) on 
issues of socio-economic organization, settled at the “societal level”. From such a 
perspective, it is interesting to study to what extent there is consensus about certain 
normative standards of proper business behavior as part of a “Swedish model”.  
Moreover, the political climate embedding the societal compromise in Sweden is 
founded on the notion that social groups have both mutual and conflicting interests.  
From such a perspective, it is interesting to explore to what extent attitudes on proper 
business organization vary across social groups.  

The study utilizes survey data containing a sample of the Swedish population active 
within the labor market, collected in 2011. The dataset is unique in its qualities since it 
involves questions on a wide-range of potential business responsibilities; involving 
profit making, law-abidingness, product quality and innovation, working conditions, 
employment, environmental sustainability, and charity work. 

The empirical results demonstrate strong consensus around the desirability of a 
“stakeholder business model” in which the spirit of profit making gets embedded within 
concerns for the well-being of employees, consumers, and the environment. The study 
also finds distinct group differences in attitudes. In particular, it is found that social 
groups equipped with less marketable resources are more inclined to ascribe firms with 
obligations for providing employment opportunities. Social groups with considerable 
marketable resources are instead more inclined to ascribe firms with obligations to 
exploit  economic opportunities in the market. The collected results coming out of this 
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article thus support a theoretical approach which treats the economy as a negotiated 
order characterized by both cooperation and conflict. 

 

Boundary between work and life: a comparative study of Taiwanese domestic 
employees and expatriates 

Gwen Chen (cheng@hope.ac.uk), Wu Ting & Uen Jin-Feng  

By adopting the notion of work and life boundary theory (Nippert- Eng, 1996), this study 
explores employees’ perceptions of work and life, and to what extent social and 
economic factors will influence how an individual balances or prioritises these factors.  

There are two common methods in balancing the domains of work and life, these are 
integration and segmentation (Nippert- Eng, 1996). An integration approach refers to 
small divisions between the work-life boundary, while segmentation arises from a clear 
separation between these portions of our lives.  An employer’s response to the issues of 
work and life may have a significant impact on our boundary or respect for the 
boundary (Kirchmeyer, 1995). For instance, in the past decade, more and more 
organisations are offering employee day- out family activities, but only during the 
weekend or social hours. This intergraded work and life approach is seen as another 
capitalist managing method to reinforce workplace relations and ultimately lead to high 
performance (Land and Taylor, 2010). In addition to organisational responses to work 
and life, social context and economic development may also contribute to an individual’s 
perception of work and life (Delbridge, 2006). This will subsequently influence the 
individual’s notion of work and life boundary. When taking on an international 
assignment from an employer, the work environment of an expatriate becomes 
extremely different from that of a domestic employee. The social and economic 
development of the host country will impact their perception of work and life (Kupka 
and Cathro, 2007), challenging the employee to adapt or reframe their concept of work - 
life boundaries.  

To investigate the influence of social context and economic development on changing 
perceptions of work and life, a comparative study approach has been adopted. This case 
study aims to explore individual notions of work and life boundaries and to compare 
these concepts between domestic employees and Taiwanese expatriates in the UK, 
working in the banking sector. This empirical study was undertaken in both Taiwan and 
the UK, with a total of 20 interviews (10 expatriates and 10 domestic employees).  

The tentative findings of this study suggest that expatriates tend to have more defined 
boundaries between work and life due to their social context and economic 
development whereas domestic employees’ blur the distinction. Domestic employees 
desire a greater boundary between work and life, yet this is unconsciously controlled 
through management functions (Perlow, 1998, Land and Taylor, 2010, Kirchmeyer, 
1995). Domestic employee and expatriate views on work and life are discussed explicitly 
in this paper leading to conclusions about the practical implications of such behaviour. 
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Moving to an unpromising place: the dynamics of migrants’ labour market 
experiences in restructured local economy 

Zinovijus Ciupijus (zc@lubs.leeds.ac.uk) 

Sociological literature has highlighted social implications of economic restructuring and 
its impact on ‘White’ working-class communities (e.g.  MacKenzie et al, 2006).  However 
one of the issues emerging in the literature is the analysis of new labour migration to 
such areas. For example, Stenning and Dawley (2009, p273) in their quantitative 
mapping of Polish migration to the de-industrialised North-East of England identified 
‘the need to analyse the phenomenon of migration to localities and regions with little 
history of immigration’. New distinct conceptualisations of migration to these areas have 
appeared: in North America Williams et al (2009) speak about migration to ‘new 
destinations’.   

According to Godziak (2005, p4), who studies mobility to the parts of the US which have 
not been traditionally areas of migration, suggests that ’the roots of today’s new 
settlement patterns are complex. In some cases, businesses actively recruited 
immigrants into new communities. During the 1980s, industries involved in the 
processing of beef, pork, chicken, and fish began to relocate from north central states to 
south central states to recruit non-union, low-wage labor’. In addition, movement of 
migrants away from the core urban centres and traditional destinations is encouraged 
by state policy in receiving countries (Krahn et al, 2005). Bailey (2005) identified two 
structural factors contributing to migration to ‘peripheral’ areas: firstly, government 
refugee resettlement polices and, secondly, employer demand for low-wage labour, e.g. 
in meat and poultry industry.  

A common feature in debates around migration to new areas is the recognition of 
additional difficulties faced by migrants compared to traditional centres of migration. As 
Williams et al observe (2009, p4), such urban localities ‘do not have the wide array of 
social and cultural resources available to immigrant in traditional gateway cities’. 
Moreover, the emergence of new migrant communities in such localities can often 
provokes xenophobia (Hansen, 2005)  

Vasquez (2009) provides a valuable study of Latino migration to one of such new 
destinations: the study shows that migrants are often subjected to exploitative working 
conditions (low pay and long working hours); they also lack economic capital to 
establish formalized institutional groups. However members of this migrant community 
can find a way by outreaching to local and transnational networks to establish smaller, 
more informal migrant support groups which facilitate themselves in creating spaces for 
social relations and religious self-expression.   

While it is crucial to stress that migrants in new destinations can establish loose 
informal communities based on families, ethnic solidarity and/or draw support from 
transnational networks, it should be recognized that there is a potential weakness to 
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such model of migrant mobilization. Particularly, since worker exploitation affects many 
migrants in such areas, it might be argued that without building coalitions with the local 
labour movement and migrants, migrant groups alone cannot achieve a tangible 
improvement in working lives of individual migrants (Cornfield and Canak, 2007). There 
debates form theortical context in analysing primary data. 

This paper is based on qualitative data collected in a Northern English town which has 
been previously at the centre of coal mining industry. After a closure of mines, the 
employment has shifted to work in low-valued added manufacturing, particularly in 
meatpacking and recycling. While the town has characterised by ‘White’ working-class 
ethnic homogeneity in post-war era, in the last decade a number of new communities 
settled in it: firstly, refugees sent by British government; they were followed by labour 
migrants from Central Eastern Europe after EU enlargement in 2004.  

A variety of techniques were employed during the fieldwork. Multiple stakeholders have 
been interviewed: labour migrants from Poland, Latvia and other post-communist 
countries were interviewed using biographical method. Two focus groups were 
conducted with labour migrants and refugees. In addition, non-participant observations 
were undertaken in migrant community centres. The data collection has also included 
semi-structured interviews with trade unions activists, a major local employer of labour 
migrants, representatives of social statuary agencies and migrants’ support groups.  

The data analysis seeks at address the following: employment experiences of migrants, 
the impact of local context of recent restructuring on migration experiences (e.g. 
migrants’ scapegoating and racism), and union and non-union social support networks 
used by labour migrants. The interviews uncovered hard realities of local employment, 
particularly unjust treatment of workers and racism. The interpretation of data also 
suggests that in spite of specific constrains brought by the local context, labour migrants 
develop overlapping individual and collective strategies aimed to improve the quality of 
working and social lives. The analysis also reveals many structural barriers reducing the 
effectiveness of such strategies. 

 

Channelled Creativity - Engineers Between Control and Autonomy 

Eva Clasen (e.clasen@gmx.de)  

Engineers and their labour process have not been widely investigated within the labour 
process debate (as exceptions see Smith 1991; Kunda 1992). The labour process of this 
professional group is characterized by knowledge-intensive work, which is difficult to 
control (Sewell 2005), and a demand for subjectivity in the sense of creative inputs. The 
paper investigates how creativity and cooperation is obtained within research and 
development departments and which role the subjectivity of engineers’ plays in this 
process.  

The study draws upon 24 semi-structured in-depth interviews in two companies mainly 
with engineers, but also with some managers. The topics covered were the labour 
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process, possible conflicts within the labour process concerning the engineers’ 
expectations to live out their creativity and the companies’ ways to ensure cooperation 
of the engineers. Both companies, a construction equipment company and a medical 
systems company, are global players in their field. The production sites studied employ 
80 and 150 engineers, respectively. The analytical framework includes labour process 
theory as well as the German debate on the subjectivation of labour (Kleemann et al. 
2002).  

An initial finding is that employers' and engineers' objectives, i.e. to develop a high 
quality product, match surprisingly well. Companies need the creativity of engineers in 
form of realisable ideas. However, by creating structures of time pressure and self 
control mechanisms, it gets harder for the engineers to live out their creativity. 
Engineers on the other side have a strong professional ethos and therefore look for and 
find ways to develop technical ideas (Marks/Huzzard 2008). This happens often by 
making overtime, using free time or by using their autonomy to (co-)organize the labour 
process. Hence, the companies time and cost objectives are met and, at the same time, 
implementable ideas are developed. The following questions arise from these initial 
findings and will be explored in the paper: Why is cooperation among the interviewed 
engineers so high? Do areas exist where their cooperation is lower? Is there some kind 
of resistance?  

The paper seeks to contribute a thorough analysis of today's labour process in research 
and development departments to the labour process debate. Furthermore, it aims at 
discussing to what extent the proposed theoretical framework is suited for analyzing the 
role of engineers' subjectivity (as a key factor of production) in the labour process. 

 

Public service labour markets during the economic crisis: Further erosion of the 
model employer reputation? 

Linda Colley (linda.colley@uq.edu.au)  

Public employment was traditionally seen as a good job. Early public service 
employment relations were based on a high commitment model offering long careers, 
good wages and employment security. Governments sought to be model employers, 
providing leadership in both the procedural and substantive aspects of public 
employment. 

This good reputation has faded in recent years, due to changing labour markets, 
changing ideologies about the appropriate size and role of governments, and the spread 
of new public management (NPM) reforms that changed organizational structures. 
Public employment had been considerably weakened when the global financial crisis 
(GFC) hit, affecting labour markets in both the public and private sectors. 

This research considers how public service employment fared during the GFC compared 
to the broader labour market. The subject of public employment in recession is 
comparatively under-theorised. The research begins with a discussion of public 
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employment trajectories to better understand the current state of public employment, 
and proceeds with a brief review of a separate literature on employer strategies under 
the GFC. It then draws these two literatures together, to foreshadow the challenges 
facing governments as employers and how these may shape their strategic choices 
during the GFC. In summary, governments must balance their contradictory roles: 
service deliverer, with many services expanding rather than contracting; economic 
manager, required to support overall economic activity and employment; and cutting 
costs like other employers, but which most likely means cutting public services and/or 
public servants. On top of these pressures, governments will make strategic choices in 
line with their own particular ideological preferences and values regarding the size and 
shape of government. 

The research proceeds with a review of outcomes in Australian state public services, 
exploring how they approached two key aspects of employment – wage outcomes and 
growth or contraction in the size of public services. The analysis finds that the rate of 
growth in public services has been lower than in the private sector, due largely to 
deliberate strategies of restraint or downsizing. Governments seemed more prepared 
than private sector employers to pursue harsher strategies of redundancies, rather than 
gentler strategies of recruitment freezes or natural attrition. The research also finds that 
state governments are pursuing lower wages outcomes than those being achieved in the 
private sector, in an effort to cut costs, model restraint, and ensure that they are viewed 
as fiscally responsible. Overall, the GFC may have further eroded the image of public 
services as a secure, well paid career path and further reduced the image of 
governments as model employers. The crisis highlighted the complexities of the public 
employment environment. 

 

Corporate-driven technologies of the Active society: employability promotion and 
working-life integration of the disabled self 

Ignacio Concha-Ferreira (icf@fek.su.se)  

A characteristic trait in today’s neo-liberal economies is the embracing of the grand 
narrative of the active society and its technologies of social inclusion.  

For some decades now the idea and influential story of the active society has spread its 
imperative of the hardworking, active, self-managing and entrepreneurial citizen/self, 
colonizing traditional areas (and markets) of public welfare-services as for example 
management of unemployment and employment promotion. By the same logic of 
fostering flexibility and life-long-learning, the active citizen is expected to manage, 
uphold and improve its so-called employability and thus his/hers legitimacy and status 
as included in society.  

The roots of this idea can be traced back to for example concepts of the strong, 
entrepreneurial Schumpeterian “Man der tat” or for that matter Hannah Arendt’s 
concept of the “Homo Faber”, the Doer, the fabricator.  
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Turning attention to the intensified organized employability and inclusion measures 
toward the community of people categorized as having occupational impairments and/or 
disabilities, the idea of the active society seems to show yet another shade of its powerful 
normative narrative, especially as the corporate world thru so called business ethics and 
the rise of Corporate Social Responsibility (CSR) significantly have tapped into similar 
discourse of employability and social inclusion of marginalized citizens. What we see is a 
novel genre of the Active Society’s technologies.  

Initiatives about integrating people categorized as having disabilities into working-life, 
seem mainly to be driven by a systematic, dominant and regulative-normative discourse 
of what is known as the idea of “compulsory able-bodiedness” to paraphrase Crip theory 
(McRuer, 2006), as for that matter what Foucault would call normalizing as controlling 
bio-politics and/or bio-power.     

This ongoing Dissertation-project covers three cases of activation/integration programs 
for people categorized as disabled conducted by Swedish private companies.  

The purpose of the study is to map out and analyze the organizational interplay the 
participants in these programs live and act in, learning, pursuing an employable identity 
and thus “able-bodiedness” at different levels.   

Drawing on Foucault and other critical scholars the intention is to analyze data (in 2012) 
within a framework that illuminates the regulating and disciplining organizational 
mechanisms and techniques in programs of working-life integration. What are the 
implications of the making of the employable and able-bodied subjects in the context of 
contemporary, corporate driven idea of the active society? 

 

Vulnerability to Market Imperatives: Abandoned factories, Unemployment, 
Dislocated families and Community Disruption. 

June Corman (jcorman@brocku.ca), Ann Duffy and Norene Pupo  

In this paper, we argue that working people are particularly vulnerable to insecure 
employment, job loss and attendant income disruption when they are employed by large 
corporations who have multiply production facilities located in various countries. 
Decisions made by distant CEOs can have disastrous consequences for their employees, 
their families and their communities.  This research is focused on three plants located in 
Welland, Ontario, Canada.  In each case, CEOs located outside Canada made decisions to 
close the production facilities leaving people without work and not able to support their 
families.  The paper is divided into two sections. Section one --- Welland: Home to 
Factories, Incomes, Families and Community --- briefly traces the initial location of 
factories in Welland, job prospects in Welland, continuity of employment, 
intergeneration jobs, and the development of community infrastructure.  People left high 
school, got good jobs (mostly men), contributed on the job, supported families, paid 
taxes,  and made charity donations.  Section two --- Market  Imperatives and Profit-
driven Decision-making --- documents that the control of the factories located in 
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Welland was administered by owners who lived far away in countries such as the United 
States and Korea.  In some cases, ownership changed frequently. In each case, the 
Welland plant was a small part of a very large corporation with assets scattered 
throughout the world.  With access to dispersed production facilities, executives could 
trim costs and increase revenue by selling certain production lines or by transferring 
production to lower cost facilities within the corporation.  The welfare of the 
corporation took precedence over the welfare of individual factories or particular 
employees or the communities hosting the production facilities.  These decisions made 
by executives empowered by a  succession of ownership changes or as in the case of 
John Deere ( division relocation) lead to abandoned factories, loss of jobs, loss of 
incomes and livelihoods, dislocated families and community disruption. 

 

‘About as useful as a chocolate teapot’. The limitations of workplace partnership 
in the UK’s high skill sector. 

Andy Danford (andrew.danford@uwe.ac.uk), Sue Durbin, Mike Richardson, Paul Stewart 
& Stephanie Tailby  

Fifteen years have passed since the election of the UK’s first New Labour regime. One of 
that government’s most notable employment policy initiatives was the promotion of 
workplace partnership as a key component of its drive to ‘modernise’ workplace 
relations. This, and the launch of the TUC’s New Unionism policy which contained a 
commitment to partnership, generated quite intense academic interest, both supportive 
and critical, in the potential of partnership to re-shape the traditions of low trust, 
adversarial industrial relations in the UK. In the years that followed, systematic analysis 
of policy and practice has cast a good deal of light on the core principles of partnership 
and variations in implementation. Bacon and Samuel’s (2009) assessment of the extent 
of formal partnerships covered by written agreements found that in 2007, such 
partnerships covered a little over 10 per cent of British workers though many of these 
were located in public sector establishments. They also found that many partnerships 
survived the test of time, so much so, that despite the scepticism found among some 
union leaderships the practice remains a significant component of the industrial 
relations landscape in contemporary Britain. 

Those who advocate workplace partnership as a path to union revitalization in society 
tend to lose sight of the distinctive character of trade unionism in the UK.  At the 
workplace level at least, unions are profoundly democratic organisations providing 
structures that allow the independent voice of labour to be heard and which recognize 
the legitimacy of rank and file challenges to managerial prerogatives. This principle also 
requires a democratization of the process of negotiation and consultation, bringing 
organisational decision-making processes closer to the rank and file through greater 
bonds of accountability between union member and activist (Danford et al., 2005). The 
difficulty with partnership is that too often it merely incorporates the soft rhetoric of 
participation whilst in reality denying the democratic processes of union independence 
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by adopting cooperative relationships with management to legitimise unitary employer 
interests (such as the drive to maximise efficiency, performance and profitability). 
Martinez Lucio and Stuart’s (2005) assessment of the risks associated with partnership 
is alert to this. First, there may be a distributive risk for workers in that union 
engagement with partnership can entail deterioration in working conditions, labour 
rationalisation and an increase in both managerial surveillance and work intensification. 
As a result, there exists a political risk for trade unions that the ‘mutuality’ of 
partnership may inevitably draw workplace unions into endorsing and legitimising 
management strategies that produce such negative outcomes for workers.  

Current survey and case study work of the operation of partnership finds little grounds 
for consensus over these questions. Whilst there are nuances of difference that 
complicate the notion of a rudimentary advocate/critic dichotomy the pattern of results 
does, nevertheless, highlight contrasting positive and negative outcomes that reflect 
research designs founded on different managerialist and labour-centred perspectives. 
This paper makes a further contribution to our understanding of the reality of 
workplace partnership by adopting labour-centred analysis that focuses on worker 
attitudes in high skill work establishments characterised by non-manual ‘professional’ 
employment. In such environments one might expect to find more propitious conditions 
for partnership. Professional employees tend to be granted more discretion and 
authority at work underpinned by relatively high levels of trust (Freidson, 2001, 
Whalley, 1986). In environments where trade unions are recognised partnership 
arrangements would seem to fit well with such strategies. The types of high skill labour 
process that require specialist knowledge and ability along with significant elements of 
personal judgement and responsibility also require relatively high levels of trust in the 
employment relationship. Equally, in these conditions one might also expect to see a 
‘nurturing’ form of partnership (Martinez Lucio and Stuart, 2005) where low conflict 
industrial relations are well embedded and highly co-operative trust-based relations are 
established. 

The paper assesses the performance of partnership in three high skill case study 
settings. Adopting Martinez Lucio and Stuart’s (2005) ‘nurturing’ and ‘coerced’ 
partnership categories, it assesses worker views on partnership relations and their 
outcomes focusing on the extent to which partnership union representation broadens 
union influence at work as well as individual grievance representation. The first case 
study, DesEng, is a large, long-established design and manufacturing plant that is part of 
a European MNC operating in the aerospace industry. A total of twenty eight recorded 
interviews were conducted with design engineers, two AMICUS representatives, three 
design office managers and one HR manager. In addition, an employee survey 
questionnaire was distributed to a sample of 700 engineers. A total of 320 
questionnaires were returned – a response rate of 46 per cent. The second, FinCo is a 
mutual society and mortgage and insurance services provider. A total of 40 recorded 
interviews were completed with staff (many of whom occupied higher skilled grades 
such as sales consultants and project managers) along with senior executives, 
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departmental managers, an assistant general secretary of the union  and lay 
representatives. A total of 262 employee survey questionnaires were collected from a 
sample of staff. The third, GovSci is a large, government-owned scientific research 
organisation notable for its work on climatology. A total of 50 members of staff were 
interviewed ranging from senior and junior scientists, technologists, senior managers 
and line managers as well as two Prospect union representatives. The employee survey 
questionnaire was distributed to a sample of staff estimated at 600. The response rate 
was 37 per cent. 

 

The Labour Notion in the Actual Political French Debate: The Case of the French 
Socialist Party 

Jean-William Dereymez (diretudes@iepg.fr)  

During the presidential election campaign of may 2007, the two candidates in the 
second ballot, have shown their great interest for the labour’s value. Nicolas Sarkozy 
putted forward to the Frenchmen to « work more for gain more », and Ségolène Royal 
wanted to reassert the value of work. On the other hand, two articles of the « Principle’s 
Declaration » of the French socialist party passed in june 2008, assert the attachment of 
this political party to labour : in the 8th article, it is said that « the human labour is a 
stake and a basic right, it is an individual and collective mean for social inserting, for 
recognition, for emancipation » ; the article 22 contended that « the Socialist party is a 
people’s party rooted with the labour world ». 

In this paper, we want to replace these principle’s declaration and attitude in the more 
large framework of the relations between the french left with the labour notion. We have 
to recall the tortuous history of the links between the french socialist parties, over the 
generic terms « French socialist party » (FSP) and work. So we have to study the FSP’s 
analysis of labour and the FSP’s programmes. 

We have to see first that the french socialists rarely named their organizations with 
words coming from « work », « labour », « worker » and so on, showing by this way that 
they had better rank and file militants and voters coming from several social classes 
than from the working class. We have to see also that, beyond some provocative 
attitudes like the Paul Lafargue’s Right to laziness, the contemporary Socialist party puts 
the stress on the decrease of working time (60 years old retirement, 35 hours a week) , 
on the « spare time », on leisure activities, more than on the right to work as the 
socialists did in 1848. The French socialist party so chooses a way very different from 
these followed by the other european socialist parties, especially in this time of 
economic crisis we have in Europe. Will the next presidential election refute this choice ? 
The recent socialist programme, the socialists’ attitude in the euri’s crisis,  the 
declarations of the socialist candidate didn’t seem to show a reorientation of this way. 
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The Golden Handcuffs: What makes transnational professionals keep on moving? 

Ranji Devadason (ranji.devadason@btinternet.com)  

Although many scholars have called for a new Sociology of mobility, in light of 
globalization and the disruption of established relationships between places, identities 
and life outcomes, a very limited body of scholarship actually engages with what these 
transformations entail for transnational professionals. These employees are, instead, 
often cast as the elite drivers and beneficiaries of globalization, who are somehow 
unfettered by the particularities of place. In the Transnational Capitalist Class,Sklair 
subsumes the category ‘professional’ within his account of the corporations that employ 
them, thereby presuming that the ideologies of capitalism and consumerism drive 
both. Yet this perspective neglects tensions between individuals and their employing 
organisations, and indeed the task of organisations to achieve compliance amongst their 
subordinates.  Moreover, it also fails to address the orientations of employees in 
international organisations – NGOs and UN agencies – for whom mobility is not driven 
by the pursuit of capital. This paper draws on biographical interviews and online survey 
data in two types of global organisation – a multinational corporation and a UN agency – 
in order to theorise the ways in which compliance is achieved with respect to global 
mobility and thereby challenge simplistic depictions of so-called transnational 
‘elites’. Given the onus on employees in both types of organisation to be transnational 
for their jobs, the ways in which they frame and respond to mobility, is increasingly 
relevant to their subjective experience of work.  The analysis examines how intensive 
work-travel regimes and mandatory relocation affect different types of transnational 
professional. It thereby reveals how organisational agendas and geographies underpin 
their ‘choices’ and life outcomes. The evidence presents a challenge to the notion of 
unfettered mobility, since almost 50 per cent of staff reported having limited choice 
regarding the amount of business travel that they do and 25 per cent have limited choice 
regarding the countries that they relocate to for international assignments. Since global 
organisations provide matrices of demands, incentives and systems by which employees 
move and are moved, this paper makes a distinctive contribution to the analysis of 
transnationality through its focus on the biographies and reflexivity of professionals 
employed in them. The ways in which mobility and ‘choices’ are framed and offset by 
instrumental, professional and normative incentives in both ‘moral’ and ‘market’ 
organisations reveal how transnational professionals exercise heightened reflexivity to 
reconcile their individual and organisational agendas. The analysis shows that 
transnational actors in both moral and market organisations adapt to the incentives and 
opportunities available to them – that require geographical mobility – typically, without 
expressing dissatisfaction. Nonetheless, this process of offsetting their preferences 
against organisational priorities signifies a form of entrapment that is described, 
evocatively, by some as the ‘golden handcuffs’. 
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Moderation and militancy as a contradictory dialectic in the labour process 

Tony Dobbins (a.dobbins@bangor.ac.uk) & Tony Dundon 

Much of the extant literature on workplace partnership has tended to focus on 
managerial-sponsored forms of enterprise voice (Oxenbridge and Brown, 2004). But 
there has been little contemporary scrutiny of employee perspectives: for example how 
groups of workers engage in conflictual behaviors to challenge employer-led 
partnership when employer power is in the ascendancy (Darlington, 2001; Danford et 
al., 2009).  

The paper will utilize an in-depth and longitudinal case study to analyze the 
contradictory dialectic of cooperation and militancy in the labour process. The 
organisation is also unique in that many (but not all) employees actively opposed a 
union-management partnership agreement. It adds to labour process theory by 
explaining the coexistence of contradictory social relations at the point of production: 
workers not only actively resisted management change but also opposed official union 
policy and agreement. For reasons of confidentially the company is given a pseudonym 
of Omega and the union is called Industrial Union (IU). The paper will address two 
research themes: i) the dynamic interplay of moderate and conflictual labour relations, 
and ii), the implications of these contradictory postures for workforce orientations. 

The evidence shows that the dynamic interplay of moderation and militancy is more 
nuanced than described in much of the literature. It subsequently argues that radical 
pluralist perspectives are best placed to address deficiencies in neo-Marxist and 
orthodox pluralist conceptualization of the complexity of the effort-reward exchange. In 
doing so, the contribution will be two-fold. First, the paper will explain that the 
dynamics of moderation and militancy often co-exist rather than constituting either/or 
dichotomies. Second, the evidence will show how workforce orientations contain a 
mixture of multi-layered, uneven and fluid behaviours that shape the balance between 
militant and moderate postures. It will add to knowledge on patterns of workforce 
behavior and orientations in complex social workplace settings (Daniel, 1973). The 
theoretical contribution is a greater and more refined understanding of the processes 
and orientations affecting the balance as well as the tension endemic in the labour 
process. This not only involves considering the contradictions facing management in 
regulating employment relations, but also the contradictions of conflict and 
accommodation facing union activists and workers when pursuing multiple interests. 

Moderation and militancy: a brief review 

There remain differences of opinion among scholars as to the interplay and balance 
between moderation (cooperation) or militancy (conflict), and the implications for 
workforce orientations. Notwithstanding oversimplification, contemporary Marxist 
scholars (Darlington, 2001; Kelly, 1998; Gall, 2003; Danford et al., 2009) focus on how 
workers come to define their interests via politically motivated left-wing activists 
committed to a radicalized adversarial agenda in opposition to management. Neo-
Marxist contributors retain the belief that the role of activists in fermenting class 
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consciousness and spearheading workplace class struggles can provide fertile ground 
for the potential mobilization of broader challenges to capitalism. For example, Kelly 
(1998) suggests militant unions are defined by a willingness to engage in industrial 
action and have an ideology of conflicting interests. These Marxist perspectives have 
been critiqued by various pluralist scholars. A core pluralist argument is that 
confrontational and adversarial methods are unsuitable in the context of new 
competitive work regimes. Accordingly, workforce orientations are assumed to gravitate 
towards preference for cooperative relations over militancy (Kochan and Osterman, 
1994; Guest and Peccei, 2001; Ackers, 2002, Teague and Donaghey, 2009). For example, 
Ackers (2002) argues that neo-pluralism offers a superior theoretical paradigm to what 
he calls the narrow Marxist theory of economistic workplace militancy.  

Other scholars who adopt what might regarded as a ‘radical pluralist perspective’ (Fox 
1985; Edwards, 1986, 2003; Wenman, 2003; Watson, 2011) focus on both the 
organization of conflict and cooperation, and the often ambivalent and diverse 
implications for workforce orientations. The variable and multifaceted nature of worker 
behaviour and orientations was emphasized some time ago in important research by 
Daniel (1973). While Marxists have a default tendency to question pluralism per se 
because antagonistic class relations between labour and capital is their analytical 
concern, radical pluralists (Edwards, 2003; Wenman, 2003; Watson, 2011) acknowledge 
the diversity of interest groups in work and society and seek to explain why conflict and 
cooperation have deeper structural roots underlying power relations and inequality in 
the employment relationship than accounted for by more orthodox pluralists. In 
particular, Edwards (2003) has theoretically outlined how conflict and cooperation are 
contradictory and complex elements inherent in employment relations. Distinguishing 
radical pluralism from Marxism, Edwards (1986) argues that ineradicable antagonism at 
work does not directly dictate outcomes and workforce orientations at the surface level, 
which depends on the actual work regime in a given context.  

Main Findings 

Under the first research theme, the empirical data will show how moderation and 
militancy co-exist in tandem and were refined and mediated over time. In terms of the 
second theme of work orientations, the workforce did not have one distinct set of 
interests, and there were factions encompassing various orientations - including 
militants (who clashed among themselves), moderates, instrumental workers, plus a 
large grouping of moderate-orientated ethnic workers. To some extent, conflict was 
orientated as much against other groups of workers as against management. In short, 
workforce orientations consisted of a complex and fluid dynamic of militancy and 
moderation – it was not a case of one or the other. 

Summary and Discussion 

The paper will conclude that moderation and adversarial militancy can and do coexist as 
a fundamental (contradictory) dialectic in the employment relationship. This dialectic is 
often neglected or forgotten during economic crisis, austerity or when employer power 
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is assumed to be on the ascendency. The implications for labour process theory and 
workforce orientations will be fully discussed in the paper. 

 

Work for living or living for work? The meaning of work and life regarding 
individual life-scripts under the cultural imperative of achievement. Narratives 
and work-life patterns of German employees. 

Falk Eckert (falk.eckert@uni-hamburg.de)  

The present market society seems to be pervaded by a ‘duty for success’ which affects all 
spheres of work and life. Against the well known ‘end of work thesis’ as a characteristic 
of the late-modern society (Beck 1992, Rifkin 1995, Bauman 1998), this research, as a 
part of a PhD project, states that ‘Work matters’, especially in its key-meaning of 
identity-building. Paradoxically, while the culture of achievement spreads, the 
performance categories and norms seem to erode. As a result of this ‘destandardization’, 
the subject is urged to control its own performance autonomously. This phenomenon 
not exclusively concerns (high-skilled) professionals, but also the contractual and 
regular employees. Deregulation, rationalization, reorganization, and flexibility change 
the circumstances of work organization, blur work boundaries. As a result, 
individualism, subjectivism, project-oriented work-regimes reduce former collective 
structures of work organization, whereas the requirements for work self-organization 
and the capacity of intrinsic achievement motivation increase. The increased self-
responsibility captures the labour-process as well as the configuration and control of the 
individual life course. 

Consequently, reliability erodes or become frail both in life and work. The employees, as 
subjects of work, achieve a sort of double-sided work-life: In the working life as well as 
in the private one, individuals are forced to bring together manifold adjustments to 
achievements in order to warrant both productivity and (self) reproduction and 
physical-mental regeneration. 

Taking into consideration changes in people's life caused by long-term uncertainty, 
people are bent to construct short-term arrangements so that their identities stabilize. 
Hence, people develop personal guidelines of their view of life which can be considered 
as individual life scripts, whereas self-reflexivity is cultivated as a solution for the 
permanent contention with the constantly changing circumstances of life. 

In describing the contemporary ‘subjects of work’ within and between the ‘separated 
worlds’ of work and life, this research answers to the following three questions:  

1. What is the meaning of work in the employees' individual life-scripts? 

2. What characterize the employees' conceptions and motivations of achievement  

orientation, regarding the life-scripts of work and life arrangements? 

3. What are the similarities and differences of life-scripts and work-life patterns among  
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employees?  

The answers will be searched in the reconstruction of the individual biographies, consi-
dering achievement orientations as an essential part of life-scripts and self-narratives.  

A qualitative method approach will be adopted. The subjects under study are 
contractual employees in IT and manufacturing industries compared to professionals 
(e.g. lawyers), self employed workers (e.g. freelancer, journalists), and artists. 5 group 
discussions and 40 (autobiographical) narrative interviews will be analyzed. The 
heterogeneity of employees is intended to facilitate the suspension of pre-assumptions, 
until the analysis of similarities and differences are elaborated. This typology of the 
‘subjects of work’ is generated by a reconstructive approach of individual and collective 
(self-)narratives, patterns of thought, perception and action. 

Thanks to empirically based contributions, this in-progress PhD research generates a 
typology of the contemporary ‘subjects of work’, considering life-scripts and real 
practices in the transitions between work-life boundaries. By comparison with different 
employment groups in different industries, this research aims to scrutinize the cultural 
concept of achievement. 

 

Chinese Taxi Strikes from a Perspective of Local Worker-State Relations 

Manfred Elfstrom (ime8@cornell.edu)  

Research on Chinese labor contention has tended to focus on why and how workers and 
their elite opponents contend, not on the results of that contention.  This  paper uses 
strikes by taxi drivers as a window on the conditions that make working people more or 
less likely to extract real policy concessions—not mere payoffs—from authorities. Taxi 
strikes tend to be directed at local regulations, thereby bringing worker-state 
interactions into sharp relief. They are also extremely common and occur more or less 
evenly across the whole country, reducing the need to consider regional political 
economies and allowing us to delve into interactions closer to the point of conflict. To 
further focus the examination, the paper observes variation in only two variables: labor 
markets and the personal characteristics of grassroots officials.  

Based on interviews conducted with cab drivers in six Chinese cities, I suggest that the 
combination of 1) a relatively uniform labor market and 2) a local leadership with a 
popular image to maintain make policy changes favorable to workers more likely. In 
places where only one of these conditions obtain, the result is small payoffs to drivers 
(in the case of image-oriented leaders and scattered drivers) or repression (in the case 
of leaders unconcerned with their image and united drivers). Where neither factor is 
expressed strongly, the result is constant low-level conflict with shifting outcomes. The 
paper will explore these two hypotheses' potentially important implications for our 
understanding of Chinese working class solidarity, the power of the state, and the 
gradual de-politicization of labor issues amid rising worker unrest. 
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The Managed academic? An examination of the academic labour process 

Vaughan Ellis (v.ellis@napier.ac.uk) & Simon 

Although, seemingly involved in a perpetual process of ‘evolution’ (Musselin, 2007) 
resulting in a permanent sense of crisis amongst the professoriate (Dearlove, 1997; 
Henkel, 2000; Slaughter and Rhoades, 2004) universities, and those that work within 
them, have been subjected to unprecedented change over the past twenty years or so. 
The ongoing erosion of the welfare state with the concomitant decline of public funding 
and imposition of market forces and managerialism (Deem et al, 2007) are emblematic 
of neo-liberal ideology which has driven government policy towards higher education 
and the public sector more broadly, in the UK and much of the western world since the 
1980s. In addition, worldwide pressures to democratise access to universities (Trow, 
1973) combined with an increasingly globalised higher education market (King, 2004) 
and in the UK changes in how students are expected to fund their studies mean that 
‘...today’s practices and expectations in the academy hardly compare with what they 
were only two decades ago’ (Fanghanel, 2012). 

Although the impact of such changes upon academic labour has attracted some attention 
from scholars, academic labour remains relatively mysterious (Becher, 1989; Fanghanel, 
2012). Studies examining changes in academic work and more broadly the academic 
labour process have variously suggested a proletarianisation of academics (Readings, 
1996; Henkel, 2000), increasing casualisation (Bryson and Barnes, 2000) and 
diversification (Becher, 1989) of the academic workforce resulting in a ‘narrowed’ 
conception and experience of academic work (Musselin, 2007) performed in an 
increasingly managed environment (Reed and Deem, 2002). However, most 
examinations of the academic labour process have been qualitative studies based upon 
comparatively small samples and have typically been unable to adequately differentiate 
between the nature and experience of academic work in different disciplines, types of 
higher education institutions and at different points in an academic’s career.          

Drawing on data collected from a survey of all academic staff working in Scottish HEIs in 
2011, resulting in 1373 responses, this paper advances our understanding through 
presenting a more nuanced examination of academic labour. This paper argues that far 
from sharing a homogenous experience of work pressures such as managerialism, 
internationalisation and work intensification have uneven and often contradictory 
effects on academic labour. The paper draws primarily, though not exclusively, upon 
quantitative data and using appropriate statistical techniques to control for 
demographic, institutional type and disciplinary affects on the experience of work. 
Consequently, the paper is able to distinguish between those who have exploited 
opportunities arising from changes in the academy and those who are most likely to be 
adversely effected. 
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Impact of opposition in merger integration 

Eivind Falkum (eivind.falkum@fafo.no)  

This paper intends to describe and explain the impacts of employee opposition to 
managerial power in a major industrial merger. A concept of opposition is developed 
from a definition of implementation power as different from power to decide (Falkum 
2008). The concept of implementation power is derived from a discussion of Steven 
Luke’s (2005) three dimensions of power: decision making, non decisions and thought 
control. The basic assumption is that the integration of merging organisations depends 
on implementation power and the employees support or opposition to organisational 
ends and means. 

The integration processes in a large industrial merger that took place from 2007 to 2010 
are studied (Colman at al 2011). Data consist of 290 interviews and 12 corporate 
surveys conducted in order to monitor employee reactions during the integration 
processes at different stages. In depth studies were conducted in several different 
organisational units within the large corporation and represent different cases of 
organisational integration. Industrial relations were important in some of them. Thus 
the studies allow for analysis of the impacts of opposing interests, perceptions and 
intentions of labour unions and management on integration outcomes.  

The aim of the paper is firstly to describe and explain the impact of organisational and 
labour union opposition in post merger integration. Second, it aims to develop and 
discuss the relevance of the concept of opposition in studies of organisations. The third 
aim is to discuss opposition as intrinsic to democratic organisations. 

 

What we know, what we need to do and what isn’t being said about skills 
utilisation 

Patricia Findlay (patricia.findlay@strath.ac.uk), Chris Warhurst 

After years of concern about deskilling, upskilling and skill polarisation, more effective 
skill utilisation is the new policy focus and hence has become an emerging academic 
concern. A greater policy emphasis on effective skills utilisation raises the possibility of 
initiatives that increase workers’ skill possession and, importantly, levers the use of 
those skills in work. This paper outlines current debates about skills utilisation in terms 
of policy debate, workplace practice and academic understanding, highlights the gaps in 
understanding that need to be addressed and indicates some important issues for 
workers and trade unions that would arise from the policy push and employer 
implementation of more effective skills utilisation – issues that resonate with labour 
process analysis (LPA). 

After years of government boosting the supply of skills to the labour market through 
expanded education and training, the UK government now acknowledges increasing 
evidence that the UK has an over-qualified and under-employed workforce. The 
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government now realises that labour process demand for higher workforce skills is 
necessary but that the UK is trapped in a low skills equilibrium (LSE). As a consequence, 
the government has turned its attention to trying to lever more effective skill utilisation 
in the workplace. Similar developments and policy responses are also occurring in other 
liberal market economies e.g. Australia and New Zealand. The premise is that workers 
possess more skills than they use in work and that this gap represents ‘untapped 
potential’ that, if tapped, would benefit individual workers, and firm and national 
competitiveness through the creation of a high skills equilibrium (HSE). 

To address the current ‘policy to practice’ gap there is a key conceptual issue that needs 
to be overcome: the definition of skills utilisation. Practitioners do not recognise or 
understand the term, and government (and many academics) use an unhelpful proxy – 
high performance working. Unfortunately there is little research on skill utilisation per 
se and even less on good practice at the workplace level. This paper discusses how this 
gap in understanding might be resolved through the adoption of a skills matching 
approach to defining and measuring skills utilisation.  

It is recognised that in LSEs skills matching can lead to a levelling down of skill levels. 
However this outcome would fail government aspirations to encourage firms (and 
national economies) to move up the value chain.  It would also make redundant workers’ 
existing unused skills. Instead, our definition disentangles two issues by arguing that 
skills utilisation might be distinguished in two ways: the ‘use of better skills’ focuses on 
doing a better (ie more skilled) job; while the ‘better use of’ skills focuses on doing an 
existing job better. The first involves firms having upskilled workers in higher value 
added product markets and so links to government desires to create a HSE; the second 
addresses the issue of existing over-skilled and under-employed workers.  

Whilst both would deliver more effective skills utilisation in government terms, their 
workplace implementation would require the opening of the ‘black box’ of what happens 
inside firms to examine first, second and third priority issues of business strategies, 
management and leadership, and work design respectively  –  as currently occurs in 
some co-ordinated market economies. Implementation would also require examination 
of the fourth order issue of which skill development and deployment is part – human 
resource practices and, in particular, training, payment systems and the reward-effort 
bargain. Any failure to attend to these latter issues would expose workers to greater 
work intensification following skills utilisation initiatives. 

 

Combined or Uneven Agencies? Labour and Conflict in Liberia 

Steffen Fischer (s.fischer@qmul.ac.uk)  

In recent years there has been an increasing focus on violent conflict and its relationship 
to labour. However, especially work on West Africa (Paul Richards) has largely ignored 
class dimensions and sub-national specificities of labour relations that contributed to 
civil wars in the region. This paper argues that ‘young men’ did not simply join the 
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rebellion in Liberia for the same reason but different reasons, centred around agency 
influenced by the labour-capital relations they found themselves in. What captures this 
is not so much a blanket ‘slave revolt’ (Paul Richards) but a ‘peasant war’ (Eric Wolf) 
informed by differing class motivations. 

First, and drawing on the authors field work in the form of a survey and in depth 
interviews, this paper aims to investigate the interaction between labour and capital and 
how it contributed to violent conflict in Liberia. Investigating these causal mechanisms 
inherent within the capital labour relations that caused the violent conflict are necessary 
to arrive at the second, dialectical point - the effect violent conflict had on labour 
relations and markets that play out in the post conflict period.  

In order to investigate the specific labour capital interactions that historically facilitated 
recruitment into rebel factions, three case studies of labour relations from different 
regions of Liberia will be compared using the uneven and combined development (Leon 
Trotsky) framework. Uneven and combined development can conceptualise the 
international and domestic historical trajectories that created certain labour relations 
and exacerbated these relations at different spatiotemporal points within Liberia.  

The conflict was driven by, and at the same time a driver of, primitive accumulation that 
set labour “free” in Liberia. The dialectical process of labour-capital relation at the same 
time drove forward the historical dynamic of capitalist development, in this case the 
expansion of the wage labour force. This effect however, can not be measured 
statistically on a national level due to the shortcomings of the surveys aiming to capture 
the percentage of people in wage labour. This is partially due to the fact that the classical 
understanding wage labour is circumscribed by the lack of industrialisation that 
historically absorbed “freed” labour. Finally this paper will show that although 
industrialisation in the classical sense is questionable in the current globalised world, 
the post war explosion of labour unions in Liberia, both ‘informal’ and ‘formal’, 
demonstrates that Liberia’s political economy is as ever governed by the interaction of 
labour’s agency with national and international capital.  

 

The importance attached to machines in division of labour researches: a brief 
critical history 

Michel Freyssenet (mfreysse@club-internet.fr)  

The importance attached to machines to divide work is one of the recurrent debates of 
social sciences, which are never clearly settled. Every major technical change, the debate 
was revived, often forgetting the terms and the acquired knowledge of previous 
discussions. The debate on the automation of work did not escape out of this rule. 

What was the impact of automation on labour, national growth, industrial societies and 
capitalism? The examination of each of these areas has again raised the issue of socially 
neutral, malleable, determining or determined character of production techniques. The 
age-old discussion on the specificity of the division of labour in capitalist enterprises and 
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in capitalism in general started again. The article first recalls briefly the history of these 
debates, critically with regard to the actual evolution of the division of labour. 

Is it possible, now that the automatic machines are widely used to perform many 
tangible and intangible activities, to make progress in understanding the relationship 
between production technologies and division of labour? 

We can considerer that the debate on technology progressed. Some researches about 
automation didn’t analyse the technology in general, but they studied the techniques 
designed and implemented in different social contexts. The endogenity of machines 
actually used in the labor process seems now to be clearly recognized. From a 
technological determinism point of view adopted in much of previous researches, we 
can observe now more frequently analysis of the social genesis of production techniques 
actually used. Today we can say that the intellectual content and the organization of 
work depend on the objectives, the presuppositions and the constraints that the 
engineers take in account when they design the machines and introduce them in the 
plants and offices. However the debate continues in order to get to know what are the 
main (economic, social or cultural) factors that prevail during the design and 
introducing process of machines in the enterprises. 

 

Social Experimentation for Active Ageing: Age Management Policies and Practices 
in SMEs in Scotland 

Vanesa Fuertes (v.fuertes@napier.ac.uk), Valerie Egdell & Ronald McQuaid  

Populations across Europe and elsewhere are ageing and there is a long-standing debate 
on how best to sustain older workers in employment for longer and to increasing the 
recruitment of older people. Governments are introducing measures to extend working 
lives and encourage later-life employment: for example by abolishing the default 
retirement age and increasing the state pension age. Crucial to improved age 
management is the role of employers. 

Employers are increasingly required to consider age equality issues, a consequence of 
the previously-outlined legislative changes but also a result of increased calls to 
consider the business case for age management in direct response to demographic 
change and its predicted effect on the labour market (Bond et al., 2009). However, 
Flynn’s recent study (2010), points out that the business case for age management has 
had limited impact on employers’ retirement practices and culture,  Many employers 
also  seem unaware of broader demographic trends (Loretto and White, 2006a; McNair 
et al., 2007; Hollywood et al., 2007). Company policy regarding age is far less developed 
when compared to that dealing with race or disability (Bond and Hollywood, 2009).  

There are a number of issues that can become barriers to later-life employment both 
before and after State Pension Age: health; caring responsibilities; in larger companies, 
organisational structures can be inflexible (although many larger companies, especially 
in the public sector, have progressive age management policies); human resources 
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policies can differ from day-to-day practice; structural barriers can include pensions, 
benefits and government services; cultural assumptions and wider societal ideas, e.g. the 
social acceptability of working longer; and those without qualifications are more likely 
to leave employment for reasons beyond their control. 

This paper draws on a small scale qualitative study (which included the implementation 
of a social intervention) with small and medium sized enterprises (SMEs) in Scotland. It 
presents: an exploration of the experiences of the participant organisations regarding 
the ageing of the population and the new UK legislation on age discrimination 
introduced in April 2011 which abolished the Default Retirement Age; the range of 
workforce management practices, policies and attitudes towards older workers in these 
organisations (e.g. decisions on recruitment, retention and retirement); and the outcome 
of the small scale intervention, which aimed at influencing practices, policies and 
attitudes towards older workers in participant SMEs and promoting good practice on 
these areas. 

Conclusions and recommendations are made to inform discussion on the role of SMEs in 
extending working lives, and inform policy on interventions that could successfully 
challenge existing attitudes, practices and policies and extend current good practices 
examples. 

Acknowledgement: The study was funded by the European Union, with the support of 
the Edinburgh Chamber of Commerce and the City of Edinburgh Council. 

 

The decline of the UK pension system: A Marxian Re-examination 

Jo Grady (j.grady@le.ac.uk) & Stephen Ackroyd 

This paper is, after a theoretical introduction, concerned to account for the collapse of 
adequate pension provision in the UK, which was until quite recently, very differently 
organised with a quite high percentage of the working population provided for by 
adequate company and occupational pension schemes. These provisions have now 
largely disappeared. The argument we present to account for this works on different 
levels, but what makes it distinctively Marxist is the class analysis that underpins it. Not 
for us an account that sticks to the ideological sphere alone; although this is part of what 
we say. We have an analysis that argues that a new group within the traditional ruling 
class (a new elite, or, more adequately, a newly dominant class fraction) has taken over 
ideological leadership of the ruling class. The increasing dominance of this group of 
finance capitalists explains inter alia the massive redistribution of income and the lurch 
to the right in politics of which we are now seeing so much evidence. Being ideologically 
interested in weakening the state and in "freeing" financial markets, this class fraction 
has been able to secure (a) further weakening of state pension provision, (b) the 
destruction of formerly viable defined benefit pensions provisions, and, where there is 
any residual provision, (c) the introduction of very much less adequate and more fully 
private provision provided by the private sector. 
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‘Organisational incontinence’: Routinisation and work intensity as determining 
the frequency and experience of incontinence in elderly residential care 

Joe Greener (joedgreener@yahoo.co.uk)  

In popular culture and traditional medical thinking incontinence is often construed as an 
inevitable part of growing older.  This paper develops the idea of ‘organisational 
incontinence’ suggesting that the failure to achieve continence can be located within 
routine and practices which attempt to rationalise and standardise care work rather 
than bodily or cognitive dysfunction.  Based on findings from an eight month 
ethnography of care assistant work in an elderly residential care home, this paper 
argues that many instances of incontinence were preventable and the experience of 
incontinence for the residents made more severe due to staffing levels.  A detailed 
ethnographic account of the daily routine and the organisation of the labour process are 
discussed in relation to incontinence.  The work set out for the care assistants was 
unachievable and the management of incontinence with incontinence pads was a major 
labour saving device used by workers to retain and reclaim control over their work.  The 
paper finishes by suggesting that incontinence should be conceptualised structurally 
with reference to welfare cost-cutting, profit-motives and the political economy of 
elderly care.  The concept of organisational incontinence offers an opportunity to subvert 
overly biological and ageist accounts of incontinence which view deteriorating bladder 
and bowel function as an inevitable part of growing older 

 

Labouring in virtual worlds: are labour processes being replicated within virtual 
game worlds? 

Anita Greenhill (a.greenhill@manchester.ac.uk) & Gordon Fletcher 

As unemployment figures rise in the developed world the question of the ‘labour’ and its 
intrinsic ‘value’ re-emerge in the technologically enabled workforce. Our research asks 
whether ‘conventional’ labour process are being replicated inside virtual game worlds 
and, if so, are the ‘traditional’ hegemonies identified in Marxist literature regarding 
labour also being reproduced in these worlds? This question is prompted by 
observations of virtual game environments where participants regularly show a 
willingness to carry out mundane repetitive syntactic labour in order to develop and 
maintain membership of a community, to ‘level up’ and ultimately to ‘win’ no matter 
how obtuse or unachievable this goal may actually be. In this paper we present findings 
from empirical studies of the Puzzle Pirates and Farmville virtual worlds where we 
examine the forms of labour undertaken and their significance in the construction of 
hegemonic power relationships. Using Star’s (1999, 378) methodological call to consider 
the “embedded strangeness” of social networking in order to identify defining practices 
this paper examines labour practices and the social networking activities in virtual game 
worlds. 
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Sweatshop to Ethical Sourcing Destination? A Labour Process Analysis of Export 
Processing Zones in Sri Lanka. 

Samanthi Gunawardana (s.gunawardana@griffith.edu.au)  

This paper presents the results of a 10 year long ethnographic study on the shift from 
despotic to ethical manufacturing practices and the dialectical outcomes of control and 
resistance in the labour process during this shift, in an apparel factory in the Katunayake 
Export Processing Zone in Sri Lanka. Since the introduction of the New International 
Division of Labour Thesis (NIDL) (Froebel, Heinrichs & Kreye 1980), the labour process 
of labour intensive activities in EPZs have been characterised as despotic and 
sweatshop-like. Thought to have disappeared with the emergence of labour standards 
and laws in the 20th century, sweatshops were ‘rediscovered’ in the late 20th century 
against the backdrop of globalisation (Bender & Greenwald 2003, French 2002). 
Particular attention has been paid to the segmentation and re-location of production 
processes to developing countries, the sweatshop-like character of employment 
conditions, and the employment of predominately young women, hired for their 
seeming complicity and predisposition for assembly work (Ross 2003; Boje 1998, Fine & 
Howard 1995).  

Driven by pressure from global and local activists and trade union campaigns, as well as 
competitive pressures and corporate codes of conduct, the Sri Lankan apparel industry 
has attempted to reform the image of their industry from sweatshop to ethical sourcing 
destination over the past decade. What has this shift meant for the labour process? This 
paper outlines the nature of the labour process in one apparel factory, the factors 
shaping the labour process, and worker responses, during a period of change. The 
outcomes of the control and resistance dialectic are considered in unpacking industry 
assertions of improvements to sweatshop practices.  

The findings show that gender segmentation, limitations on freedom of association and 
collective bargaining, limitations on voice, work intensification, and lack of skills 
development and promotion opportunity persisted. Workers drew on a shared cultural 
repertoire of paternalist care and welfare, and asserted themselves as skilled workers. 
This was attempted at the level of the everyday relations on the shop floor to carve out a 
space of dignity, as well as through overt forms of oppositional practices such as 
stoppages and strikes, and utilising existing voice and representation channels. 
However, structural factors beyond the immediate control of workers, dependency, and 
consent in the labour process inhibited widespread transformational politics, raising 
questions about promise of ethical manufacturing practices.  
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Different pathways from fixed-term contracts to permanent employment 

Stefanie Gundert (stefanie.gundert@iab.de), Paul Schmelzer & Christian Hohendanner  

Against the background of increased international economic competition national 
economies have come under pressure to embrace greater flexibility. In this context, 
Germany has adopted several strategies of labour market de-regulation, one of which is 
loosening employment protection by facilitating the use of fixed-term contracts (FTCs) 
in the 1980s. FTCs allow employers to circumvent employment protection, as fixed-term 
employment relationships automatically end after the duration of the contract. The 
implementation of a fixed-term contract legislation has led to a reduction in 
employment security for a part of the labour force without abandoning employment 
protection as a whole. Opponents point to the risk that FTCs might threaten individual 
labour market integration with the risk to be entrapped in disadvantageous and low-
paid positions without perspectives to become an insider on the labor market. 
Proponents of FTCs consider them as entry ports with their potential function as 
“stepping-stones” to permanent positions.   

Empirical studies show that in Germany fixed-term workers’ chances of making 
transitions to permanent  jobs are comparatively high (c.f. Gash 2008, who compares 
Germany, France and the UK), but unequally distributed across educational levels and 
sectors: Transitions to permanent contracts are more likely for highly qualified workers 
and for those who are employed in the private sector. So far, due to data restrictions, 
existing studies on the stepping-stone effect do not provide any insights regarding two 
different pathways to permanent employment. Workers are either promoted to 
permanent employment by their employers or they receive a permanent contract by 
transition to a new employer.  

To distinguish between the two pathways to permanent employment we use the data set 
ALWA collected by the Institute of Employment Research (IAB) for the research project 
‘Working and Learning in a Changing World’ (the acronym ALWA derives from the 
German name of the project ‘Leben und Arbeiten im Wandel’). The ALWA data contain 
information about more than 10.400 life histories of German residents born between 
1956 and 1988 and allow detailed longitudinal analysis of individual employment 
histories. ALWA data are unique as they include information about different pathways 
into permanent positions. Against the background of signalling, human capital, search 
and matching models we will examine how individual and job characteristics (e.g. 
education, job level, sector, prior employment history) affect the chances of either being 
promoted to permanent contracts, or of taking up permanent employment with another 
employer. By using competing risk models (hazard rate models), we will not only 
examine the pathways into permanent positions, but transitions into unemployment as 
well. 
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Board level employee representatives (BLERs) in the Norway, Sweden and 
Denmark: 

Inger Marie Hagen (i.m.hagen@jus.uio.no)  

The establishment of the specific company form ‘European Companies’ (SE companies) 
with the corresponding  rights to employee participation and co-determination has 
substantially increased the attention and awareness at the European level of the old 
arrangements ensuring the right of employees to elect board members. However, as 
very few SE-companies have been set up in the Nordic countries, a similar attention is 
hard to trace among Nordic politicians or social partners. On the other hand, even if SE 
companies represent important improvement of workers rights in countries like UK, 
Belgium or Spain, the current legislation in the Nordic countries still offer far stronger 
rights than we might find in a SE-company. 

In this paper we examine the ‘status’ and use of right to elect board members in Norway, 
Sweden and Denmark. The three countries have important features in common, both 
concerning the participations arrangements, social dialogue and strong trade unions 
movements as such but also when it comes to the particular arrangements concerning 
board level representation. On the other side, important national feature most be taken 
into consideration, e.g. different legislation, differences in the level of centralization 
among the trade unions and – in this context very important – different ownership 
structure.  And of course: how do the different election procedures affect the role of the 
BLERs? And secondly, while the arrangement is a part of company law in Denmark and 
Norway, the Swedish legislation is found in the area of labour law. Do - and how – these 
differences affect the influence of the BLERS. 

One of our main analytical questions is whether the BLER arrangement may be 
perceived as a token of a stakeholder oriented corporate governance model or whether 
the Industrial Relations tradition is better suited as our starting point. 

The paper will examine existing research on the Nordic BLERs and their role and 
importance in present corporate governance. In addition a recent qualitative survey 
based in interview among BLERs in Denmark, Norway and Sweden will be included. And 
thirdly: findings from a large ETUI-based quantitative survey among BLERs all over 
Europe will be made available to us. 

A number of issues are covered by our interviews and the role of the BLERs are analyzed 
in light of the ongoing corporate governance debate: division of power in the board, 
division of power between the board and the management, the different company 
structures and the role of the board (and thus the BLERs) in resp. boards of ‘mothers’ 
and subsidiaries,  the powerbase of the BLERs, the relationship between the BLERs and 
the trade unions, the role of the corporate governance guideline and company code of 
conduct and the level – and type or form – of BLER influence. 
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The double bind in communicating empowerment as HRM/HRD measure. A 
theoretical analysis 

Linda Hamann (linda.hamann@sociology.su.se)  

Empowerment has been a popular measure in HRM/HRD for about 25 years and is 
commonly associated with a positive transformation of employees' working conditions 
and, as a consequence, improved employee commitment, motivation and self-efficacy. 
Considering that empowerment has become a matter of course of effective HRM/HRD, it 
is not surprising that it still is a subject of interest for research in the fields of 
organisations, management and leadership. 

However, among research of empowerment strategies and experiences, accounts are 
found where measures intended to empower employees do not always have the 
desirable impact and/or backfire altogether. While some attempts have been made to 
explain such problematic outcomes of empowerment, there does not seem to exist a 
thorough discussion of this topic from a sociological point of view. 

This paper intends to fill this gap and aims at contributing to the existing research on 
empowerment by employing a communicative, as opposed to a transactional, approach: 
While a transfer of resources, such as information, responsibility, trust etc., can be 
viewed as a mere redistribution of resources (as in the simultaneous change in balances 
of an employer's and an employee's bank accounts), micro-sociological research 
critiques such decontextualized views and argues strongly that transfers of resources 
have to be seen as social (inter)actions and, therewith, as happening by means of 
communication in specific social contexts. Thus, looking at empowerment as a 
communicative, rather than a transactional, act means to incorporate the social context 
in which the communication takes place. 

I argue that applying a micro-sociological view to (dis)empowerment reveals that the 
main problem of empowerment in HRM/HRD is its social and communicative context: 
The high power differential between employer and employee can render the 
communication of empowerment into a benefactor/beneficiary matter where the 
beneficiary is prone to be treated paternalistically and be confronted with a 'gift' that 
does not require reciprocation. However, this communicative situation stands in stark 
contrast to the fact that employer-employee relations build on the idea of the 
"psychological contract", that is, beliefs about conditions of employment. This concept is 
inherently characterised by the idea of a transactional exchange (a certain amount of 
work for a certain sum of money) and is, therefore, not reconcilable with empowerment. 

Thus, the employee faces the dilemma of fulfilling two seemingly different job 
requirements: to work in exchange for an appropriate amount of money while at the 
same time accepting gratuitous services by the employer – without reciprocating the 
favour. The impact of such a situation on the employee's job commitment and 
performance may aggravate when this kind of communicative confusion leads to the 
impression that the psychological contract has been breached if empowerment actually 
means to work more and/or take on more responsibility for equal wage or if compliance 
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with the role of the beneficiary could lead to losing one's job as the empowering 
measure was not intended to be as selfless as communicated by the employer. 

The theoretical argument of this paper challenges the idea that empowerment is an easy 
to use and promising HRM/HRD measure, as communicating it to the employee involves 
creating a dilemma that might foster the opposite of what empowerment is supposed to 
achieve: indignation, dissatisfaction and resentment. Refraining from using 
communicatively ambiguous concepts such as empowerment in HRM/HRD might lead to 
a higher credibility of the management among employees and therewith, higher 
employer satisfaction. 

 

Second-Generation Irish Experiences in the Labour Market: Still Nursing & 
Navvying? 

Geraldine Hammersley (g.hammersley@coventry.ac.uk)  

For more than two centuries successive waves of Irish migrants working within a 
narrow range of sectors, provided a source of cheap labour for the British economy 
(Walter,2001; Ryan,2008). Their occupational patterns were clustered in gendered and 
stereotyped roles in construction and nursing (O’Connor & Goodwin, 2002), yet their 
descendants careers have not been scrutinised in any depth. Despite being the largest 
ethnic minority group in Britain, estimated to make up more than 11% of the 
population, there has been no systematic collection of statistics for the Irish as a multi-
generational ethnic group hence the second-generation rarely figure in official data. 
Consequently, conceptions of ethnicity predicated on the black/white dualism of race 
and assumed assimilation have ignored the Irish experience (Mac an Ghaill, 2000). 

This paper considers accounts of the labour market experiences of second-generation 
Irish to determine in what ways, if any, their location in the British labour market differs 
to that of their parents. The study focused on eliciting individual accounts of labour 
market experience, data was collected via depth interviews which considered 
participants work histories, thereby eschewing a chronological presentation in favour of 
the ‘principle turnings’ of an individual’s life (Robson, 1993:382). An holistic approach 
whereby pre-labour market entry factors, the dynamics of transition to work and 
aspects of individual work history which have influenced career paths and current jobs 
were considered in preference to focusing exclusively on career development per se. 
This method allowed reflection on other aspects such as life events and individual 
development which influenced their choice of work and career path. A biographical 
approach sought to reveal and understand individuals’ lives in terms of their 
distinctiveness within their social context. 

 Labour market positioning revealed a highly qualified group, spread across a range of 
sectors. A small number of participants worked in ethnic niche occupations; of these a 
significant proportion had replicated parental career patterns and the majority of those 
working in construction had inherited family businesses. Several common 
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characteristics emerged: a dearth of career planning, gendered career patterns, self-
employment and disillusion with career prospects leading to the accumulation of further 
job related qualifications were evident. 

 

Self-fulfilling Prophecies: On the Gender Bias of Recruitment 

Edeltraud Hanappi-Egger (edeltraud.hanappi-egger@wu.ac.at)  

Gender-specific phenomena such as glass ceiling, gender specific division of labor, the 
lack of female managers and gender segregation have been investigated in labor studies 
for several years now. Nevertheless only little success in particular in recruiting women 
in so-called non-traditional professions is achieved; vertical as well as horizontal gender 
segregations stay to be a severe problem in organizations. A widely distributed 
approach to address these topics is to focus on women and their “specific” needs 
resulting in women promoting programs or even further training programs for women. 
This view is often called the “deficit-oriented approach” since women and their lack of 
self-confidence or lack of interest in technology is considered as main source for the 
problem.  

Contrary to this, recent scholarly work is pointing to hidden and structural barriers for 
women in non-traditional areas and thus claiming organizational structures to cause sex 
segregation. Based on the view that organizations are gendered spaces in which hidden 
and subtle “doing gender” practices create and maintain exclusion mechanisms, the 
focus is shifted from the individual level to the structural level of labor contexts. The 
paper will apply the approach of gender typing to the topic of recruitment. It is assumed 
that in particular in recruitment processes the gender codes assigned to tasks, 
responsibilities and respectively skills are playing a crucial role in furthering inequality. 
Therefore the paper will investigate the interplay of formal and thus seemingly objective 
recruitment procedures and guidelines and individual ways of “doing gender” of human 
resource managers.  

The empirical case study of an Austrian non-profit organization in the emergency rescue 
services will serve as an example to discuss this interplay and its impact on gender 
segregation. The case study clearly highlights the hidden and subtle gender codes in 
recruitment procedures and how human resource managers contribute to the 
maintenance of gender segregation.  

Acknowledgement: The author thanks Mrs. Maringer for providing the empirical 
material re-visited for this publication. 
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Plant closures, temporary workers and a management controlled setting: Further 
evidence on the Closedown effect 

Magnus Hansson (magnus.hansson@oru.se), Rune Wigblad & Alexis Rydell  

The Closedown effect is a human-driven productivity increase effect that appears during 
the process of plant closure. This effect has been reported to exist in multiple cases from 
various countries. A pattern of explanations to this complex phenomenon is emerging. 
Burawoy (1979) develops our understanding with an analysis of the “games” that occur 
regarding a continuous process of negotiating and re-negotiating the wage/effort 
bargain, labor productivity and causes of alienation. In the context of plant closure 
research results indicate that this “manufacturing consent” is dramatically changed.  

Recent research point to the explanatory importance of how management and control 
systems vanish. Following a diminished management and control system the frontiers of 
control are shifting in the labor process, in the favor of the workers. This shapes a new 
institutional order, with an “unrestricted autonomy” and lack of group pressure towards 
“restricted work practices”. Empirical evidence points to the fact that a broader scope 
for rationalizations appear during the closedown period. New types of rationalizations 
and improvements and changes in work design are implemented.  

Previous research indicated that when there is a scope for autonomy certain dynamics 
comes into play. Workers start to practice their innovative skills and conduct day-to-day 
rationalizations. Such rationalizations involve radical and/or incremental type of 
improvements and/or rationalizations of work methods, increased discipline and/or 
enhanced efforts (Wigblad et al. 2012). Typical for the majority of these cases are that 
they represent a long-term closedown period (over twelve months).  

This paper challenges the reach of these results by analyzing the Scanias closure of two 
plants in Sweden between 2005-2008. In contrast to previously reported closedown 
cases, Scania maintained their management and control system and kept on “business as 
usual” throughout the closedown processes. Still, a Closedown effect was recorded. In 
our analysis, we elaborate on a set of complementary yet challenging explanations to the 
Closedown effect and put specific emphasis on two aspects; a maintained socially 
responsible management and control system and the high level of temporary workers 
that were present in operations during the closedown process. By doing so, this paper 
extends both the theoretical and empirical domains of the plant closure research. 
Theoretically, the paper elaborates on possible implications with these new empirical 
findings on hand concerning further understanding of the Closedown effect. Empirically, 
this paper encounter one case in which corporate management initiated both capital 
investments and implemented a newly designed product and production process, during 
the closedown process, i.e. practicing a strong management control. 
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Performance Ideologies - A Critical Analysis of Principal Agent Theory from an 
Employment Systems Perspective 

Axel Haunschild (axel.haunschild@wa.uni-hannover.de)  

In principal agent theory (PAT), a major stream in the personnel economics literature, 
we find numerous attempts to develop universal models of 'optimal' incentive systems. 
The restrictive behavioural assumptions and the self-enforcing character of such models 
have been subject to diverse critical accounts (Goshal/Moran 1996; Spencer 2011). 

This paper seeks to add a new perspective to such critique; a perspective that connects 
workplace studies to other levels of analysis, namely the employment system level, and 
that identifies the basic performance ideology behind agency theoretical models. The 
analytical framework for this analysis will be Marsden's (1999) theory of employment 
systems. Although based on institutional economics itself, this theory goes beyond a-
historical accounts of employment and HRM practices by analysing the institutional 
embeddedness of such practices. Marsden's focus is on the national societal diversity of 
employment rules that govern the employment relationship. 

PAT regards the employment relationship as a relationship between a principal and an 
agent in which the principal delegates tasks to an agent who receives compensation. The 
theory focuses on the problem of monitoring performance, risk allocation and 
incentives. PAT seeks to establish general principles to understand, develop and 
(efficiently) design incentive contracts (Milgrom/Roberts 1992). On these grounds an 
'optimal balance of the costs of risk bearing against resulting incentives gains is 
computed' (Milgrom/Roberts 1992: 207). 

Marsden argues that each employment system entails institutionalised rules about the 
relationship between job design and training systems as well as robust and enforceable 
rules about task assignments. Training can take place predominantly on-the-job (e.g. US 
or France) or predominantly off-the job (e.g. Germany). Rules of task assignment can 
imply low (US) or high (Germany) job autonomy and differ regarding individual or 
group-based accountabilities. His aim is not to explain the whole variety within an 
employment system but its dominant logic. The sketched examples reveal that the US 
(on-the-job training combined with narrow task assignments) and Germany 
(occupational labour market combined with high job autonomy) differ considerably 
with respect to their basic assumptions about skill development/standards, the 
definition of a 'good' jobs and job responsibilities. These assumptions have an impact on 
performance criteria and performance management. 

The paper will show that the assumptions of PAT imply ideas about 'good performance' 
that are - according to Marsden (and other scholars) - typical for the US employment 
system. It favours individual effort (diligence) as basis for performance pay, regards the 
definition and the assessment of performance as a technical problem and implicitly 
(sometimes even explicitly) recommends to increase individual accountability and 
comparability through incentive measures and job design. 
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Employment rules and their underlying assumptions can, in a sense, be regarded as 
ideologies, socially constructed ideas about the exchange relationship between 
employer and employee, which tend to keep the underlying capitalist labour process in 
disguise. The view of many personnel economists that their findings based on PAT can 
easily be transferred to all kinds of employment systems is ideological too. The paper 
aims at theoretically exploring this ideological basis of principal agent theory 

 

Work-Related Journeys: Another Domain of Work Intensification? 

Donald Hislop (d.hislop@lboro.ac.uk) 

Despite a growing body of work investigating various aspects of the spatial mobility that 
an increasing number of workers undertake (Cohen 2010, Gustafson 2006, Hislop & 
Axtell 2009) the relatively embryonic character of this subject area means that there still 
remain many gaps in knowledge. One such gap, which this paper addresses, is with the 
extent to which business travellers work while travelling on work-related journeys. 
More specifically, one of the objectives of the paper is to examine whether pressure to 
use mobile ICTs while travelling means that work-related journeys are becoming 
another domain of work intensification (Bittman et al 2009) through workers 
continually engaging in work-related communication activities as they travel on such 
journeys. 

The writing on this topic can be divided into two broad categories: overview 
perspectives and snapshot studies. Overview perspectives take a macro level 
perspective, largely draw on statistical data and develop typologies and are concerned 
with understanding the increasing number and heterogeneous characteristics of mobile 
workers, the nature of mobile work, and the relationship between mobile work and 
space (see for example, Cohen 2010). Snapshot studies of mobile work, in contrast, take 
a much more micro level perspective, focussing down at the level of individual workers 
and are concerned with providing insights into the ‘lived experience’ of mobile work 
(see for example Felstead et al 2005). However, neither type of paper provides 
significant insights into the general extent to which business travellers work while on 
work-related journeys. This paper addresses this gap in knowledge through taking a 
more intermediate level perspective. This is achieved through presenting the results of a 
survey and interview-based study of business travellers who undertook journeys either 
by car, train or plane. The examination of three modes of transport makes it possible to 
examine how the specific character of each mode of transport affected the extent to 
which people worked while travelling as well as allowing cross modal comparisons to be 
made in relation to people’s work-patterns while travelling. 
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Are the winners winning in the hourglass labour market? 

Craig Holmes (craig.holmes@education.ox.ac.uk), Ken Mayhew  

The occupational composition of many national labour markets has changed 
significantly over the past thirty years. In the view of Autor, Levy and Murnane (2003), 
the key factor in explaining these changes is whether a job is routine or non-routine. 
Routine jobs perform tasks which could be replicated by computerised capital as such 
technology becomes increasingly available, while non-routine jobs do not follow such a 
regular patterns of tasks and consequently cannot be substituted. Goos and Manning 
(2007) showed that these non-routine jobs tended to be either high-wage jobs or low-
wage, jobs, while routine occupations were generally closer to the middle of the 
earnings distribution. They characterised the UK labour market as increasingly 
polarised, with a hollowing out of the middle and the development of an "hourglass" 
labour market. This has been taken by policymakers as supportive of the view that the 
UK labour market continues to provide an increasing number of good jobs. This, in turn, 
creates "winners" in the labour market by allowing for greater upward mobility for 
existing workers and improving the labour market outcomes of new, more qualified 
entrants. 

Recently, there has been concern that the polarisation effect identified by Goos and 
Manning when looking at occupational titles is less apparent when looking at wage 
distributions (Holmes and Mayhew, 2011). This suggests that many of these apparently 
good jobs are far less appealing than their job titles may suggest. To take one example, 
many managerial occupations are now far lower paid and have lower skill requirements 
than similarly classified jobs in the past. 

This paper examines the earnings of those individuals already in the labour market 
moving into these “good” non-routine jobs and of those individuals who enter the labour 
market in these jobs. Firstly, it asks whether there are improvements in earnings 
associated with transitions from routine occupations to “good” non-routine occupations, 
or whether those displaced from routine jobs move to other middle-wage occupations. 
We use data from the 1958 National Child Development Study (NCDS) to analyse the 
causes of job transitions which we combine with an analysis of wage mobility. Secondly, 
it looks at the labour market outcomes for those entering the labour market after many 
routine jobs had disappeared. In the absence of this change in the occupational 
structure, many of these new entrants would have gone into routine jobs. Using data 
from the 1970 British Cohort Study (BCS), we look at whether these workers were able 
to find work in “good” non-routine jobs instead and, if so, whether they earned more 
than they might otherwise have been expected to. Finally, it considers whether the 
increased dispersion of earnings in “good” non-routine jobs reflects either a widening 
range of the capabilities of workers in these jobs or deliberate firm strategies in job 
design. We compare the two cohorts to see whether the more educated BCS cohort 
obtained higher wages in comparable occupations. 
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Micro-flexibility and its tools: reciprocity, inequality and the mobile phone in 
commercial cleaning 

Ursula Holtgrewe (holtgrewe@forba.at) & Karin Sardadvar 

The commercial cleaning sector in Austria as elsewhere is dominated by female and 
migrant workers and characterized by atypical working hours and a high proportion of 
part-time work. This is particularly true for jobs in office cleaning which mostly takes 
place outside regular office hours. In addition to the numerical flexibility generated by 
working time arrangements due to staff shortages, and to specific patterns of work 
organization, workers in office cleaning are confronted with high demands for ad-hoc 
flexibility, working extra hours or covering for others’ absences. It is thus emblematic of 
labour-intensive, low-wage service work that is driven by cost-cutting and market 
requirements. Nevertheless, the logic of the market is still mediated by social relations of 
personal recognition, reciprocity and gratitude, much along the lines of Gouldner’s 
analysis of reciprocity and belonging in the workplace (1954, cf. Kotthoff 2000; 
Holtgrewe 2001; Bolton and Houlihan 2009). This ad-hoc flexibility is negotiated 
between cleaners and first-line managers, under some pressure both by clients and the 
cleaning company. 

In this relationship, flexibility is strongly individualized and personalized, and both sides 
implicitly or explicitly refer to an idea which we call the give-and take-principle. This 
principle implies that workers make concessions to first-line managers in terms of 
flexibility (e.g. short-term notice substitution of absent workers) if they feel that the 
managers make concessions to them, too (e.g. in the context of holiday planning) – and 
vice versa. However, this social exchange and the value of contributions are shaped by 
inequalities, in particular ethnicity, language skills and education level. 

A key technology for the handling of micro-flexibility is the mobile phone and its use. 
Moreover, it has important symbolic dimensions. As we will illustrate with empirical 
data, it can be a symbol for empowerment, resistance and voice, for being the “ideal 
worker”, or for vulnerability and exploitation, depending on the context and the 
workers’ situation. The findings are based on two qualitative case studies of cleaning 
companies involving interviews with management and cleaners, and an action research 
intervention which are part of the ongoing research project walqing (Work and Life 
Quality in New & Growing Jobs), a project in the EU’s 7th framework programme 
(www.walqing.eu). 

 

Understanding the Causes of Variations in Accident and Absence Rates of 
Permanent, Temporary and Agency Workers 

Benjamin Hopkins (beh@aber.ac.uk)  

Current Literature 
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Previous research into the relationship between contractual status and safety and health 
at work (see, for example, Quinlan et al, 2001; Quinlan, 2003; Virtanen et al, 2005 for 
reviews) has delivered a broad consensus that temporary workers are more likely than 
permanent workers to have an accident, but less likely to take sickness absence.  
However, there has been little research into the underlying causes of these differences.  
The aim of this paper, through the analysis of qualitative research collected at the 
workplace level, is to examine the underlying causal mechanisms that result in differing 
accident (Virtanen et al 2005) and absence (Edwards and Whitston 1993; Taylor et al 
2010) experiences for workers employed on differing contracts. 

Methodology 

The paper presents findings from five food manufacturing sites in the UK.  Methods 
consisted of non-participant observation for two to three weeks at each of the factories, 
in social settings as well as work environments, and observation of the companies’ 
induction programmes for new starters.  This was complemented by eight-eight in-
depth interviews with operations managers, HR managers, permanent workers and 
temporary workers. 

Analysis 

The key contribution of the paper is to demonstrate that managerial approaches to 
workers vary not only between permanent and temporary workers, but also between 
directly-employed and agency temporary workers.  When considering safety, permanent 
workers were found to receive a full safety induction, with a shorter version of this 
provided to directly-employed temporary workers.  By comparison, agency workers 
were often found not to be receiving any type of safety induction.  This issue was 
compounded by many of these workers being migrants who had taken an agency job so 
as to avoid a job interview conducted in English, and these lower levels of English 
language skills hampered their ability to understand safety instructions.   

When considering absence, the paper demonstrates that directly-employed workers, 
both permanent and temporary, are subject to tighter monitoring of time off, frequently 
leading to them attending work when ill.  By comparison, agency workers were not 
subject to this monitoring and this, coupled with an ability to move easily between 
agency jobs, resulted in them using absence as both a reaction to illness, and also as a 
response to the low skilled work process.  This evidence shows that temporary workers 
cannot be considered as a homogenous group, but that managerial control and 
monitoring of workers varies across different types of work contract. 
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Work Organization in Automotive Supply: Tracing the Impact of Shareholder 
Value 

Tony Huzzard (tony.huzzard@fek.lu.se), Inge Lippert , Ulrich Jürgens & William 
Lazonick  

Authors have recognised that the trend to financialization and the ideology of 
shareholder value (Lazonick and Sullivan, 2000) has had major implications on company 
strategies (Froud et al, 2006). Such work has broadly lent empirical support to the 
argument that the increased exposure of firms to financial claimants has granted 
powerful influence of those claimants on internal funds (Gospel and Pendleton, 2003). In 
terms of management, it is generally argued that there is less discretion and scope for 
agency if there is greater reliance on externally generated finance (Thompson, 2003). In 
turn this has reduced the possibilities for actors at plant level to develop workplaces 
along what has been termed the “high road” whereby employee autonomy, discretion 
and innovation are prioritised over the “low road” alternative of cost-cutting, leanness 
and task repetition (Totterdill et al, 2002). 

According to the varieties of capitalism literature, however, choices on work 
organization have historically varied due to nationally embedded institutional factors 
not least whether corporate governance systems are market based or co-ordinated 
(Whitley, 1999; Hall and Soskice, 2001; Hancke et al, 2007). A key difference identified 
between the former (Anglo-Saxon) model and the latter (continental European) model 
(Aguilera and Jackson, 2003) is that of the relative prevalence of “impatient capital” in 
the former typically in the form of equity that seeks short term returns in contrast to 
“patient capital” that has been internally generated or at least generated externally but 
sheltered from the capital markets. However, it has been argued that the distinction 
between liberal market economies and co-ordinated market economies has been 
breaking down in recent years (Stafsudd, 2009) or that it was never a very useful 
distinction (Lazonick 2010) 

Given the increasingly financial nature of global capitalism and the intrusion of the 
capital markets into corporate life (Froud et al, 2006), we pose in the paper the 
following question: what impacts have financialization and concomitant changes to 
corporate governance regimes had on the management of labour? We are interested in 
exploring not only differences between national institutional systems but also 
differences within them according to differential levels of exposure to capital markets. 
To enable a clear focus on these relationships we select in the paper a single sector for 
study – the automotive supply sector. The paper presents and compares data from nine 
case studies in the form of comparative case histories on the trajectories of governance 
changes and work organization outcomes in each. Three case firms from each of three 
countries are selected: Germany, Sweden and the US. Choices within each country were 
made on the basis of a) one firm relatively sheltered from the capital markets, b) one 
firm highly exposed to the markets and c) one private equity firm. 
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Our cases show that the development paths of the firms differ considerably, suggesting 
new complementarities of corporate governance, employee involvement and work 
systems. Accordingly, current institutional change should not only be examined in terms 
of clusters of countries but also as clusters of companies: alternative firm trajectories in 
long-term national contexts can be viable. We argue that this calls into question the 
notion of shareholder value as an enduring dominant ideology. Moreover, this question 
is closely linked to whether it is possible to establish a new governance compromise for 
sustainable management in firms and establish these changes permanently into the 
structures of firm governance. 

 

Hardly deviant: How internet is used for recovery 

Lars Ivarsson (Lars.Ivarsson@kau.se), Patrik Larsson 

Despite enormous productivity increases the last decades, it is often claimed that 
worker´s engagement in non-work related activities is severely damaging companies 
productivity development – and what seems to upset most currently is personal internet 
usage. Among management friendly researchers, employers and the media, there is a 
wide spread notion that all non-work related activities are deviant and should be fought 
against at all costs. In this paper we argue that this approach is both inconsistent and 
practically unenforceable. The very definition means, for example, that we are all 
regarded as deviant since we all spend at least some time on private matters at work. 
Furthermore we mean that the rapid development and prevalence of so-called 
smartphones makes it impossible to ban and monitor internet usage. Other academics 
view personal internet usage – as well as other non-work related activities – in terms of 
a natural structural resistance (the resistance perspective), or a way to deal with 
everyday life (the work life balance perspective). 

Today’s working life is polarized in the sense that large groups are experiencing low 
work intensity due to large increases in productivity and management's lack of interest 
in and ignorance of the work conducted in the company. These groups of employees are 
more or less forced to find something to occupy themselves with in order to cope with 
the work. To inform management about the situation you are in is risky, since you could 
lose your job, and therefore we will not categorize these workers as either deviant or 
resistant. But even if jobs with low intensity is everyday life for some, we note that the 
majority of our workplaces are populated by engaged employees who work in a fast 
pace that needs recovery – ‘…to be temporarily relieved from demands in order to 
restore his or hers resources’ (Sonnentag and Ziljstra 2006:330). Furthermore we argue 
that employees are using a number of norms for taking recovery time: 1) it must not 
affect co-workers; 2) it must not affect customers or clients; and 3) it is conducted on 
time that is unproductive. 

To summarize, we claim that the current pursuit of private internet users are quite 
misguided. Some of the surfing on the net is a consequence of organizations’ inability to 
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come up with decent work tasks to fill the whole day, while the majority is a result of 
well deserved pauses from demanding work. Furthermore, we are convinced that a 
permissive attitude towards non-work related activities (e.g. personal internet usage) 
will indisputably bring positive effects for individual workers, and it will most likely be 
beneficial also for the organization in the long run. 

 

Graduate skills or the skills of graduates, what matters most? An analysis from a 
graduatising occupation 

Susan James (susan.james@education.ox.ac.uk), Johanna Commander, Gerbrand Tholen 
&Chris Warhurst  

The UK Coalition government believes, as did the previous Labour government, in 
expanding higher education (HE). The assumption is the increased number of graduates, 
utilizing their superior graduate skills, is the key driver of economic competitiveness. 
However, increased HE participation has not provided the expected economic outcomes. 
Instead, while graduates continue to enter traditional graduate occupations, there is a 
trickle down the occupational hierarchy with graduates entering previously non-
graduate occupations.   

Most current research focuses on labour market returns to higher education in terms of 
pay outcomes or entry to particular occupations. Graduate skills in relation to the labour 
process of graduatising occupations have yet to be appropriately analysed. For this type 
of analysis there is an important need to make two analytical distinctions: the first is to 
differentiate what skills graduates supply from where these skills are developed; the 
second is between two types of employer demand for graduate skills - type 1 demand 
being the skills required to get the job; type 2 demand being the skills required to do the 
job, better labelled deployment or utilisation.   

This analytical approach informs our current research of estate agents - traditionally a 
non-graduate occupation which is experiencing graduate entryism. Data is drawn from a 
new national survey and interviews with key industry stakeholders plus 24 case studies 
of estate agencies.  The findings reveal that workers with a degree appeal to some 
employers at the point of recruitment; however the utilisation of graduate skills is, at 
best, patchy. Skills deployment in the labour process centres on ‘soft’ skills such as 
communication and self-presentation. Meanwhile other, more generic skills listed as 
time management, commitment and organisation were collectively referred to as 
‘graduateness’. 

Whilst, empirically, there is some congruence between the supply and demand of skills, 
it is clear that less weight is placed on skills acquired through HE in terms of 
development and deployment. It is the site of skill formation that is important for 
employers and it is not the site assumed by government i.e. HE. Respondents believed 
that family and social networks rather than HE play an important role in the 
development of the skills necessary to perform in this occupation. Moreover it seems 
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that in the labour process, the skills deployed, even when developed through HE, are not 
necessarily HE specific.  

The issue of graduate skills development, supply, demand and deployment is key to 
understanding the effect that graduates have on the labour market and also the labour 
process of occupations that were traditionally non-graduate. These findings are 
particularly significant in relation to policy decisions about the continued expansion of 
HE in the UK, university fee charging and a tighter coupling of HE and employer needs. 
Moreover a claim for a direct impact of graduates on economic competitiveness through 
HE specific skills deployment also seems difficult to sustain. 

 

Strikes in EU companies.Trade union effects in different institutional settings 

Giedo Jansen (g.jansen@fm.ru.nl) & Agnes Akkerman 

In this article we reinvestigate the relationship between trade union power and 
industrial conflict. We argue that the relevance of observations at the national level - 
common in most previous studies - is questionable in modern industrial relations in the 
EU because collective bargaining nowadays often takes place at the sector or company 
level. We also argue that the institutional conditions under which trade union power 
correlates to strike require more stringent tests, i.e.: Analyses that are not only cross-
national, but also multi- and cross-level in nature. This paper therefore aims to answer a 
twofold question: (a) To what extent is union power associated with strike incidence at 
the company level? And (b) to what extent are company-level trade union effects on strike 
incidence conditioned by national institutional context? In answering these question 
we make use of data from the European Company Survey (2009), facilitated by the 
European Foundation for the Improvement of Living and Working Conditions 
(Eurofound). These data allow us to examine trade union effects and strikes in over 
5,000 individual firms across all 27 EU member states. We conduct a series of multi-level 
analyses combining information on EU companies with the economic and institutional 
characteristics of the countries where they are established. For this purpose we 
supplement the ECS-2009 data with data from various international sources: The 
ICTWSS database, Version 3 (Visser 2011); Comparative Political Data Set III 
(Armingeon et al. 2010) and Eurostat (2011). We focus on three types of trade union 
effects: union density, multi-unionism, and the unionization of work councils. 

 

School leavers wanted: An exploration of professionalism and professional 
socialization in ‘mid-tier’ UK accounting firms 

Nicholas Jephson (bn08njj@leeds.ac.uk)  

This paper explores contemporary meanings and implications of the term ‘professional’ 
and perceptions of both occupational and organizational commitment. Using insights 
gained from interviews with senior partners, training managers and trainees in five of 
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the top fifteen UK accountancy firms (Accountancyage.com rankings), perceptions of 
professional socialization and organizational and occupational commitment within both 
‘Big 4’ and ‘mid-tier’ accounting firms were explored.  

This displays a departure from other significant research work in this field which has 
tended to focus on notions of professionalism and professional socialization within 
solely the ‘Big’ firms (Grey, 1994; 1998, Anderson-Gough et al, 1998) and more recently 
on specific levels of hierarchy within ‘Big 4’ accountancy firms (Mueller et al, 2011). As 
noted by the authors, it may well be that a different picture exists in smaller firms 
(Anderson-Gough et al, 1998, 136), and this paper sets out to explore if that is the case.  

Explorations of perceptions of professional socialization in firms outside the ‘Big 4’ 
reveal interesting and contemporary departures from the findings of Anderson-Gough et 
al (1998). The commitment of trainees to the professional qualification in mid-tier firms 
still appears to be dominated by the wider cultural view that it is a useful business 
credential for future careers outside the firm. However the rise in popularity of 
recruiting non-graduate trainees (school-leavers studying for the two year ‘AAT’ 
qualification before commencing their chartered training), fueled mainly by economical 
reasons, appears to be unintentionally impressing a stronger perception amongst AAT 
trainees of the chartered qualification being a passport to a career primarily within the 
firm as opposed to outside of it in “industry”.  

The rise in popularity of the ‘AAT route’ to a chartered accounting qualification suggests 
an escalation of the trends described in the work of Coffey (1994), because in the ‘AAT 
route’ organizations have five years in which to cultivate organizational commitment 
within their trainees as opposed to three years with graduate trainees. Furthermore it 
suggests an earlier invocation of a firm-specific type of professionalism in accounting 
organizations as described by Grey (1998, 580). This is because the normal prerequisite 
of a degree qualification is bypassed in favour of full-time work within the firm where 
organizationally specific knowledge and routines will be impressed upon the trainee. 

 

The limitations of community organizing approach: the relevance of community 
organizations and informal social networks for Polish immigrant workers in 
South Somerset 

Zhe Jiang (Z.Jiang@lboro.ac.uk)  

On 1 May 2004, the European Union witnessed the most challenging enlargement, with 
the accession of 8 post-communist countries (A8s). Ireland, Sweden and UK were the 
only three countries which allowed A8 workers to move freely across national borders 
(Barrell et al 2010: 374). Since the EU enlargement, Britain has been the most attractive 
destination country for workers from A8 countries, especially Poland. The large inflow 
of A8 immigrant workers contributed the growth of low-paid jobs. The survey 
(Employment of Foreign Workers in the United Kingdom: 1997 to 2008, 2008) shows 
that A8 born immigrant workers were mostly concentrated in manufacturing, 
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distribution, hotels, restaurants and construction industry with the number of people in 
all these industries accounting for 61% of all A8 born immigrant workers. LFS data 
suggests that a significant proportion of A8 immigrant workers are undertaking non-
standard work or occupying the most vulnerable positions of the formal and informal 
economy (Jayaweera and Anderson 2008). All these jobs are featured with poor 
payment, low unionization and high exploitation. The occupational spread of A8 
immigrant workers and poles and their language problems have demanded creative 
thinking and new ways of engagement on the part of British unions.  

A number of writers and practitioners have argued that in order to organize immigrant 
workers, unions need to adopt ‘community unionism’ which can be defined as type of 
trade union that develops genuine community coalitions, grassroots worker 
mobilization and recruitment outside the usual tool of strike, and frame issues in terms 
of social justice rather than the workers involved (Lopez 2004,12-13). In the recent 
debate on community unionism in the UK, the role of ethnicity-based links (Holgate 
2005) and faith-based organizations (Wills et al 2009) were seen as essential for the 
construction of workers’ solidarity and can serve as important mobilization resources. 
Much attention has been drawn to the negotiation of representation between trade 
unions and ethnic organizations, and how industrial relations can be managed within 
these spaces (Martinez Lucio and Perrett 2009).  

There has been a tendency for the scholarship to use value judgement in their studies. 
Community are seen as naturally harmonious and stable and characterised by 
neighbourliness and communication. Instead, ‘community’ is a flexible and contested 
concept. Urry (1995) critised such ideological notion of community by arguing that it 
could invoke the positive image of unity while concealing the fragmented relations more 
commonly found in a variety of social settings. A critical examination of the theory and 
practice of community unionism depends on an understanding of what ‘community’ 
refers to. Most commonly, the term ‘community’ is used as the surrogate of community 
organization, in the term union-community coalition in community unionism literature 
(Brecher and Costello 1990; Tufts 1998).  The focus on the role of institutional 
dimensions of ethnic communities in community organizing often carries with it the 
presumption of the existing social networks and the ignorance of important internal 
differences within the community. The formation of community ‘from below’ contests 
the ascription of tidy and bounded identities of difference and reveals the messier 
contours and intersections of individuals and groups at the level of everyday life. It is 
suggested that community is a fluid and symbolic space where the negotiation of 
boundary (de)construction, identity and representation is constantly being carried out, 
and therefore community does not explain itself but needs a fuller explanation (Alleyne 
2002).  

The research is to investigate how ethnic identities are constructed among post EU-
enlargement Polish immigrants in South Somerset and what impact this has on unions’ 
community organizing strategy. How does Polish immigrant workers access existing 
social networks or establish new ties in the UK? To what extent do they identify with 
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existing community groups, such as Polish church and Polish self-help groups? How 
important is the construction of ethnic identities among Polish community, particular in 
relation to advice and support seeking? In addressing these questions, we are able to 
understand whether and how Polish immigrant workers use social networks based on 
identification with ethnic community to resolve their employment problems and what 
possible space unions have to engage with Polish community.  

The research was mainly situated in Yeovil and surrounding areas in South Somerset. 20 
semi-structured in-depth interviews and 6 unstructured and informal talks were 
conducted with Polish immigrant workers, union officials, community organization 
leaders and Polish priests. A number of participant observations were carried out in 
English classes and committee meetings organized by local community group, Midwest 
European Communities Association, social inclusion meetings organized by south 
Somerset Mind, regional migrant forums and Bridgwater cultural event.  

Findings show that Polish immigrant workers have a dichotomous perception of their 
own community ranging from close and trustful relationship with their families and 
small circle of co-ethnic friends to suspicion and intolerance toward wider Polish 
community. Polish migrants’ daily life is bounded by specific and close networks of 
family members and friends, but social structures such as class, age and proficiency in 
English create internal social boundaries that influence the formation of social networks 
within poles. Ethnic solidarity is a domain of ideal rather than day to day agency. What 
seems to be striking is the fact that Poles have very negative image of their own ethnic 
community. Instead of defending their own community, they even undermine it. 
Moreover, post EU-enlargement Polish immigrant workers tend to heavily rely on weak 
associational ties rather than strong associational ties to seek support for their work 
problems. The attendance of local polish mass was low and the religious places proved 
to be less valued than anticipated in producing Polish migrant identity. There has been 
suspicion and doubts within polish community regarding to what extent local Polish 
association can represent and act for them due to the increasing bureaucratic structure 
of the organization. All these pose limits to how far ethnic community cohesion – rooted 
in common values, a shared sense of place and nationality, and ethnic networks of trust 
can become the basis of union’s community organizing of immigrant workers. 

 

Work Culture and Gender Issues in a Iron Ore Mine in Sweden 

Jan Johansson (Jan.Johansson@ltu.se) & Lena Abrahamsson 

Over a period of 50 years at Kiruna iron ore mine we can see a transformation of work 
from underground to remote control at surface level. What characterised the old 
underground face work was the close relation between man and the hard rock based on 
hard physical work under dangerous conditions. Nowadays the face workers are located 
up in the sky on level 7 in an office building close to the mine. The contact with the hard 
rock goes through machines controlled by remote technology. The traditional workplace 
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culture and the macho style have been challenged. The modern technology has created a 
new type of work, when it comes to competence and knowledge as well as workload. 
The purpose of the paper is to reflect on the upcoming, and in many aspects already 
evident, knowledge transformation – from the old and obsolete bodily and tacit 
knowledge and skills into something new 

 

Paid work as personal responsibility: Ideologies of work and wellbeing in 
Aboriginal Australia 

Kirrily Jordan (kirrily.jordan@anu.edu.au)  

Labour process theorists have often focused on ways in which the labour process is 
structured by managers (particularly through various instruments of control) and the 
agency of workers. These relations, however, occur within much broader political and 
ideological parameters that some have referred to as the ‘logic’ of capitalism.  

In Australia, this logic is arguably evident in the state’s efforts to increase participation 
in paid work. These efforts are cast in largely moral terms: according to the government, 
in an economy facing ongoing labour shortages a ‘responsible’ adult is one who earns 
their income through paid work or enterprise rather than relying on the welfare safety 
net. Associated rhetoric is that paid work ‘gives dignity and purpose’ to people’s lives.  

Empirical research does demonstrate that there can be many benefits of paid 
employment including increased income and economic independence as well as non-
pecuniary benefits like improved self-esteem and self-confidence, skill development and 
expanded social networks. However, a growing body of literature also demonstrates that 
inadequate work—whether it is intermittent, poorly paid or insecure—as well as 
excessive or unsatisfying work can be damaging for mental and physical health. 
Although this research sometimes focuses on individual experiences rather than 
structural conditions, it often has resonance with labour process theorists’ longstanding 
concerns about the exploitation and commodification of labour. 

In Australia, the dominant rhetoric about the dignity of work is increasingly employed in 
policy statements regarding Aboriginal and Torres Strait Islander populations. Indeed, a 
growing chorus of advocates argues that the primary solution to Aboriginal 
disadvantage is increased engagement with the ‘real economy’—effectively defined as 
the market economy—in which the most important features include participation in 
‘real’ jobs in the mainstream labour market and private asset accumulation. Those 
espousing this position—including some prominent Aboriginal Australians—rarely 
reflect on the nature or quality of jobs which might be available to an unemployed 
Aboriginal population with limited formal education or work-based skills. Further, they 
tend to cast Aboriginal resistance to unskilled and poorly paid work as a lack of ‘positive 
social norms’ or simply ‘bad behaviour’. 

This paper examines the complex tensions that arise when this ‘logic’ of capitalism 
encounters alternate value systems in remote Aboriginal Australia. It argues that for 
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many Aboriginal people cultural and kinship obligations—including the ongoing 
negotiation, mediation and affirmation of social and cultural relationships—is often seen 
as the real ‘work’ of daily life and routinely prioritised over employment commitments. 
In some cases, this generates particular forms of resistance to regimented paid work 
that are much more complex than ‘bad behaviour’. In detailing empirical research on 
these issues the paper argues for increasing attention to the kinds of work—and work 
practices—that might better align with diverse Aboriginal cultural practices. 

 

Exploring hybridization of professional work: executive remuneration 
consultancy service and defensive professionalization. 

Maria Karepova (karepova_maria@mail.ru), S. Mason & I Zakaria 

The rise of knowledge economy and particularly professional service firms (PSF) has 
stimulated much debate on the consequences of the intersection of professions and 
organizations. Particularly, the focus on the new expert labour within organizations 
allowed to unpack new patters and forms of professionalism (Evetts, 2003; Hogson and 
Muzio, 2011; Kirkpatrick et al. 2011; Muzio et al 2011). Faulconbridge and Muzio (2008) 
suggest, that emphasizing the interconnection and hybridization between occupational 
and organizational principles allows to make sense of the recent convergence of 
professionalism and bureaucracy. This paper aims to extend our understanding of these 
hybridization processes through analysing the ways in which a new professional 
occupation is born within a PSF and the ways in which its uses professionalization 
strategies. Drawing on original qualitative data, we look at the development of executive 
remuneration consultancy: a branch of strategic consultancy, which has rapidly 
developed in the UK since the 1980s, facilitated by a number of political and economic 
events and legal regulations. Executive remuneration consultants come from a variety of 
professional backgrounds and draw on a range of professional knowledge (from 
accountancy, actuary, finance, HR, law). Despite such diversity, they seem to have 
formed their own occupational identity, knowledge claims and training requirements 
(e.g. extensive training programmes take place within the firms). Remuneration 
consultants do not seem to seek market closure for their services or aim to establish 
entry barriers, due to the fact that the market for their services (FTSE100, FTSE 200; 
FTSE500) is already dominated by the service firms in which they work. However, in 
contrast to many other strategic consultancy services, executive remuneration 
consultancy services are a constant focus for state regulation initiatives due to its 
relationship with the controversial area of executive pay. Based on the in-depth 
interviews with remuneration consultants and the representatives of Remuneration 
Consultancy Group, we explore how these professionals use a number of traditional 
professionalization strategies (e.g. identifying a body of knowledge, developing a code of 
conduct, organising an association) as a defence mechanism against further regulation of 
their work and the work of their employing organizations. Expanding the idea of 
hybridization (Faulconbridge and Muzio 2008), we argue that professional service firms 
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can serve as platform for reconciliation (rather than competition) of professional 
backgrounds and a site where professionals can use traditional strategies of 
professionalization in the interest of organizations, rather than in the interest of 
professionalizing their own occupational group. Both of these ‘hybridization’ examples 
pose questions about the role of professional groups within organizations and the 
multitude of professionalism in contemporary knowledge economy. 

 

When Cultures Clash – a Study in the Tracks of Lysgaard’s Theory of the Worker 
Collective 

Jan Ch Karlsson (jan.karlsson@kau.se), Egil Skorstad & Inger Lise B. Hansen  

In this paper we present the first results from a recently started research project, based 
on a replication of Sverre Lysgaard’s classic study in a Norwegian pulp mill and which 
resulted in one the most influential theories of Nordic working life research – the one 
about the ‘worker collective’. 

At workplaces there are usually several different cultures existing at the same time, with 
the result that they clash. It can be a company culture, cultures of professions or other 
occupations, and gender cultures. Our term for this phenomenon is ‘cultural clashes in 
work organisations’. Our way into this field is Lysgaard’s (1961) theory, in which the 
worker collective is a buffer that subordinate workers place between themselves as 
human beings (the human system) and the demands of the company (the 
technical/economic system). The goal is to obtain a protected membership of the t/e 
system. During recent years working life researchers have, however, questioned 
whether the conditions for the emergence and continuation of such a collective culture 
are in place in modern working life. 

Our aim is to map and explain cultural clashes in work organisations. In order to keep 
the study together, we conduct interviews and observations at one single workplace, 
namely the plant – Peterson & Søn in Moss, Norway – in which Lysgaard and his co-
researchers carried out their investigation at the middle of the 1950s. The theory of the 
worker collective provides our starting point, which means that this part of the study is 
the replication we mentioned. This opens up for a several lines of comparison: 1) 
Concerning time, meaning a comparison between Lysgaard’s description of the worker 
collective and the existence of a corresponding collective today – if there is any. What 
has happened? 2) and 3) are hierarchical, whereby one comparison is made between the 
collective culture in its 1950s form or its present form (depending on the result of 1)) 
and possible cultures among employees in superior positions. 2) What characterises 
cultures among superiors in contrast to the collective culture of the subordinates? 3) 
Concerns the hierarchy in gendered cultures. 4) Concerns the workplace as such in the 
sense that the company culture is intended to embrace all employees according to 
Lysgaard’s analysis as well as modern organisational theories. The eventual company 
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culture will be compared to all the other types of culture. What characterises the 
relations between the types of culture, in other words, the culture clashes? 

 

Nurse Managers – Nurses or Managers? 

Jörg Kirchhoff (jorg.kirchhoff@gmail.com) & Jan Ch Karlsson 

In result of reforms, inspired by concepts related to New Public Management 
(Rasmussen, 2004; Vabø, 2005), public enterprises in Norway were reorganized in 
order to enhance cost-control and efficiency in their organisations. Furthermore, these 
reforms were accompanied by a reinforcement of management control over the labour 
process in public enterprises. Hence, a major concept of New Public management was 
the introduction of a ‘new management’ in public enterprises. However, the introduction 
of ‘new management’ in the public sector did not entail the recruiting of a new type of 
managers to public enterprises. It rather resulted in ‘old’ managers having to respond to 
and to manage their enterprises in accordance with the ‘new’ requests. 

Many of these ‘old’ managers were nurse managers, since these reforms encompassed 
more than thirty per cent of all public health care enterprises in Norway. And, since 
employees in these enterprises provided services which cost a third of the public budget 
in a Norwegian municipality, new management was a mean to regain control of 
constantly increasing health care budgets.  

The aim of this paper is to analyse and discuss whether the reorganisation of public 
health care enterprises resulted in any ‘new’ conditions for nurse mangers or not, and to 
discuss different outcomes in nurse managers’ responses to organisational change. 

The analysis of nurse managers’ conditions for management and responses to 
organisational change builds on data from case studies of four Norwegian nurse 
managers and their management assistants – utilising focus groups and individual 
interviews to provide data about their work and their understanding of managing public 
health care enterprises. 

We found that all nurse managers reported ‘new’ working conditions in result of 
organisational change, whereas an increased responsibility as manager was pointed out 
as most important. Hence, all nurse managers had appointed employees to become 
manager assistants in order to cope with this responsibility, through delegation of 
managerial tasks. Further, all nurse managers reported that organisational change, in 
contrast to the former organisational structures, resulted in an increased opportunity to 
restructure and control employees’ work within their enterprises. However, not all 
managers used this opportunity, which can be regarded as a result of different outcomes 
in their interpretation of their role as managers, and thereby in their way of managing 
the public enterprise.  

Two types of role interpretation were identified, each emphasising different aspects of 
being a nurse manager. First, nurse managers shared an understanding of managing 
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public enterprises as ‘business managers’, emphasising cost and control of employees, a 
perception that coincide with NPM‘s management concept. Second, at the same time 
there is a contradictive aspect in that the nurse managers regarded themselves as 
organisers of professional services, following  professional standards and promoting 
clients’ needs . The latter view build on their role as registered nurses and refers to 
professional norms opposing the NPM concept .  

In our concluding discussion we provide a theoretical framework of how to explain the 
existence of contradicting aspects within nurse management, and the mechanisms that 
result in different outcomes of these aspects. 

 

Quality of work in the cleaning industry: a complex picture based on sectoral 
regulation and customer-driven conditions 

Vassil Kirov (vassil.kirov@gmail.com), Monique Ramioul & Jan Van Peteghem 

Working in the cleaning industry bears high risks for precarious employment 
conditions, bad job quality and limited opportunities for adequate voice and 
representation at the company level. A combination of factors shaping the employment 
relationship accounts for such a high-risk configuration: the triangular relationship 
between employer, customer and employee, the growing impact of tendering and public 
procurement on wages (reinforced by the crisis), the fragmentation of the workforce 
over time and space and the growing standardisation and rationalisation of work in 
view of productivity increases are the most important. Yet it appears that in several EU 
countries as well as on the European level, sectoral social dialogue structures and 
practices succeed in mitigating some of the negative outcomes for the employees. 
Regulations concerning contract transfers providing security in a context of growing 
flexibility, joint actions promoting daytime cleaning, attempts to influence public 
procurement, agreements on new working methods reducing health and safety risks are 
the most important examples. Such a relative consensual social dialogue seems rooted in 
joint interests to combating unfair competition. Nevertheless, it appears that several 
intrinsic characteristics of industrial cleaning work as well as limited opportunities for 
localised collective action eventually result in an ambiguous outcome for the workers 
overall. In this paper, we explore in detail this complex configuration and its outcome for 
the job quality for industrial office cleaning. This is done on the basis of a combination of 
investigations of the sectoral social dialogue in several European countries (in the 
framework of the European comparative research project WAQLING – www.walqing.eu) 
as well as a case study in a large multinational facilities service provider. 
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The attack on unions in U.S. state governments, 2011 

Gordon Lafer (glafer@msn.com)  

The past year has brought unprecedented attacks on labor unions in multiple state 
legislatures in the U.S.  While the best known of these is the wholesale rollback of public 
sector union rights in Wisconsin, several other states took steps that mirror those of 
Wisconsin, including both Ohio and Michigan – like Wisconsin, states with strong union 
traditions.  In addition, many states took up proposals, and in some cases adopted laws, 
that restricted labor rights in less far-reaching but still dramatic manners, including 
restrictions on permitted subjects of bargaining; restrictions on unions’ political activity; 
undermining of unions’ ability to collect member dues; cancellation of wage and contract 
standards for public construction projects; and attacks on minimum wage, child labor 
and farm worker standards. 

This combination of efforts constitutes an ambitious and wide-ranging effort to remake 
employment relations – particularly, but not only, in the public sector – and to decrease 
the bargaining power, and scope of workplace issues subject to bargaining, of both 
private and public sector workers. 

This paper will analyze the origins, strategies, successes, and impact of this effort, and 
the efforts of the labor movement to respond to these attacks.  Through think tanks, 
media outlets, non-profit advocacy groups, and direct cultivation of state legislators, a 
series of large, ideologically motivated corporate actors set out to seize the moment of 
budget crises as an opportunity to permanently remake labor relations – and in many 
cases, in an effort to inflict near-existential damage on labor unions.  The track record of 
their successes and failures is mixed, but they have met with significant success that will 
seriously impinge the ability of workers to advance their interests, particularly in the 
public sector.  Labor unions have responded with a series of mostly defensive strategies 
that have achieved mixed results and have also put significant pressure on union 
financial resources.  Coming at a time when public sector employees have become a 
majority of all union members in the US, these legislative attacks, and the labor 
movement’s response, are essential factors in the future of labor standards and workers’ 
power both in the workplace and in politics in the U.S.  The paper will assess the past 
year as well as options for the near-term future. 

 

Minimum Wages and Working Times in the EU 

Craig Lair (clair@gettysburg.edu) & Kathleen A. Ragon 

Of all the great political economists it was Marx who emphasized the need to study 
economic processes in material terms. For Marx, one of the most important material 
elements of work and working was time since  time is a structure through which the 
labor process takes place. In its most common form, the minimum wage is a legally 
mandated relationship between money and time. Traditionally studies of the minimum 
wage have focused on the money side of this relationship (e.g. how much do minimum 
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wage workers earn) while ignoring its temporal aspects (e.g. how long someone has to 
work to receive a particular income). This is a significant oversight because it overlooks 
the temporal investments that minimum wage workers must make in order to achieve a 
specific sum of money (e.g. there is a significant temporal difference if a minimum wage 
workers can achieve an income above a poverty threshold by working part-time, full-
time, or more than full-time). To address this oversight, we calculate the number of 
hours individuals and families earning the minimum wage would have to work in order 
to achieve both poverty- and median-level incomes in various European Union 
countries. Our findings show two things. One is that there are significant differences 
between how long minimum wage workers would have to work in order to achieve 
these income thresholds. The other is that while in some countries this amount is 
relatively stable over time, in others it can vary quite considerably. The significance of 
our findings in relation to the labor process are then discussed. 

 

Welfare state reforms as seen through changing skills and knowledge 

Jane Lethbridge (j.lethbridge@gre.ac.uk)  

Esping-Andersen questioned whether the welfare state is a sum of national social 
policies or whether it is an institutional force in its own right (Arts & Gelissen, 2002). 
Welfare systems may be seen as a result of social settlements. In this context, social 
policies provide incentives that encourage individuals and groups to follow a particular 
path of policy development. Professionals play an important role in guaranteeing social 
rights for citizens in the welfare state, which is a political act as well as a professional 
one. Welfare state professionals play a role in policy implementation, often determining 
the nature and extent of implementation, although they are often regulated by law 
(Bertilson, 1990). 

The role of professionals has been challenged, as part of welfare state reforms, resulting 
in a different labour process, characterised by de-skilling. This process can be explored 
through the skills and knowledge expected of these professions. This paper will examine 
the changing skills and knowledge that have affected three ‘welfare state’ professional 
groups (teachers, nurses and social workers) as seen through government workforce 
policies, reforms to professional training, systems of registration and the impact of 
continuous professional development. This will be a comparative study of the three 
groups in the United Kingdom, comparing the position in the early welfare state with 
more recent public sector reforms, which are changing the nature of the welfare state. 
The similarities and differences between these ‘welfare state’ professional groups will 
also be presented. 

This paper will highlight the fundamental changes in skills and knowledge that are being 
introduced in ‘welfare state’ professions, which impact on their ability to fulfill a role 
within the welfare state. Considering the original role of these professional groups in 
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guaranteeing social rights for citizens, different skills sets and knowledge are affecting 
the extent to which they fulfill their traditional roles. 

 

Intra-EU labour migration and the circumvention of national industrial relations 
systems 

Nathan Lillie (n.a.lillie@rug.nl), Ines Wagner & Lisa Berntsen  

One of the objectives of the European Union is the construction of a pan-European 
labour market. This is being achieved through the removal of barriers to the movement 
of people and services, and through EU level legislation and jurisprudence which 
regulate employment rights for mobile workers. As a result, there is now a floating 
population of migrant workers who move around Europe from work site to work site, 
living in temporary housing, often sent by firms from their home country, or brought via 
work agencies, and usually paid and treated according to norms from their home 
country. For the most part, this is migration from lower-wage Eastern European 
countries, to higher wage Western European ones, although workers from Western 
Europe sometimes migrate to work as well. 

Some have argued that the EU regime for labour mobility is mediated by national 
industrial relation systems. Menz has argued that EU mobility rules are fueling change in 
national IR systems, according to a path-dependency logic (Menz 2005; 2010). Menz 
relies on data from extensive interview with industrial relations elites - national union, 
employer association and government officials. We will argue that his story is 
incomplete because national elites are no longer in control of the transnational labour 
supply networks which have developed.   Employers and workers plan their labour 
market strategies over a pan-European space which national industrial relations actors 
cannot effectively regulate. 

We focus on the construction industry. Although it is not the only industry where this 
phenomena is present, in construction transnational labour supply is at its most 
developed. In addition to data from elite interviews, we also rely on on-site interviews of 
workers, lay representatives, and line managers, at construction sites in Germany, 
Finland and the Netherlands. We ask migrant workers about their job market strategies, 
and labour relations at the sites where they have worked, and employers about how 
they locate, recruit and manage staff in an international job market. The interviews we 
have conducted indicate that EU regulation essentially allows employers to circumvent 
national IR system by creating “spaces of exception” shielded from national regulation. 
Hyper-mobile migrant workers occasionally encounter national IR actors and rule 
systems, but their labour market does not operate according to the same logic as those 
national systems. Therefore, the solutions arrived at in national forums are irrelevant to 
workers and employers operating on extra-territorial work sites, which operate 
according to an international logic partly insulated from national IR contexts. 
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Compulsory internship courses and its (dis)consent: a case in Taiwan 

Por-Yee Lin (sop01pl@gold.ac.uk)  

The ‘compulsory internship’ as a part of formal required courses has been initiated in 
many universities’ subjects in Taiwan for many years, especially for those work-oriented 
subjects like tourism, nursing, medical, law…etc. 

After 2000, especially since the economic crisis of 2008, the graduates have gotten 
growing unemployment and then these compulsory internship courses were become 
popular not only by many corporations for unpaid labor power, but also by the 
government, through public funding, universities assessment, and sometimes neglecting 
the labor rights of interns, as a mean to counter the growing rate of unemployment of 
graduates. Sometimes students also support these courses as requirement of graduation, 
for getting experience to participate in the real workplace related with the subject they 
major in, even these internships are often unpaid and against many legal protection of 
labor law (eg: minimum wage, overtime payment, labor insurance…etc.). 

Drawing from my experiences to protect youth labor rights and to interact with 
students-interns in Taiwan since 2007, I found some students may criticize that the 
compulsory internships are not meaningful in terms of learning skills or understanding 
functions of corporations; however, few students criticized that the growing 
requirements of compulsory unpaid internships are designed for the profit of 
corporations, their works are exploited ,and their working conditions are often violated 
against labor law (according to the labor law in Taiwan, internships that deal with real 
works beyond ‘pure learning’ should be protected by the regulations of labor law). As a 
result, I have some questions in my mind: How would the explicit exploited situation 
‘manufacture their consent’, and how does the identity ‘as a student’ have effects on 
their acceptance? 

Using the messages from interviewing three liberal student activists, who not only have 
the experiences to take the compulsory internships in a high-tech electronic factory, a 
hotel, and a hospital within last 2 years, but also have the interests to challenge these 
working conditions, this paper will try to explore the thoughts and perceiving of 
student-interns on their labor process, and to realize the possibilities and obstacles of 
raising worker consciousness from the exploited condition of internships. To put it 
concretely, this paper will focuses on the ideology of ‘internship is not work’ and ‘it’s 
reasonable for students to get no paid works’; moreover, to understand the relationship 
between these ideologies and the developmental strategies of Taiwan’s state in a neo-
liberal phase of restructuring labor regime. 
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Prevention or production. Autonomy and subordination in occupational medicine 
(France, 1970-2010) 

Pascal Marichalar (pascal.marichalar@gmail.com) 

Theme : 

The paper studies the professional autonomy of occupational physicians in France 
between 1970 and 2010. It explores how, although they are expected to be independent 
in their work, these doctors are bound to their employers by a work contract, i.e. a 
relationship of subordination. It also sheds light on the failure of occupational hazard 
prevention in France. 

Methods : 

This work draws on the data collected during a five-year research in the context of a 
doctoral essay : fifty interviews (including about thirty with occupational doctors 
working in different settings) as well as previously unstudied historical documents from 
occupational doctor trade unions as well as French employer organizations. 

Findings : 

The apparent coexistence of autonomy and subordination is possible only inasmuch the 
« medical » side of professional activity (on which the physician is entitled to complete 
independence) is distinguished from its « administrative » side (which allows for a 
legitimate degree of subordination). I show that this distinction is the unstable product 
of continuous negociations between occupational doctors and their counterparts (e.g. 
other professionals in the medical service or the company, other doctors...). 

Furthermore, even the definition of the work that has to be done – that is, all the tasks 
that can be performed legitimately in the name of occupational medecine – appears to 
be the precarious result of continuous negociations in each medical service. The issue of 
autonomy is settled not only in the professional's control over his work, but also in the 
process which leads to the definition of this work. This allows for very different 
conceptions of work being put into practice, based on the point of view of prevention 
and/or production. 

Therefore : 

- The institution of occupational medicine appears to be centrally linked to the 
production of the consent to work, on two different levels : by constructing working 
conditions as « legitimate », « reasonably risky » and therefore « workable » ; by 
bringing doctors themselves to work according to certain lines that are decided by 
others than themselves, even though they are theoretically « independent ». 

- The classic definition of professional autonomy as control over routine activites 
appears problematic when the nature of the work to be done is not given in advance, but 
at the center of conflicts. 
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- On a more general scale, the paper gives a perspective on the tension between 
legitimate and illegitimate dependency, consent or resistance to subordination, which is 
at the heart of work relationships in wage society. 

 

Why are there fewer and fewer women entering ICT work in the UK? Geeks, 
Sexism and the Professionalisation Agenda 

Abigail Marks (a.marks@hw.ac.uk), Shiona Chillas, Laura Galloway & Matylda Grzelak  

Early work on the ICT sector (Knights and Murray, 1994; Panteli et al, 1990) took the 
position that that computing and software work were gender neutral. However, 
successive studies have shown that this is not the case, noting that there are fewer 
women in ICT related courses at university and subsequently in employment (Guerrier 
et al 2009; Ruiz Ben 2007; Wilson 2004).  Wilson (2004) reported that only 19% of 
students on ICT courses were women and only 20% of ICT employees as a whole were 
women. This profile is becoming more pronounced with e-skills UK (2011a) reporting 
that only 17% of IT professionals are women and only 15% of students on IT-related 
degrees in the UK are female.   

 Wilson (2004) and Baldry et al, (2007) also found that women in IT and computing tend 
to be positioned in lower status roles with limited technical skills such as  sales, help 
desks and customer service work, whereas men are more likely to occupy more 
technical roles, such as systems analysis and programming. Women are also less likely 
to possess relevant degree qualifications in software engineering or computing (Igbaria 
and Chidambaram, 1997; Baldry et al., 2007). Such a separation is also reflected in 
salaries, with full time male IT and Telecoms professionals earning 13% more than their 
female equivalents (e-skills UK, 2011).   

Indeed, several writers have repeatedly claimed (Wajcman, 1991; Henwood, 2000) the 
interaction between gender and technology is difficult to avoid. In Baldry et al.’s study 
(2007) the separation between men and women in the ICT sector goes beyond a division 
in the type of work.  They found that there was a persistent divide between men and 
women in terms of the balance of work-involvement in dual-income couples.  Baldry et 
al, (2007) noted that women in the ICT sector, in dual-career households without 
childcare responsibilities are still likely to give precedence to the male career and this is 
even more extreme when there are childcare responsibilities.  

If anything, this division has become worse. In a more recent study, Marks (2010), in an 
examination of four ICT SMEs found only two women employed in technical roles. One 
in a support position and another, although one of the oldest employees in her company, 
working part-time in an unpromoted software development role. Baldry et al. (2007) 
also found that the ability to network within the organization and negotiate access to 
more elite work was important. Often for women, who had domestic responsibilities or 
who worked part time, the opportunity to network is more limited.  Whilst Baldry et al 
(2007) argue that the expectation to work long hours as well as the ‘maleness’ of ICT 
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work puts women off the profession or limits their prospects, Marks (2010) found that 
the need to work excessively long hours is decreasing however, there is clear evidence 
that the male dominance is not. Other explanations for women’s exclusion from ICT 
work, frequently centre on the broader image of the occupation. A recent report by e-
skills UK (2011a) argued that women were often put off entering ICT work due its 
‘geeky’ image.  Guerrier et al (2009) discovered that even where there are expressed 
intentions to address the problem of women’s under-representation in ICT work, 
initiatives are hampered by a traditional view of appropriate roles for men and women. 

The study being reported in this paper is based on a survey of 300 early-career and 
more established ICT workers in England and Wales as well as 25 semi-structured 
interviews with a sample of the survey population. We found, as evidenced in the e-skills 
(2011) report, that women are increasingly unlikely to enter ICT due to a complex set of 
interacting factors including, school level IT teaching following a male agenda; blatant 
sexism within the profession and workplace; social isolation at work and importantly, a 
subtle interaction effect between class and gender. One of the most significant barriers 
to women’s entry into ICT work has, interestingly, been the increased 
professionalization of the occupation. 

 

Changes in public bank employment in Brazil: perceptions of bank job by two 
generations of bank workers. 

Fernando Ramalho Martins (fernandomartins@ufgd.edu.br) & Jacob Carlos Lima 

The 1990s were a decade of dramatic changes in Brazilian bank sector, marked by 
fusions, acquisitions and privatizations of public banks, intensification of work through 
expressive extinctions of formal jobs, precariousness of work relations, outsourcing and 
wage patterns deterioration and, at the same time, profits recovering at the end of the 
period. Considering such restructuring process, this study aimed to answer the question: 
what does it mean to be a public bank worker nowadays? Thus, the objective of this 
research was to investigate and analyze how the employees of a State-owned bank in 
Brazil, which employs around 80.000 workers, perceived the bank job after those 
changes. Two hypotheses were formulated along the research: a) the mode how the 
public bank job is perceived by workers was negatively affected by 1990s’ restructuring 
process, which impacted on their mode of being and acting; b) such re-signification can 
only be understood in the light of a process of significant ideological and institutional 
changes inherent to the flexible capitalism. 

In order to answer these questions, the following procedures were carried out along the 
years of 2008 to 2010: Firstly, a literature review was accomplished seeking to analyze 
the impacts of the productive restructuring process on the sector; Secondly, semi-
structured interviews were carried out with two groups of workers; group one consisted 
of ten clerks, staff hired up to 1989, who went through the sector restructuring; group 
two consisted of ten bank technicians, representing the new generation of bank workers, 
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hired after the 1998 recruitment process. The strategy of working with two groups of 
interviewees was designed in order to investigate a generational influence, which is 
implied, in a certain degree, in the second hypothesis. 

As a result, some changes related to the transition from a pre-restructuring to a post-
restructuring period were pointed by the bank workers, including: deterioration of basic 
rate of pay, in a context of limited possibilities of career ascension and creation of 
“castes”; increasing individualism associated with the attenuation of the sense of 
belonging to a professional category; “bradescalização” of work relations (meaning that 
private banks’ pattern has been adopted as a model); and reduction of trade union 
involvement. 

Nevertheless, beside these historical transformations and losses, the interviewees, 
especially the bank technicians, have stressed that the job still appears as a reasonable 
alternative to temporary, unstable or flexible work experiences that they and their 
acquaintances have faced. As a conclusion, the analyses reveal that the meaning of the 
public bank job, that used to be associated with the combination stability, status, and 
good wage, is now associated solely with stability. 

These conclusions, which indicates ruptures and continuities, can contribute to 
understanding why, on the one hand, this category has lost strength in terms of 
mobilization when compared to the period before the 1990 decade, but, on the other 
hand, it has mobilized, according to the São Paulo local bank works’ union, around 
42.000 bank workers only in that region, in a strike that lasted 21 days in 2011. 

 

Prevention and response in workplace sexual harassment: Integrating theories of 
workplace injustice with practical wisdom from professionals in the field 

Paula McDonald (p.mcdonald@qut.edu.au), Sara Charlesworth & Tina Graham 

Prevention and intervention strategies designed to address workplace sexual 
harassment have been the subject of significant attention in the literature. Such a close 
examination of the internal management of sexual harassment is warranted given that 
the overwhelming majority of grievances are not made public and that internal 
management consequently determines employees’ de facto employment rights 
(Edelman et al. 1993). However, the theorisation of organizational responses to sexual 
harassment has evolved as largely distinct from processes addressing other forms of 
workplace conduct considered to be negative or unjust. This theoretical isolation has 
constrained the development of potential solutions to sexual harassment that have been 
raised elsewhere, such as in scholarship on employee voice, alternative dispute 
resolution and whistle blowing. Drawing on a broad framework of primary, secondary 
and tertiary prevention from the violence prevention literature, this paper addresses 
this partiality by bridging a range of empirical and theoretical work which examines 
how organizations prevent and respond to wrongdoing.  
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The empirical section of the paper presents accounts from 66 Australian practitioners 
from diverse disciplinary/professional backgrounds (e.g., barristers, union officials, anti-
discrimination conciliators, workplace consultants) who manage complaints made by 
targets of sexual harassment or who advocate for respondents or complainants (or 
both) in cases of sexual harassment. The experience of these experts offers perspectives 
not often utilized in the extant literature. Interviewees reflected upon a wide range of 
organizational processes relevant to sexual harassment which went beyond many of the 
relatively superficial guidelines evident in the sexual harassment literature, such as 
policy development and training. They discussed issues such as employee perceptions of 
justice in internal/external investigations, the problem of corroboration and evidence, 
and face-to-face mediation versus shuttle conciliation. Further, while these experts’ 
various professional roles, backgrounds and locations inevitably meant they did not 
always share views on effective practice, they also offered important insights on 
contextual aspects of sexual harassment. They discussed for example, how the law 
served as a precondition to extra legal strategies such as corporate regulation (e.g., 
Parker 1999) and why there is a lack of clarity in workplaces and the community as to 
where the boundaries of sexual harassment lie.  

The study makes two contributions to knowledge. First, it accounts for organization-
level prevention and response strategies to multiple workplace injustices, while also 
considering the particular challenges associated with addressing sexual conduct  in 
organizations. Second, the study integrates this existing theoretical and empirical work 
with the practical wisdom, accumulated over many years, of professionals who deal with 
sexual harassment on a day to day basis. The conclusions underscore the need for a new 
and comprehensive framework of prevention and response that offers a way forward in 
eliminating sexual harassment as a persistent and pervasive workplace harm.  

 

Depression: A Product of Unemployment in America Today 

Heather McKay (hmckay@rci.rutgers.edu)  

 Since the start of the recession in 2008, Americans have experienced high levels of long-
term unemployment.  While this phenomenon is not uncommon in parts of Europe, for 
many Americans this is new. While much research has concentrated on the financial 
repercussions of unemployment for families, that is not the only toll that unemployment 
is taking.  Research is beginning to show that many unemployed Americans are 
experiencing emotional or mental health problems as a result of their situation. 

There are currently 14 million Americans unemployed, and more underemployed, and 
the unemployment rate remains high at 9.1%. Fierce debates over how to spur the 
economy, and how far to go in taking care of unemployed people, are consuming 
Washington and state capitals. This paper looks at one of the often overlooked 
consequences of this problem and something that Washington has not played close to 
attention to, depression. 
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In a study conducted from 2009 to 2011, nearly 100 unemployed workers in 4 states 
were interviewed.  This paper will examine these people’s expression of their emotional 
state as a result of their unemployment.  Participants discussed feeling anxiety or 
depression because of their lack of work; feeling embarrassed or ashamed because of 
not having a job; and having conflicts or arguments with family and friends because of 
being jobless. The paper will closely examine how one’s emotional state effects their 
identity as productive workers and valuable people and examines this influences  job 
search activities and people's ability to return to work .  It will also examine how 
training and further education serves as a way in which to alleviate some of these 
problems by giving people something to do and improving self-efficacy.  

Finally, the paper will address the persistence of the American dream and the reality 
that despite their situation many people are confident that they will find work. 

 

Employment relations under external pressure: Spain and Italian reforms in 
2010-11 

Guglielmo Meardi (irobgme@wbs.ac.uk)  

Employment relations and the labour process have been long analysed as an essentially 
closed system, between employers, employees and possibly other local institutions such 
as the state. More recently, attention has been paid to external forces such as foreign 
investors and international financial organisations. Only rarely, however, these external 
forces have been seen as determinant: in particular, institutional approaches to 
industrial relations have kept stressing the path dependency of national industrial 
relations despite global and international pressures. 

This has been notably the case of the EU, seen as having little autonomy and incidence in 
employment relations. But while traditional EU policies in the area of employment 
(whether ‘hard’ in the form of Directives, or ‘soft’ in terms of co-ordination) may have 
had little effect, the recent sovereign debt crisis has immensely increased the 
interference of supranational institutions over national industrial relations on the 
countries that needed either bailouts, or European Central Bank intervention on 
sovereign bonds’ secondary market. In a few months, Southern European countries 
passed deeper reforms than over the previous twenty years, with very little debate and 
social negotiations. If implemented, by decentralising collective bargaining, liberalising 
employment protection and raising the retirement age the reforms would produce a 
systemic change in the so-called Southern European employment and social model. 

From a labour process perspective, the puzzling issue is that the content of the reforms 
has been dictated by supranational institutions (especially the European Central bank), 
and does not coincide with the demands of employers at the national level. Even if the 
enacted reforms can be defined as pro-employers, the total decentralisation of collective 
bargaining and the flexibilisation of permanent employment were not on the agenda of 
local employer associations, who are actually attached to some degree of associative 
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wage setting (in order to avoid company level bargaining) and to labour market dualism 
between core and peripheral workforce as indispensible tools to keep control of the 
workplace. On the other side, trade unions have been looking for national political 
compromises, given that their industrial relations weapons appear ineffective to fight 
against external pressures. The resulting unstable situation, therefore, rather than 
radicalisation of class conflict has produced some attempts at national social dialogue in 
defence of some national arrangements, and a tendency to informal arrangements that 
minimise the actual implementation of reforms that on paper would be radical. 

The paper attempts at clarifying the issue through the analysis of the Italian and Spanish 
cases in 2010 and 2011, based on documents, labour markets data and interviews with 
the main national actors in both countries. It suggests that the issue of ‘external 
pressure’ require a more sophisticated analysis of the multiple links between national 
and supranational actors and of intra-class divisions - given that supranational 
pressures are not exogenous but part of a complex multi-level system. 

 

Speak up, we can't hear you: Worker voice in the small firm 

Janet Miller (janet3.miller@uwe.ac.uk) 

This paper compares workers’ use of individual and collective voice in small firms, 
where Moore and Read (2006) have pointed to the use of exit over voice amongst 
workers (further confirmed by Ryan 2010).  They cite proximitous working 
relationships with managers and proprietors as a barrier to greater trade union 
organisation.  Consideration in this paper is given to the availability and use of different 
forms of voice to resolve workplace grievances.  Two groups of small firms are 
compared: veterinary practices and horse racing stables.   

What differentiates workers in these small firms is the existence of a representative 
organisation.  For veterinary nurses this is the British Veterinary Nursing Association 
(BVNA) and for stable staff, the National Association of Stable Staff (NASS).  While the 
BVNA has an industrial relations department to deal with individual workplace 
problems, the Association does not negotiate collectively on wages and tends to view 
itself more like a professional body.  Veterinary practices are found to be non-union 
workplaces, where veterinary nurses are more inclined to ‘vote with their feet’ and use 
exit (Hirschman 1971) if their grievances are not resolved.  Theories of worker voice 
associated with the non-union workplace (Haynes 2005), also embrace such alternatives 
to collective bargaining as employee involvement and participation (Wilkinson et al 
2007); such initiatives are generally not present in vet practices.   

NASS holds a Certificate of Independence and is recognised for collective bargaining 
purposes through the National Joint Council for Stable Staff.  It conducts annual wage 
negotiations and is clear that it is the collective voice of stable staff.  It affiliated to the 
TUC in 2009.  Its members are inclined to take one of two approaches to grievances.  
One approach is to use individual direct voice, raising grievances with the trainer, only 
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turning to NASS if matters are not resolved to the member’s satisfaction.  Immediate 
recourse to union voice tended to happen when the problem was particularly fraught, 
such as a riding accident or a summary dismissal.       

Moore and Read (2006) suggest that workers are unable to identify and voice grievances 
because this represents too great a threat to their position in the workplace; in turn this 
inhibits the mobilisation of workers around grievances (Kelly 1998) and the collective 
identification between workers which might lead to trade union organisation. 
Nevertheless, NASS members also gave some evidence of ‘informal’ industrial action 
over collective grievances, showing an ability to mobilise in response to immediate 
problems at a race meeting on an inter-stables basis.  Similarly, there was some evidence 
from the BVNA of moves to create a veterinary union, with support from veterinary 
nurses, through the UNITE trade union.  This paper therefore also starts to address a 
research gap: in what circumstances do workers collectivise grievances in small 
organisations? 

 

The ugly duckling? The image of the temporary help industry in Germany and 
Australia 

Lars Mitlacher (mitlacher@dhbw-vs.de) & John Burgess 

The international temporary help industry has been associated with poor working 
conditions (Kraemer & Speidel, 2004). The financial crisis has intensified critical 
discussions regarding the activities of the corporate world (Davis, 2009). In this context, 
especially the German trade unions have focused on the temporary help industry and 
have increased the pressure on client companies to reduce the number of temps 
deployed or have urged politics to tighten regulation (DGB, 2009). 

However, many initiatives by temporary help agencies responding to the increased 
pressure have not been in the focus of public attention and many industry observers still 
tend to focus on the negative side of agency work. Yet, there are examples that 
multinational temporary work agencies in particular have been engaged in activities to 
improve their working conditions and image in different countries. Nonetheless, as 
demographic change will reduce the number of workers available (Buyens et al, 2009), 
the image of an industry becomes an important factor for attracting and retaining the 
needed workers. However, surprisingly little research has been conducted comparing 
the image of the temporary help industry in different countries. The paper wants to 
close that gap by analysing different sources that shape the image of the temporary help 
industry in Germany and Australia. For instance, we want to explore what events (for 
example new regulation or labour court rulings) have influenced the public perception 
of the temporary help industry and thus its image. Are there significant differences 
between the image of the temporary help industry in Germany and Australia? Which 
actors have been most active in their statements on the temporary help industry and 
have shaped the public image? What has been the reaction of the temporary help 
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industry itself and how has the industry contributed to the creation of its own image? In 
order to analyse this question, leading German and Australian (business) newspaper 
and press articles will be analysed to show the development of the image of the 
temporary help industry in Germany and Australia and to discuss if and to what extent 
there are differences between the image of the industry in both countries. 

 

Social citizenship and avenues of recognition for unemployed people 

Maja Lindegaard Moensted (maja.moensted@sydney.edu.au)  

The welfare state plays an integral role for social citizenship, participation and 
recognition for people living on the fringes of the labour market. One of the defining 
characteristics of both liberal and social democratic welfare states is that citizenship is 
closely tied to labour market status. Work is a central sphere of life for the experience of 
recognition, citizenship and participation in the fabric of society. Analysing avenues of 
recognition and social citizenship for people at the fringes of the labour market, this 
presentation examines whether the ideals of social citizenship are challenged when 
citizens can no longer obtain or remain in paid work. 

A cross-national policy analysis of the relationship between unemployment and societal 
avenues of recognition is presented, taking Honneth's theory of recognition as its point 
of departure. The social citizenship framework is used as an ideal and normative 
standard for critical analysis of work integration policies for people marginalised from 
the labour market in Australia and Denmark. A comparison of stated and underlying 
principles and policy objectives will be presented. 

Australia is one of the pioneers of the workfare model characterised by tight eligibility 
requirements for Disability and unemployment pensions as a strategy to move people 
back into the labour force. A central feature of the Australian model is the contracting 
out of employment services to non-public agents to create a free market for employment 
services. Thus Australia represents a radical model, or a tendering model in its pure 
form. 

In Denmark the overall purpose of active labour market policies has been to increase 
employment and prevent marginalisation. However, in the past 20 years, the Danish 
universal welfare model has been subject to criticism. There has been a general push to 
make access to benefits and services more flexible, and developing the sector through 
increased competition, decentralisation and quality control. Some researchers describe 
this change as a shift from a security paradigm to an active paradigm - and thus a change 
from passive to active citizenship. The effect is that ideals of welfare management 
founded in ethics and law are slowly being colonised by new economic and 
administrative forms of regulation. 

Given the strong support in Denmark for the welfare state's social role in society and 
successful efforts at redistribution one could be tempted to conclude that social 
marginalisation only concerns welfare recipients in Liberal Welfare States like Australia, 
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where welfare benefits are directed primarily towards the poor. However, the focus on 
non-material aspects of unemployment and mis-recognition redirects analytical 
attention to less obvious forms of suppression, such as disrespect and cultural 
domination that are often neglected within welfare policies.  

The presentation will conclude by seeking to draw out broader implications for policy 
development especially whether policy emphasises that the long term unemployed and 
people on Disability Pensions should be work-ready, or whether workplaces and 
industries are adopting a flexible approach to social inclusion. 

 

The struggle for recognition of different ideals of care: implications for the labour 
process in disability support work 

Maja Lindegaard Moensted (maja.moensted@sydney.edu.au) & Tobia Fattore 

This paper examines two competing logics of care evident in disability support work - 
one that emphasises professionalization and one that emphasises consumer-led 
practice. Based on a unique data set consisting of in-depth interviews with over 200 
participants including disability advocates, support workers, disability service managers 
and employers, this presentation examines how the drive both for and against 
professionalism represents a struggle for recognition of different ideals of care. We 
analyse how this struggle for recognition plays itself out in the debate over minimum 
qualifications for disability support workers and the consequences of these two logics 
for the labour process and employment arrangements.  

Within Australia, the last decade has seen an increase in the state's responsibility to 
provide support for people living with a disability. Although this support is reliant on 
increasing the disability service workforce, there has not been a similar recognition of 
the work provided by disability support workers. However more recently the disability 
sector has begun to re-orient itself from advancing Disability Rights to include a focus on 
employment conditions for employees who provide disability support. This includes 
issues of distribution (employment conditions) and recognition (the image of disability 
support work publicly, including acknowledgement of its complex and professional 
character). While the sector is united in advocating the needs of consumers (persons 
living with a disability), recognition of the rights of workers has created a strong 
division within the disability sector.  

On the one hand there is a push from experts and unions to increase formal training 
consistent with professionalising and formalising care qualifications. Consequentially 
support work and emotional work shift from being considered natural and feminine 
qualities into speakable, visible and degendered care qualifications.  This logic calls for 
minimum qualifications, and with this also more formalised working and employment 
arrangements requiring institutionalised career paths, training, mentoring, pay 
classifications and minimum work shifts. In short, a push toward making disability 
support work a vocation. 
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On the other hand a strong critique arises from disability advocates and some employer 
groups against the professionalisation of disability support work. This logic claims that 
prioritising formal training has an in-built bias that gives value to the speakable, 
practical and visible. In so doing important aspects of care-giving becomes silenced or 
mis-recognised, such as attentiveness, empathy, awareness of the other's needs and 
drawing upon life experiences (such as parenthood) as a basis for practice. Advocates 
against professionalism argue that professionalisation redirects attention from the 
person in need to the workers own personal and professional development. This shift, it 
is argued, leads to inferior care, distances the worker from the person in need and 
decreases consumer control. This logic calls for more consumer control and increased 
worker flexibility (shorter work shifts, flexibility around rest periods, lowering of 
penalty rates) and consumer-led training.  

The struggle between the two logics is a struggle over the power to define political 
reality, either as insufficient knowledge/training of the worker or as one of insufficient 
consumer control/flexibility. This struggle also represents competing control over the 
labour process, between those who deliver the service (disability support workers) and 
those who are consumers.   

 

‘Severe Turbulence’: The Cabin Crew Labour Process, Employer and Worker 
Mobilisation and Union Action at British Airways 

Sian Moore (s.p.moore@leeds.ac.uk) & Phil Taylor 

This paper’s focus is the protracted (2009-2011) dispute between British Airways (BA) 
and its cabin crew and their union BASSA (British Airlines’ Stewards and Stewardesses’ 
Association). Underlying the dispute was the decades-long transformation in the 
political economy of the civil aviation industry; de-regulation and privatisation in 
conditions of market volatility, the creation of corporate alliances, the emergence of low-
cost carriers and intensified competition (Blyton et al, 2001). Within this context BA 
exemplified the strategic imperative of labour process reconfiguration, with cabin crew 
the central object of service quality programmes and labour cost savings. Notably, the 
trigger for the dispute was management’s unilateral decision to reduce aircraft crew 
levels.   

The resilience of the cabin crew in the face of a concerted employer and legal offensive 
(Ewing, 2011) is remarkable, particularly given their stereotypical representation as 
largely middle-class, middle-English women whose femininised caring and aesthetic 
qualities defined their work. Their geographical dislocation was additionally seen to 
inhibit collectivism. Therefore, the sources and expressions of this unlikely militancy 
required investigation. 

The research for this paper aimed to investigate the work and labour process of the 
cabin crew and to understand the connections in terms of worker agency between 
labour process as contested terrain and the cabin crew’s active participation in the 
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dispute – ‘the dynamic interaction of structure and consciousness’ (Hyman, 1972). 
Methods centred initially on extensive (average two-hour) semi-structured interviews 
with 40 crew employed (or dismissed) by BA during the dispute. Interviewees included 
union activists (BASSA Committee members/representatives) and ‘ordinary’ 
crew/union members. Testimony was supplemented by unique insights afforded by the 
contemporaneous cabin crew’s confidential bulletin board, which revealed their 
innermost thoughts, reflections and organising messages. These sources combine with a 
content analysis of union and (where available) company documentation.  

The paper considers the concept of emotional labour as it is illuminated by a major 
dispute over the labour process. The evidence challenges labour process 
conceptualisations, derived from Hochschild (1983), that define ‘flight attendants’ by the 
performance of emotional labour. Interviewees reconstruct the labour process as multi-
layered, comprised of emotional labour admittedly, but also physically demanding tasks, 
the performance of service routines, safety responsibilities and, crucially, the ability to 
endure long shifts often over different time-zones. The qualities and skills required are 
not reducible to emotional labour. Further they did not transmute their feelings into 
what they termed ‘the product’, but clearly differentiated themselves from a customer 
service they perceived as rendered sub-standard by BA at the expense of customers and 
their own professionalism.  

Even critical accounts that challenge the tendency to over-exaggerate the 
commercialisation of feeling (Bolton and Boyd, 2003) downplay the management-labour 
relationship and the collective basis of labour, as opposed to its individual 
characteristics, and the capacity for collective rather than individual resistance. The 
significance of ‘the absence of a manager’ on board an aircraft is not just that it enables 
crews ‘to interpret, manipulate and implement the managerially-prescribed rules of 
engagement’ in emotional terms, but has profound implications for managerial control. 
At BA such a defining ‘frontier of control’ has been reinforced by the social and personal 
bonds formed by cabin crew on trips beyond the reach of micro-management, and in the 
communication methods used by BASSA in framing issues collectively.  

Such work-based solidarities encourage BA cabin crew to consider themselves ‘a global 
village’. However, it is the effectiveness of BASSA as a highly-responsive, representative 
union that, historically, has played a crucial role in the regulation of the labour process, 
and which in the 2009-2011 dispute facilitated the creation of a genuine collectivism in 
action, defending the frontier of control and the ‘occupational community’ from 
managerial incursion. The significance of the 2009-2011 dispute for the cabin crew and 
BASSA was that they understood politically that BA senior management was 
simultaneously determined to break the union and to breach their defence of job 
controls. BASSA provided the leadership, the organising framework and, significantly, 
the ideological resources which mediated workers’ experience of the labour process and 
meant that a tremendously diverse workforce (by background, gender, sexuality, 
ethnicity, nationality and geography) could demonstrate a striking collectivism and clear 
union identity.  This suggests not only the prevalence of interest, political subjectivity 
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and even consciousness over identity in the labour process (Marks and Thompson, 
2010), but also the role that ideology and values can play in the face of employer 
counter-mobilisation. 

 

The Topiclity of Smithian Manufacturing: Reflections Based on the Foxconn Case 

Benedito Moraes-Neto (brmneto@terra.com.br) 

The purpose of this article is to establish the presence in our days of the form of 
production organization characteristic of the manufacturing that prevailed in Europe 
from the mid-16th century until the end of the 18th century, a form eternized by Adam 
Smith in The Wealth of Nations through the example of pin production. My intention is to 
pinpoint the presence of this archaic form of production organization in the factory city 
of Shenzhen, in China, where Foxconn carries out its assembly operations of iPhones, 
iPads and other electronic products for the major Western companies operating in this 
sector, such as Apple, Dell and HP. Considering that the productive process in this 
factory city involves mass assembly and is therefore a notorious illustration of the 
Taylorist-Fordist form of production - and of cyclopean dimensions - we must 
demarcate the intermediate step of our reasoning: Taylorism-Fordism should not be 
characterized as a development of machinery, but as a development of Smithian 
manufacturing. After all, two of the most conceptual statements about manufacturing fit 
Taylorism-Fordism to a tee: it is "a machine whose parts are men" (Ferguson), in which 
detail laborers must "work with the regularity of the parts of a machine" (Marx). We will 
also seek to describe the deleterious effects of the activities at Foxconn's plant on its 
workers, and compare them with the classical statements about the effects of labor on 
manufacturing, and also with the reactions of workers to Taylorism-Fordism at several 
moments in history. Our objective here will be to delineate the outdated nature of 
Taylorist-Fordist manufacturing production, founded entirely on the use of man as a 
fundamental instrument of production. The anachronistic nature of Taylorism-Fordism 
became historically patent when, in the transition from the 1960s to the 70s, in the 
industrialized countries of Europe and in the United States, workers distanced 
themselves very intensely from detailed, routine, and empty tasks. This occurred as a 
resutl of the process of augmentation of income and schooling, which generated a 
demand for higher quality of work, especially on the part of younger workers. 
Technological progress attempted to solve this issue in developed societies, with the 
microelectronic-based automation in the late 20th century. Lastly, we will attempt to 
clearly show that a conceptually anachronistic form such as Taylorist-Fordist 
production, whose efficient realization requires economic and social backwardness, was 
perfectly adapted to Shenzhen. It is interesting to observe that the success of the 
enterprise seems to conspire against itself by contributing for society to demand a 
higher quality of work. This will be illustrated through the Foxconn's reaction to its 
difficulties with its workers: transforming Shenzhen unit into a plant that generates 
knowledge, with a new occupational structure, and transferring its mass assembly 
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operations to a region of northern China where labor is abundant and cheap. The limit of 
this process, therefore, lies in the historical continuance of backwardness. 

 

Post-Socialist Transformation ‘Italian style’: social relations in the unregulated 
SME sector in South East Europe. 

Claudio Morrison (cmorrison@interfree.it) & Devi Sacchetto 

This article analyses employment relations systems and social relations of production in 
the SME sector in South East Europe. The research on which the article is based consists 
of several projects on migration, entrepreneurship and social transformation carried out 
since 2001 in Albania, Bulgaria, Kosovo, Moldova, Rumania and Ukraine, realising more 
than 150 interviews with both local and Italian actors. Italian trade and FDI have heavily 
targeted these countries, achieving high numbers if not volumes of economic 
interactions. 

Beginning with the incursions of a few maverick entrepreneurs, Italian FDI has gradually 
spread from a few urban settlements into the countryside and further marginal regions, 
expanding into neighbouring countries. Despite its low profile, hence its lesser visibility, 
this phenomenon has substantially modified the economic and social landscape of both 
Italy and the other European countries involved. At one level we observe the articulation 
of transnational chains of production across countries and between regions which 
becomes the main drive for economic development and social change. On the other, 
there is the reconstruction of socio-economic relations between the actors involved in 
the ‘space’. Among Italians, there are entrepreneurs, managers and technical cadres, 
predominantly male, subdivided between a growing settled community and a mobile 
transnational service class. Locally, alongside a traditional factory workforce, new 
characters have emerged with mediating, managerial or even entrepreneurial functions. 
FDI strategies both adapt to and forcibly modify local practices, without necessarily 
altering formal rules or national institutions. They are designed consistently with the 
rules of capitalist accumulation yet as declined by the expectations and inclinations of 
these secular actors. FDI is mostly directed at greenfield sites but employs mixed HRM 
strategies relying on local practices and actors. This generates a spill-over effect in turn 
allowing for further relocation.  

Strategy and motivation lay strongly behind these outcomes. Italian businessmen’s 
‘escape to the east’ is driven less by simply looking for cheap labour than by the 
determination to avoid highly institutionalised forms of economic and political co-
operation, trade unions in particular. On a more personal level, these middle-aged 
individuals seek opportunities for both personal and economic realisation. In this 
environment their capital and skills can develop businesses much larger in size and 
number of employees, and attain a social status disproportionally higher than they 
would afford, or had managed to retain, in their home country. Two major strategies are 
identified in negotiating local socio-economic settings: the creation of separate 
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expatriate communities and a mimetic ‘going native’ behaviour; both have proved to act 
as powerful mechanism for the diffusion of westernised lifestyles and mercantile social 
interactions. In the workplace, Italian owners introduce capitalist forms of work 
organisation and management, yet rely on informal practices and individual relations so 
as to soften their impact and defuse conflict.  

What these strategies lacks in economic muscles and institutional support, it makes up 
in the depth and breath of its outreach into the fabric of these societies. These processes 
have taken place despite, and to an extent thanks to the slow and uneven process of 
adjustment of this countries to capitalism and EU regulatory system. Overall this 
amounts to an alternative process of integration which characterises the post-socialist 
transformation of many such areas in effected countries. One surely missed by 
approaches firmly set within a formal-legal framework at national level.  

A wide range of literature critically engaging with institutionalist theory have pointed 
out the need for paying greater attention to agency rather than institutions per se and 
levels other than the national for investigating rapid change induced by 
internationalisation. These approaches appreciate outsourcing as an exit strategy aimed 
at ‘building low-cost, regulation-free zones’, generating differences across and within 
countries rather than between them. By centring on actor’s strategy and the economic 
geography of distinctive transnational spaces this paper provides an account which 
corrects a distorted view of post-socialist transformation in such areas as missed by EU 
integration or capitalist penetration. It will also contribute to an alternative research 
agenda informed by a multi-level, actor’s centred strategy. 

 

The Unaviodable Labour Process Game of Academia: Buffering no More? 

Fredrik Movitz (Fredrik.movitz@sociology.su.se) & Michael Allvin 

Our previous and ongoing research projects have repeatedly cause us to ask to what 
extent the working conditions and outcomes for so-called knowledge intensive workers 
facing almost identical levels of flexibility and work autonomy are similar and if the 
concept of knowledge intensive workers is useful. Furthermore, we have asked 
ourselves what is really wrong with the university as a place of work (Movitz & Allvin 
2011; Allvin & Movitz 2012). In a previous investigation of the diffusion of flexible 
working conditions in Sweden, we found that highly unregulated and flexible working 
conditions are rare, but that the workers facing such conditions the most are found in 
academia and among expert IT-workers. In a following project, we have focused on the 
working conditions, strategies and outcomes (in terms of e.g. health and alienation) for 
employees in two work organizations within the respective sectors: one division of a 
multinational Swedish IT-company and one mid-Sweden University.  

Our results, based on survey responses from nearly 1,500 individuals and presented 
here, do show that the two groups have highly flexible and almost identical working 
conditions in terms of e.g. being able to choose when and where to work, how to 
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perform working tasks and what to do at work. We thus have two comparable groups of 
employees consisting of knowledge intensive workers with highly flexible and 
autonomous working conditions. What we found is, however, that the two groups differ 
significantly in almost every other respect related to working conditions and outcome, 
e.g. health, rest and recovery, stress and social conflicts. In short, university staff is 
worse off on more or less everything we investigate and these differences cannot be 
attributed to ‘traditional’ factors such as age, gender, habits or socio-economic status. 
Through follow-up interviews, organizational case study analyses and using second-
hand material, we have commenced to investigate the reasons for these differences. The 
findings suggest that problems associated with highly flexible and unregulated jobs are 
less associated with flexibility per se, having more to do with the (often vague and 
conflicting) demands associated with ‘contractualisation and fragmentisation of 
particularly the University organization.  

Following the above, the aim of the paper is, first, to briefly show that university staff are 
worse off. Based on this, we secondly contribute to the critique of the concept of 
knowledge intensive workers as a distinct group of workers sharing similar conditions 
and experiencing similar consequences of work. Our results show that they have one 
thing in common, but all else differs.  

Third, and using comparisons between the two cases – although here focusing on the 
university case – we outline an explanation based on labour process theory of why 
academic staff are worse off than IT-workers. Our argument is that partially as a 
response to increased pressures from the government, Swedish universities are to a 
decreasing extent buffering their employees from external demands, while at the same 
time increasing the ex-ante (contractual) and ex-post (audity) aspects of control. 
Departments, units and single employees are thereby increasingly subject to changing, 
unclear conflicting and at times even incompatible demands with both internal and 
external origins. The conflicting demands really become a problem when the system is 
put under pressure, e.g. when resources are reduced. In academia, the demands become 
a substitute for profit maximation as the owners are more interested in cutting losses 
since making profits is not an option. 

 

We Like to Say it's Good for Everyone, but is it Really? Estimating the Effects of 
Union Influence on Swedish Firms and Employees 

Fredrik Movitz (Fredrik.movitz@sociology.su.se) & Klas Levinson 

Are high levels of company level union influence actually beneficial to employees in the 
short and long run? Does it have a positive impact on short- and long-term firm 
performance? To what extent is it possible to combine good jobs with productive 
companies and how is this related to levels of union influence? Based on previous 
research and public debate, one can roughly outline four positions to the above 
questions.  
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I). Since the start of the labour movement, union officials – as well as many labor 
politicians and working life researchers – have argued that the unions protect the 
interests of their members and other employees at least implicitly at the expense of firm 
performance (at least in terms of profits). II). Over time, it has also become more 
common, at least in Sweden, to argue that protecting the interests of employees does not 
have to come about at the expense of firm interests such as profits and growth. In line 
with this refutation of an inherent conflict between labour and capital, it is instead 
argued that high levels of employee participation and strong unions can be beneficial to 
firms and employees simultaneously, as well as for society as a whole (a view now also 
endorsed, at least in words, by the present right-wing prime minister in Sweden).  

III). But there are alternative views on the impact of high union influence present in 
research as well as in the public debate, with some arguing that high influence rather 
has a co-optation effect: union representatives identify with and protect the interest of 
owners – and perhaps even become corrupted – at the expense of workers’ interests. IV) 
Then there is of course the neoliberal view that union influence is a bad thing for both 
employees and firms due to monopolistic tendencies distorting perfect market 
conditions and the unions’ primary goal of looking out for themselves.  

There however seems to be few empirical studies actually investigating which of the 
four positions receives the most support (although see Guest & Peccei 2001). Most 
studies of a decrease or increase in company level participation – or even general levels 
of unionization - implicitly assume the reverse change for the ‘other side’. Other studies 
limit themselves to one particular aspect of participation and its practical outcomes, 
often using case studies.  

Based on the above, the main purpose of this paper is to investigate which of the four 
positions described above receives the most support. To do this, a theoretical model of 
union influence is used separating between aspects (institutional form, process, 
influence), levels (board, company, workplace) and incorporating trust, as well as short- 
and long-term effects for companies and employees, respectively. We also employ a 
reduced model of participation comparing it to four outcomes: best cases, pro-owners, 
pro-employees, worst cases.  

The empirical data is based on linked questionnaires aimed at CEOs and blue- and 
white-collar union representatives in a representative sample of Swedish firms (n: 
1,034; 64% RR). Unlike the majority of ILPC papers, we employ moderately advanced 
statistical analysis (logistic regressions where most variables are indexes constructed on 
the basis of theory and statistical evaluations). An additional purpose of the paper is to 
argue that LPT could and in certain areas would be strengthened by similar quantitative 
analyses and statistical modeling and that this need not be at odds with the currently 
influential critical realist position.  

In brief, our results show that high levels of union influence increase chances of being 
best cases (good jobs in productive companies) and decrease risks of being worst cases. 
High levels of union influence consistently increase chances of employees having good 
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jobs, but companies are far from always benefitting from low levels of union influence. 
The best ‘betting strategy’ for companies is to opt for high levels of union influence – 
coupled with low levels of owner representatives board activity as well as trust. There is 
further no support for either the co-optation or neo-liberal positions outlined above.  

 

What morals and affects is there in tipping? exploring the concept of moral and 
affective economy 

Paula Mulinari (paula.mulinari@mah.se)  

Tipping is an expense that consumers are free to give. However, most consumers, in 
most countries in the world leave a tip (Lynn 2006). In Sweden service charge are today 
incorporated in the bill, making the practice of tipping rather marginal. However 
increased consumption of service, tourism, and expansion of informal employment seem 
to affect tipping norms and practices. Tipping at hotels and resturant also seems to 
affect the labour process of service empoloyeers (Jarlhammar 2005, Mulinari 2007). 

Research on tipping has mostly been done within Anglo-Saxon psychological studies, 
and more limited within behavioral economics (Azar 2003). While studies within the 
field of economics focus on the questions of why customers give tip, psychological and 
behavioral research explore the question of what forms of social interactions that 
influence customers to provide different levels of tip. In this literature questions of labor 
process, exploration and power relations often is absent.  

In a Swedish context there is today no research on tipping. In order to grasp the complex 
web of tipping, in this paper I will focus on a theoretical tools that can be used to explore 
how values, norms and feeling are interwoven to the labor process.  In this paper I will 
examine how the concepts of moral and affective economy, can be used in order to 
analyses the ways in which tipping affects the organization of service work.  

The concept of moral economy has been used in order to examine values and norms, 
embedded into economic transaction, that are in-between the formal and informal 
market, as tipping. One shortcoming of the concept of moral economy is its lack of 
theoretization regarding the role that particular (gendered) bodies play in economic 
interactions. In this papper I  argue that the concept can be used by combining it with 
Sara Ahmed concept of affective economy that more critically examines the role of 
emotions and bodies in social relations. The concept of affective economy provides a 
fruitful space to think about agency grasping the ways in which emotions are inscribed 
in social forms of inequalities. Central to the concept of affective economies is that 
emotions are not understood as belonging to individuals, their interior states or 
character, but with signs and how they work on and in relations to bodies (2004:194). 
The concept of affective economy can be used in order to unpack how gender and 
sexuality is implicitly and explicitly embedded in economic exchange and the forms 
through which fantasy and desires are linked to economic values. 

 

mailto:paula.mulinari@mah.se�


120 
 

Managers' perceptions of trade unions in the UK 

Anne Munro (am.munro@napier.ac.uk), Emma Hollywood & Sue Bond  

This paper reports on the initial phase of a large scale project investigating managers’ 
perspectives on trade unions in the UK.  

Within the employee relations literature there is a lack of recent research that 
specifically examines managers’ perceptions of trade unions in the workplace in the UK, 
although notable exceptions are Poole et al. (2005) and international examples such as 
(Pyman et al., 2010).  Much of the focus in the UK has been on declining union 
membership; decline in representative forms of employee voice; partnerships between 
employers and unions; and the growth in direct forms of communication between 
management and employees (for example, Bryson and Forth, 2010 a and b; Kersley et al. 
2006; CIPD, 2011).  Less is known about the how managers themselves perceive trade 
unions, despite the fact that managers at all levels play a central role in communicating 
and managing employee relations issues in the workplace.  Furthermore, with the 
increased possibility of industrial action and conflict in the workplace in the UK, this 
research aims to provide a timely insight into the views of managers. 

Our research seeks to investigate managers’ perceptions of the role of trade unions in 
the modern workplace; what managers perceive to be good practice in union relations 
(with a particular focus on employee engagement); and managers’ perceptions of future 
developments in workplace relations for the future.  The research involves interviews 
with managers; an online survey sent to a random sample of 20,000 managers drawn 
from the Chartered Management Institute (CMI) membership list; and in-depth case 
studies with selected organisations. This paper will report on the initial findings from 
this research. 

 

Fear and Leadership: the Role of Workplace Activists in Union Organising 
Campaigns 

Caroline Murphy (caroline.murphy@ul.ie)  

Fear is a powerful emotion that affects all aspects of human behaviour (Kish-Gephart et 
al., 2009: 164). Authors have long researched the meaning, cause and effects of fear in a 
variety of contexts. Furedi, (2002, 2006) and Glassner, (1999) argue a ‘‘culture of fear’’ 
now exists with fear. Within this wealth of research, fear in the workplace has been 
examined generally in light of workplace bullying or rights to health and safety at work. 
However fear at work has remained somewhat under explored from an industrial 
relations perspective. The pressures associated with globalisation and the associated 
changes in work practices in industrialised societies increasingly puts pressure on 
workers as technological advancements or cost saving measures are frequently 
manifested through downsizing (Jalajas & Bommer, 1996) or decreased job security 
(Hartley, Jacobson, Klandermans, & Van Vuuren, 1991; Jordan, Ashkanasy, & Hirtel, 
2002). Despite the proliferation of progressive management practices (Kanter, 1989) 
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and legislative efforts to protect individual workers rights, a likelihood of fearfulness 
amongst employees is associated with the stresses causes by such practices (Ashkanasy 
and Nicholson, 2006:24).  

Trade unions have a vested role in tempering the effects of globalisation and modern 
work practices on their members through either partnership with employers (Kochan 
and Osterman, 1994), mobilising the labour force (Kelly, 1998) or lobbying and 
influencing government to advance rights based legislation for their members’ 
protection. Union joining, however, is a pre-requisite to such action for workers faced 
with such difficulties at work. The desire or ability of workers to actually join a trade 
union has been examined extensively in “representation gap research” in Ireland (D’art 
and Turner, 2008), New Zealand (Haynes et al 2006) and Canada (Campolieti et al, 
2011). This paper expands on this research through examining the extent to which fear 
exacerbates the representation gap. The purpose of the article is to examine the extent 
to which fear is a factor in union organising campaigns in a specific context, namely 
Ireland. This article argues examines fear in organising campaigns in two ways. Firstly, 
the experience of fear at work through either bullying, unfair work practices or 
suppression of employee voice can be a source of injustice for an employee which 
consequently triggers an emotional response to seek redress through collective action. 
Secondly, we examine how fear can actually repress collective representation as 
workers fear employer reprisal for such action. Pivotal to this we argue is the role of 
workplace activists in helping workers to overcome fear of reprisal from the employer if 
they choose to organise as a collective group. The article first discusses the problem of 
the representation gap and subsequently trade union organising campaigns as a 
response to such. The paper employs Kelly’s (1998) mobilisation theory as a framework 
in which to examine the role that fear and workplace activists play in bridging the 
representation gap. The research is based on qualitative and quantitative data form 
union organisers and activists involved in seven private sector organising campaigns in 
Ireland. 

 

Bad work experiences and the effects on personal well being and work 
effectiveness 

Caroline Murphy (caroline.murphy@ul.ie), Juliette McMahon, Michelle O'Sullivan & 
Thomas Turner 

Bullying and harassment can have a serious impact on personal wellbeing and work 
effectiveness. Bullying can be a source of stress for the victim within and outside the 
workplace which can ultimately bring about a change in work behaviour (Lutgen-
Sandvik et al 2007). This is particularly true of the healthcare sector as evidenced in the 
range of studies and findings from different countries such as the UK (Quine 2001, 
Randle 2007, Hume et al 2006, Lewis 2001, 2006), US (Lutgen-Sandvik et al 2007), 
Scandinavian countries (Leymann and Gustavson 1996, Salin 2003, 2008) and Australia 
(Mayhew and Chappell 2001, 2003, Rutherford and Rissell 2004). Studies reveal that 
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bullying is widespread at all levels of healthcare, including  junior doctors (Cheema 
2005, Quine 2002), nurses (McMillan 1995, Yildirim and Yildirim 2007, Duffy 1995, 
Quine 1999, Farrell 2001, Lewis 2001), social care workers , supervisors and managers, 
(Salin 2005) and across all facets whether it be hospitals, smaller clinical practices or 
social care settings.  Added to this, health services in many countries are under strain 
due to increasing pressure to improve efficiency and cost effectiveness whilst at the 
same time improving quality of service (Barman 2007, Quinn 2006, Passey et al 2000, 
Kellock et al 2001, Brito et al 2001, Ledwith 1999). There are inherent tensions in these 
aims and indeed changes in working conditions and work pressures in organisations can 
act as precipitating triggers for bullying (Hickling 2006, Leymann 1990, Salin 2003).  

In terms of productivity and efficiency of individuals at work, workplace bullying has 
been associated with withdrawal and avoidance (Hutchinson et al 2008) absenteeism, 
turnover, replacement costs, deterioration in productivity and performance, patient 
care, possible compensation and litigation and loss of public goodwill and reputation 
(Hoel et al. 2003, Kauppinen et al. 2001, Kivimäki et al. 2000, Parent-Thirion et al. 2007, 
Zapf and Gross 2001). This paper examines the issue of workplace bullying as 
experienced by Nurses working in Ireland. Despite extensive research in other 
countries, there have been few studies on bullying in the context of Irish workplaces 
(O’Connell et al 2007, O’Moore et al 1998).  

The aim of this paper is to explore the effects of bullying behaviour on two dimensions - 
that of the work effectiveness of the survey respondents and personal wellbeing.  With 
the support of the main nurses’ trade union, the Irish Nurses Organisation, a potential 
sample of 27,000 nurses were identified. 3000 questionnaire respondents were 
subsequently analysed. We used the Negative Acts Questionnaire as developed by 
Einarsen, and also measures developed using other validated surveys. Findings indicate 
a substantial proportion of nurses reported experiencing negative acts at work in the 
previous 6 months and that the perpetrators were supervisors and colleagues. We also 
report on the effect of key variables such as race, gender, age, organisation type, 
employment status, job role and tenure. Regression analysis was used to test the 
relationship between incidence of bullying, work effectiveness and personal wellbeing. 
The discussion focuses around the implications of the results for healthcare 
organisations. 

 

Changing Skills and Knowledge: The Challenges and Tensions of Developing 
Future Managers 

Jill Murray (j.l.murray@mmu.ac.uk)  

The UK retail sector is facing challenging times. Annual growth is predicted to slow 
down and operating and credit costs are set to rise (Verdict, 2011). New demands in the 
workplace are placing greater emphasis on the importance of soft, as opposed to 
technical skills that is not only changing the work undertaken but the way in which it is 
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done (Grugulis and Vincent, 2009). Due to a predicted decline in population and an 
increase in the average age of the workforce it is suggested that learning at, and before 
work will need to be enhanced to avoid a shortage of skilled workers (Felstead, 
2008). Research illustrates that staff in retailing have fewer qualifications to those in 
other sectors, (Lewis et al, 2007). Junior and middle managers are significantly less 
likely to hold qualifications and participate in learning and development than more 
senior management. It is therefore argued that where people are positioned in the 
political economy of the workforce can affect not only the types of learning in which 
they engage and the sort of knowledge and skills that they can acquire, but also the 
extent to which their learning is recognised (Fuller et al, 2007).  

Foundation Degrees have been designed with the intention of widening and increasing 
participation in higher education. They are intended to be both ‘vocational’ and 
‘academic’ combining specialist technical knowledge and skills underpinned by broad-
based academic learning (Edmond et al, 2007). Large retail organisations are opting to 
use the foundation degree to develop their existing and future managers. By designing a 
programme that provides diverse forms of learning it could be conceptualised as 
‘expansive’, therefore more likely to promote learning at work that can benefit both the 
individual and the organisation (Unwin et al, 2007). However there exist a number of 
challenges and tensions. Brook (2011) contends managers are under constant pressure 
to extract more value from the worker thereby enhancing the productive process above 
the skills and value of the individual. Stakeholder perspectives on learning aims and the 
variability of the student experience have been highlighted as concerns (Hillier and 
Rawnsley, 2006).   

This article aims to traverse a series of analytic layers of enquiry to gain a holistic 
understanding of the individual learning experiences of students upon completion of the 
Foundation Degree in Retailing (Felstead et al, 2009). Research has been undertaken 
with two large organisations in the grocery retailing sector. Teaching on the programme 
has provided the opportunity to generate data in multi-dimensional ways.  At the 
individual level semi- structured interviews have been conducted with 20 students who 
have completed the foundation degree and their store mentors. The ‘complete 
participant’ role of observation (Burgess, 1984) was adopted at assessment centres and 
whilst undertaking workshops. At the organisational level interviews have been held 
with junior and senior human resource specialists and with those responsible for the 
design and delivery of the programme. At the national level interviews have been 
conducted with a senior director of Foundation Degree Forward. The article highlights 
the way in which context shapes the individuals learning experience and the type of 
knowledge and skills that they can acquire. 
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Job autonomy, work intensity and later work career 

Juoko Nätti (jouko.natti@uta.fi), Timo Anttila, Tomi Oinas & Armi Mustosmäki 

Job autonomy and work intensity are key indicators how work is organised. 
Furthermore, their combination (Job Demand and Job Control model) is a widely used 
theory to explain the effects of work organisation in terms of health and well-being. The 
model hypothesises that, on one hand, work strain is highest when workers have high 
demands and low autonomy. On the other hand, high demand in combination with high 
control leads to increased learning, motivation and development of skills. There is a 
considerable amount of evidence showing that high demands and low autonomy are 
associated with increased morbidity.  However, most often these consequences have 
been self-reported and based on cross-sectional study designs.  The present study 
contributes to the existing literature by relaying on longitudinal register-based data in 
examining the consequences of job demands and job control. More specifically, we 
examine first, how job autonomy and work intensity have changed over time (1984-
2008) among men and women and among manual and non-manual workers, and 
second, the associations of job demands and job control with employees’ later work 
career (years in employment 1985-2008). 

Empirical analyses are based on five waves of representative Finnish Quality of Work 
Life survey (1984, 1990, 1997, 2003 & 2008) carried out by the Statistic Finland. The 
surveys were cross-sectional. In order to study later work career and health, panel data 
was required. Therefore, the Quality of Work Life Surveys (1984) was merged with 
register-based follow-up data held and maintained by Statistics Finland. The register 
data includes information on later work career (year in employment). 

Job autonomy was measured by asking participants how much they could influence on 
contents of work tasks, the order of tasks, the pace of work, working methods, the 
division of tasks between employees, and choice of working partners with a four-point 
scale (1-4) (not at all, a little, quite a lot, a lot). Work intensity was measured by asking 
participants to what extent time pressure and tight time schedules was perceived as an 
adverse factor in a work environment with a five-point scale (1-5) (not at all, quite little , 
to some extent, quite a lot, very much).  

According to the results, job autonomy and work intensity vary by gender and 
occupational group. On the one hand, men and non-manual workers reported higher 
autonomy compared to women and manual workers. Between 1984 and 2008, job 
autonomy has increased in all groups, and especially among manual workers. On the 
other hand, women and non-manual workers reported higher work intensity compared 
to men and manual workers. Over time, time intensity has increased in all groups. 
Furthermore, job autonomy and work intensity are associated with the later work 
career. Those in active work (high autonomy and high work intensity) have the longest 
work career in 1985-2008, and those in passive jobs (low autonomy, low intensity) or in 
high-strain jobs (low autonomy, high intensity) have the shortest work career after 
controlling various background, health and work-related factors. 
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‘Pressed for time’ – A comparative two-sector study of changes to working time in 
supply firms 

Kirsty Newsome (kirsty.newsome@strath.ac.uk) & Ian Cunningham 

The study of changes to working time is one of continuing importance in understanding 
how management innovates at the level of the labour process to secure reductions in 
labour costs. Competitive pressures through globalisation, for example, are creating a 
‘precariat’ that faces curtailment of control over working time through, for example, on-
call, zero hours contracts and increasing the time someone must put aside for labour 
without actually undertaking in it (Standing, 2011). Outsourcing and sub-contracting 
represent other key competitive features of the global economy. The focus of this paper 
is to explore how the growth of outsourcing and the subsequent power dynamics across 
inter-organisational relations between firms helps us understand the rationale and 
growth of management approaches to gain greater temporal flexibility and its impact on 
workers in supplier organisations. 

Recent studies that have explored the impact of inter-organisational relations on 
employment have adopted a broad canvas placing changes to working time as part of a 
wider analysis of the employment effects of outsourcing.  Here, purchasers within 
supply chains have been seen to increasingly determine the terms and conditions of 
workers in supplier organisations (Marchington, et al, 2005). This influence has been 
generally perceived to be detrimental as such relations have been linked to rising 
employment insecurity, downward pressure on pay and conditions, the undermining of 
worker voice and less-discretion-based work roles among employees in supplier 
organisations (Marchington et al, 2005: Cunningham, 2008: Newsome, 2010; Quinlan et 
al, 1999 and 2001). Such studies have also, with a few exceptions (see Marchington, et 
al, 2005), been focused on individual sectors, and offer limited comparative analysis 
across different spheres of economic activity. 

Within these debates the subject of changes to working time within supplier 
organisations has been touched on, but there are several related reasons to engage more 
fully with the dynamics of such change and its consequences within this context. The 
first relates to contemporary interest in the extent to which outsourcing, competition, 
marketization is leading to workers losing control over their working time, in order to 
meet the demands of external purchasers in a supply chain. Indeed, such debates are 
increasingly spilling into the realm of outsourced public service industries (Kessler and 
Bach, 2011): leading to questions regarding to what extent are changes to working time 
and their effects on workers becoming common across private, public and voluntary 
spheres. 

The second concerns the issue of changes to working time being identified as key area of 
worker insecurity (Standing, 1991). Yet studies of the impact of insecurity in the 
workplace have largely focused on tenure, the impact of numerical flexibility and 
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changes to skills (Heery and Salmon 2000). This is of some surprise given that working 
time is a health and safety issue regulated by EU regulations and concerns continue to be 
raised over how unsocial hours etc. matched with ‘lean’ working systems impact 
detrimentally on employee health and well-being.  

In this context, this paper seeks to explore the above themes by drawing from work 
from two independently conducted qualitative research programmes exploring the 
changing dynamics of employment relations and work organisation in the supply chains 
of retail services/food production and purchaser/provider relationships in social care. 
The studies interviewed representatives of purchasers in supplier chains and managers, 
employees and trade union representatives in supplier organisations. In doing so the 
paper addresses the following questions: 

What is the nature of purchaser – provider relations in the two sectors? 

What impact do power relations, competitive and cost pressures have on the 
organisation of working time in supplier organisations? 

What are the implications for workers in terms of their effort, commitment, health and 
well-being? 

 

How to manage informal overtime work at home? 

Satu Ojala (satu.ojala@uta.fi)  

Working at distributed places increases. Based on the European working conditions 
survey (EWCS 2005), a half of all European workers spend at least some of their 
working time outside employer’s premises. Also private spheres are affected. Especially 
knowledge-intensive present-day work carries over into employees’ own sphere. The 
focus of this presentation, work at home, constitutes a view to the new methods of 
organizing work as well. Telework averages 15% in the EU25, all Nordic countries 
showing somewhat higher levels (EWCS 2005). Yet, according to the Finnish quality of 
work life survey from 2008, the nature of work at home is more often informal overtime 
without compensation, than formal telework. 

In the presentation I ask why employees supplement their work days at home 
informally, after the regulated working hours. Secondly I study, what kind of role the 
management has in the puzzles of choosing where to work. The analysis is based on both 
qualitative interview data (N=21) among white collar employees with different stages of 
life and on the Finnish quality of work life survey from 2008 (N=4392). Content analysis 
and logistic regression analysis are applied. The study is part of a Finnish Academy -
funded research project “Spatial dispersion of paid work” (2010–2013), where 
especially the informal nature of much distributed work is recognized and analyzed at 
both organizational and individual levels.  

The results suggest that the unbound nature of work itself, including enthusiasm in 
working long hours, is mostly to blame for overtime at home. At the same time, high 
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time pressure is often involved, referring partly to intolerable amounts of work 
especially in high positions. Only indicative evidence was given to the role of 
management to neither suggest nor prevent supplemental hours from taking place at 
home. It may well be resulted that knowledge workers more or less manage themselves. 
However employee skills in setting personal borderlines differ greatly, posing challenges 
to management to identify the potential deficiencies in the formation of safe working 
time and place practices. 

 

Resistance Incorporated? Reflections on functionalism and the emancipatory 
potential of workplace resistance studies 

Roland Paulsen (roland.paulsen@soc.uu.se)  

The dialectics of workplace control and resistance is not only of value to Organizational 
Theory, but also to Critical Theory, i.e. theory with the emancipatory interest of both 
studying and encouraging revolt. In recent years, a functionalist perspective on 
workplace resistance has gained in popularity and with it the conclusion that what 
might appear as resistance may in fact constitute ironic forms of consent. In this paper, 
several examples of the functionalist argument are critically analyzed. Although 
functionalism is encumbered with tautological reasoning, the contention that workplace 
resistance is “incorporated” into the capitalist enterprise challenges the theorizing of 
resistance to articulate its purpose in new directions. 

The tendency to emphasize how the misbehavior and resistance of employees do not 
pose any threat to corporate power is not new in Labor Process Theory. The 
functionalist view of resistance is here defined by the notion that workplace regimes do 
not only survive despite employee recalcitrance, but partially because of this very 
resistance. Engaging in “games” that seemingly are about “beating the system”, 
misbehaving, and dissenting may help employees to endure the length and monotony of 
the working day (Burawoy, 1979), serve as a “safety-valve” to vent frustrations and ease 
tensions (Contu, 2008), or give employees a sense of authenticity without anyone having 
to take the consequences of whatever “real” resistance would entail (Fleming, 2009). In 
fact, any type of resistance (except the not yet realized form that would involve social 
revolution) can be regarded as “incorporated”: if structural changes or drawbacks of 
managerial power are effected, it may always be argued that the apparent 
improvements serve to gloss over “the fundamental exploitation” (e.g. the expropriation 
of surplus value). The lack of dialectical analysis in this line of reasoning ought not to 
obscure the fundamental problem that it poses from a Critical Theory perspective; as 
long as the power asymmetry of workplace relations remains intact, the purpose of 
repeating ethnographic studies on workplace resistance is unclear. The paper is 
concluded by suggesting that theorizing resistance can still be meaningful if politicized 
and deepened with the activist interest of reaching and engaging the none-academic 
public. 
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Skills utilisation: is there a policy future? 

Jonathan Payne (paynej3@cardiff.ac.uk) & Caroline Lloyd 

Since the 1980s, the pursuit of a ‘high skills economy’ as a route to improved 
competitiveness, productivity growth and social well-being, has been a central policy 
leitmotiv throughout much of the developed world. In countries such as the UK and 
Australia, this has gone alongside neo-liberal policies concerned to ‘roll-back’ the state, 
deregulate the labour market and retrench welfare provision. In these contexts, the ‘high 
skills vision’ was pursued using a limited repertoire of policy levers, with the focus on 
improving the supply of education and training. While progress has been made in terms 
of a more qualified workforce, problems of ‘skills-mismatch’, ‘over-qualification’ and 
‘skills under-utilisation’ have become increasingly apparent.  

The UK Commission for Employment and Skills, Skills Australia and the OECD, for 
example, have all gradually come to accept that there is a need to raise demand for 
skills.  Indeed, making ‘effective use of skills’ is a now widely acknowledged point of 
principle.  This paper explores the development of policy interest in skills utilisation, 
with a particular focus on policy interventions in Australia and Scotland. 

In Australia, Buchanan et al’s (2001) work on ‘skill ecosystems’ was an important factor 
in the development of a ‘national skill ecosystem programme’ and ‘skill formation 
strategies’ in Queensland. The resulting projects sought to nurture industry 
responsibility for addressing the problems of a low demand for skill. More recently, the 
election of a Scottish Nationalist administration in 2007 became the catalyst for a 
reframing of the ‘skills problem’ in Scotland. Sections of the policy community 
questioned why a nation that had spent more on education and achieved a more highly 
qualified workforce than England should still lag behind on productivity and economic 
growth. Policy on skills utilisation is embryonic, and has been heavily influenced by the 
Australian skill ecosystem projects.  A series of initiatives and interventions, including a 
suite of 12 ‘skills utilisation projects’, are currently being piloted. 

Drawing upon interviews with policy makers, stakeholders and project participants in 
Scotland and Australia, this paper examines some of the key lessons to come out of these 
initiatives and asks what the future holds for skills utilisation policy.  In Australia, while 
skill formation strategies remain ongoing in Queensland, the national skill ecosystem 
programme has been wound up, with no follow-up planned as policy reverts to an 
emphasis on qualification targets and reform of the VET system. In Scotland, there are 
issues around the sustainability of projects and how to achieve ‘critical mass’ in a 
straitened funding climate.  

The research evidence in this paper concurs with Buchanan et al (2010) that changing 
employer behaviour to improve skills utilisation is akin to ‘grinding through granite’. 
Indeed, even in the Nordic countries, with their long histories of publicly-funded 
workplace development programmes, the effectiveness of such policies has been 
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questioned.  Initiatives around skill utilisation are likely to be short-lived and have 
limited impact where they are confronted with a wider institutional and regulatory 
environment that favours flexible labour markets, short-termism and low cost 
competition. 

 

Mentoring as a strategy to promote gender proportionality: A case study of a 
public sector union mentoring programme 

Robert Perrett (r.perrett@bradford.ac.uk) 

Gender inequality and a lack of fair representation of women in work have a long history 
in the UK. Women still remain underrepresented within certain occupations, most 
notably within management and decision making posts. One area of concentration of 
female employment in the UK is the public sector where women constitute 65% of 
workers (LFS, 2010). The extent to which women in the public sector face a ‘glass 
ceiling’ in terms of career development varies by sectors; for example 75% of local 
government employees are female, but women made up just 21% of chief executives and 
just 30% of senior managers. 

It is clear that more needs to be done to reduce the gender pay gap, encourage equality 
and promote the fair representation of women at senior positions throughout the public 
sector. With public sector union density at 56.3% (BIS, 2010), and female union 
membership overall being greater than male membership for the last nine years, it is 
apparent that unions can play a seminal role in readdressing gender inequalities. It 
cannot be denied that unions are now at the forefront of campaigning for women’s rights 
politically and in the workplace. However, trade unions have also been criticised for the 
lack of fair representation of women in senior positions and on decision making 
committees. A two yearly survey compiled by the Labour Research Department shows 
that unions are some way off achieving proportionality of women in their structures 
(LRD, 2008). They claim that ‘progress has clearly been made’ but describe it as ‘patchy’; 
for example they highlight that there are only two female general secretaries in the ten 
largest unions, they also highlight a lack of female representation on the national 
executive, TUC delegation, and in full time national and regional officers. What is also 
apparent for many is the lack of female representation in lower level voluntary 
positions. If unions are to best represent their female (majority) membership and 
encourage fairness in the workplace it is essential that they themselves achieve 
proportionality. 

Unions are pursuing a variety of strategies to enable women to rise above the internal 
‘glass ceiling’, bypassing potential male ‘gate keepers’ such as branch secretaries. One 
method, and the focus of this paper, is through mentoring. Current UK literature on 
mentoring relates predominantly to mentoring female managers in terms of their career 
development. Much of this literature is of relevance as some of the barriers faced by 
women in organisations may be much the same as within unions. However, the 
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mentoring of voluntary union representatives is more complicated as these protégés are 
engaged in ‘inter-organisation careers’ (Hall, 1996, Khapova et al, 2007). Success in one 
career could be to the detriment of the other. The presentation comments on 
preliminary findings from an empirical case study of a mentoring programme developed 
by a public sector union in the UK. It outlines the experiences of the mentors and 
protégés and comments on its successes and failures and the potential for success if 
rolled out as a national strategy. 

 

Employability, empowerment and employers, between debunking and 
appreciating action. Nine cases from the ICT sector 

Hans Pruijt (pruijt@fsw.eur.nl)  

An important strand in the literature promotes the idea that investment in 
employability, specifically in marketable skills and talents, self-presentation efficacy, 
actual levels of skill, knowledge and experience will go a long way in addressing the 
problems caused by creative destruction. The paper examines employability policy and 
employees’ perceptions of their employability in nine ICT companies, located in 
Germany and in the Netherlands. In all these companies, sustained employability was 
problematic. Together, they form a critical case for testing some of the assumptions of 
employability thinking. Beyond this, the paper explores the space for action. Some of the 
companies pioneered sophisticated, high organizational involvement forms of 
employability enhancement, while others highlighted the interplay of employability and 
employee protection as a mechanism that can help create security. 

Constraints on employee empowerment towards career sustainability appear in the 
shape of collective action problems that prevent employers from investing in training, 
the subordinate position that some companies have in the value chain, employee 
uncertainty about which technologies are likely to be important in the future and age 
discrimination. The paper traces how employees and managers struggle with these 
issues. 

 

Coming in from the cold? Assessing the challenges of union organising of agency 
workers in the French car industry 

Christina Purcell (c.purcell@mmu.ac.uk), Paul Brook & Rosemary Lucas  

French car manufacturers are major users of temporary agency work. The growth of 
agency work in the sector has been interpreted as reflecting a structural shift in labour 
force management (Gorgeu and Mathieu, 2011) presenting manufacturers with an 
additional lever with which to subordinate and discipline the labour force (Bouquin 
2006). The triadic nature of the agency employment relationship fosters a labour regime 
in which employment insecurity combines with a reliance upon employment agencies 
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for access to local labour markets, thus amplifying the despotic features of labour 
control (Burawoy, 1985).  

Precarious forms of employment are commonly associated with working class 
“fragmentation” (Standing, 2011), undermining the collective organisations of labour 
(Bouffartigue, 2008). Trade unions have responded to changing forms of employment by 
reconceptualising union mobilisation and spatial boundaries of union organisation to 
take account of dispersed and multiple sites of labour process (Wills, 2009). Whilst 
French unions have been relatively slow to adapt to the changing contours of the 
employment landscape, there have been recent examples of pro-active initiatives aimed 
at agency workers (Béroud, 2009). Yet, union density amongst agency workers remains 
low. Beyond the assumption that employment insecurity is a major barrier to union 
organisation, other explanations, such as generational effects (Grollier, 2010) or 
inappropriate union structures Béroud (2009) have been advanced in recent literature. 

This paper probes this issue further through a discussion of the findings of research on 
agency work in French car plants. Focusing on a large car plant in the northern suburbs 
of Paris, and drawing upon wider data, the research examined how the specificity of the 
contractual status of agency work, as a significant component of the politics of 
production (Nichols, 2004), intensifies the despotic dimension of labour control 
(Burawoy, 1985). The findings are based on an analysis of interview data with local 
union representatives, agency workers and national union officials, and documentary 
analysis of union literature. 

Alongside job insecurity, the “duality of control” (Gottfried, 1992) which arises from the 
dual disciplining pressure of both user-firm and agency is found to be a significant 
barrier to union mobilisation. Agency workers engage in strategies perceived to increase 
chances of permanent employment with the user firm whilst projecting an image of a 
“good worker” for local employment agencies to secure further agency work. 
Perceptions of injustice are rarely channelled into union mobilisation. However, 
contingent factors can trigger the mobilisation of agency workers in defence of their 
interests; legal challenges can occur where an implicit contract of ongoing employment 
is seen to have been broken, whilst individual biographies can play a role in the 
emergence of local “leaders”. 

The paper concludes that solutions to the challenges posed to agency workers and to 
unions are located in multiple sites of social action, both internal and external to the 
workplace. Translating perceptions of injustice into collective voice and action requires 
not only trade union solidarity and renewal, but also the renewal of working class 
solidarity and social action in a broader social context. 
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Formalised domestic cleaning and office cleaning: variations on a theme? 

Monique Ramioul (monique.ramioul@hiva.kuleuven.be)  

Research into cleaning is often restricted to industrial settings due to the fact that 
domestic cleaning is situated in the realms of private houses and mostly organised 
informally. The introduction of service voucher systems by governments in the frame of 
social inclusive labour market policies, such as in Belgium, contributes to the 
formalisation of domestic cleaning and therefore also makes it easier to access.  Such 
service vouchers are used as a payment system for cleaning services offered by 
organisations to private persons.  

In the frame of the EU FP7 project WALQING - Work and Life Quality in New and 
Growing Jobs - it was possible to analyse and compare in a detailed way industrial office 
cleaning with formalised domestic cleaning with respect to the employment 
relationship, the labour process, the quality of work and employee agency. To this aim, 
two in-depth case studies were conducted: one in a large multinational facilities 
company providing office cleaning services to industry, and one in a not-for-profit 
service voucher company offering cleaning help to households. Each case study included 
interviews with 6-7 management representatives and 5-6 workers. The semi-structured 
interviews were recorded and transcribed. 

The analysis shows how the formalisation of domestic cleaning introduces a similar 
triangular relationship between employer, worker and client as is the case in industrial 
office cleaning. This impacts on the employment conditions and may imply the 
elaboration of some HR policies for domestic cleaners. On the other hand, the cleaning 
activities are still carried out in private dwellings where a particular relationship with 
the client predominates and where a considerably different ‘labour process’ applies as 
compared to industrial office cleaning. Broadly speaking, while tasks in office cleaning 
are highly standardised and controlled, domestic cleaning tasks are generally 
underspecified, as a rule not standardised and hardly controllable (and controlled) by 
the formal employer. These differences in autonomy and control of what is, in principle, 
a similar activity make it particularly interesting to explore the meaning of  ‘job crafting’ 
as the individual agency employees develop in work in order to gain control over work, 
to enhance their self-esteem and to liaise with others. 

 

The Outsourcing Auxiliary Activities in Public Servicecs in Spain 

Albert Recio (albert.recio@uab.es) & Sara Moreno 

The objective of this presentation is to place the impact of certain public policies on 
employment conditions in outsourced services in Spain, mainly for contract catering and 
industrial cleaning sectors. 

First, we analyze the process of outsourcing and competition model generated. We argue 
that the perception of these services as ancillary activities (not to be located in the heart 
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of production) determinates a lack of consideration of these services and generates 
price competition. 

Secondly, we analyze the working conditions in these sectors and the process of 
adapting to competitive pressures. On the one hand, we focus on labor regulation 
mechanisms that generate a rights basis, in both wages and job stability. Otherwise, the 
type of transformations that generate price pressures on working conditions, workload, 
schedules, etc. We will try to observe which kind of workers' responses exist and the 
mechanisms used for. 

Finally, we discuss the reform lines developed during the current crisis and its potential 
impact on industrial relations in these sectors. 

The overview of each sector are the following: 

Industrial Cleaning 

Spain is one of the countries with higher ratio of private firms, due to public sector has 
always outsource cleaning services. The main activity of cleaning firms is on offices. In 
this sub-sector, all the social agents agree with the idea that cleaning is an invisible 
activity because of: it is appreciated as a prolongation of traditional domestic activity; 
and from the point of view of sector customers (firms and public institutions), cleaning 
is an activity unrelated with the main objective of their production and provision of 
services; and cleaning activities are mainly realised in different hours of habitual 
operational activities, in order to not interfere to general workers. 

Invisibility, defined in these terms, has many implications for work conditions. For 
example, customers, both private and public, perceive the cleaning as an activity where 
cost- cutting is possible; and labour skills are neither recognized or developed. 

Related to cost-cutting, there are two types of pressures related to competitiveness that 
influence to the firm policies. In one side, it exist the pressure of customers reducing 
cleaning costs. In the other side, there is a bitter competitiveness inside the sector 
between big firms (those federated in ASPEL) and the others, impacting directly in a 
gradually reduction of prices. This process affect in several dimensions in labour 
conditions. For example, the extension of part-time contracts. 

Contract Catering 

Collective catering is a sector developed in Spain on the last 30 years. In the part of 
canteens only exists in large manufacturing firms and many of them are integrated in the 
staff of the company. The growth of the sector is related with several factors: to the 
outsourcing policies developed by private firms and public institutions since mid 1980s, 
the growth of new service estates that use this type of services (schools, universities, 
hospitals, geriatrics…), changes in location of labour activities and female labour 
participation.  

As Industrial Cleaning, the meal costs are usually a competition arena between firms. 
There are different types of customers: they can be private firms, public institutions and 
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private people. All the customers use to be interested in cheap meals, so there is an 
influence that trend to competitiveness based on prices more than quality. The pressure 
in costs is also an impact factor over working conditions. 

However, compared with similar jobs, canteens offer some better working conditions at 
least in two aspects: job stability and better working time. The subrogation clause and 
the need to control health standards beneficiate job stability. The working time is 
conditioned by the time of operation of the activity where is placed the canteen. The fact 
that in some institutions the activity is concentrated in lunch, also explains that part-
time jobs are usual. In some services, basically those related with education activities, it 
is not difficult to find the figure of discontinuous permanent contracts, related to people 
who are only employed during the scholar months. 

Also, understaffed centres and extra workload have special effects on health and safety. 
Some phases of the job are considerably hard, specially the cleaning of furnishings. 
Injuries and problems from bad positions are usual. All this reflex the worst face of 
reducing cost strategies. 

Outsourcing and quality of employment 

The model of jobs described is, in part, a consequence of hard price competitiveness. The 
system, usual in many services, of short-terms contracts (one year), designed in order to 
pressure for better performance, perhaps reinforces these problems: one company can 
be out of a working centre suddenly, so they prefer to maximize profits at short time, by 
means of cutting costs of products (food or cleaning tools) and working conditions. 

 

Improving inclusion in employment for people with Asperger syndrome: Towards 
practices that recognise theories of Asperger syndrome and contemporary 
employment 

James Richards (j.richards@hw.ac.uk)  

Asperger syndrome (AS) is a form of autism and a lifelong disability. AS is said to be a 
social disability and typically manifests as individual deficiencies in social interactions, 
communication and behaviours (Higgins et al., 2008). It has been argued by key writers 
that given the right level of support, people with AS can overcome many of the 
challenges of the contemporary workplace (Attwood, 2007). However, studies suggest 
that unemployment rates for people with Asperger syndrome (approximated at over 80 
per cent (Barnard et al., 2001)) are twice as high as the average rate for people with any 
recognised disability (ONS cited in Shaw Trust, 2010) and eleven times higher than the 
wider population (ONS, 2011). 

Many explanations for the low employment rate for people with Asperger syndrome can 
be identified in the extant and varied literature on this issue. Explanations for exclusion 
include, for example, failed transitional initiatives between full-time education and 
employment (Jennes-Coussens et al., 2006; Patterson and Rafferty, 2001), lack of third-
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party support getting into and staying in employment (Beardon and Edmonds; NAS, 
2005; Nesbitt, 2000), employers see people with AS as unemployable (Austin et al., 
2008), intolerant line mangers (Grandin and Duffy, 2004), and a failure of employers to 
conform to disability legislation (Graham, 2008). Despite a marked increase of interest 
in providing explanations for the exclusion of people with AS from the workplace, the 
problems of exclusion have by no means gone away. 

The overarching view taken in this proposed paper is that the literature on AS and 
employment suffers from one universal flaw. This universal flaw, as Roulstone (2005) 
has previously noted, is an insufficient engagement with a mass of social science 
literature on the realities of employment. As such, the main aim of this paper is to 
examine a possible role for labour process analysis (LPA) in the long and difficult 
process of finding ways to reduce the many employment-related problems faced by 
people with AS. 

The structure of the proposed paper is as follows. Firstly, there will be a broad overview 
of AS and a discussion of the many views on why adults with AS are typically excluded 
from employment. Secondly, there will be a discussion of the theories of AS so that the 
nature of the problem can be noted and understood. Thirdly, there will be a discussion 
of a purposive sample of LPA literature to enable a basis to note and understand the 
nature of contemporary employment. A final section is a discussion surrounding how 
the theories of AS may be better reconciled with one particular approach to 
understanding the nature of contemporary employment.  

The main finding from the proposed paper is to suggest strategies to increase 
employment rates for people with AS must reflect the many hidden and controlling 
agendas of contemporary employers. In practical terms this calls for professionals who 
support people with AS in employment settings to match their thorough knowledge of 
AS with an equally through knowledge of contemporary employment. Alternatively, AS 
professionals need to work much closer with experts from the field of employment and 
organisation studies when devising support strategies. 

 

Extra-judicial systems of collective conflict resolution and the limites to their 
autonomy: the Spanish experience 

Mike Rigby (rigbymp@lsbu.ac.uk), Miguel Angel Garcia Calavia 

In the last decade there has been less interest in the role of third party intervention in 
collective labour conflict in the Anglo Saxon World as the number of days lost through 
strike action has declined. In contract an increasing tendency to introduce new systems 
of third party intervention has been noted in Southern European countries where 
traditionally the judicial system has had the primary role in resolving collective conflicts. 

These new systems have been seen as offering a number of advantages (e.g. greater 
flexibility and speed of settlement) but it has been suggested that their development has 
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been complicated not least because they often co-exist with traditional systems of 
conflict resolution, judicial and governmental (Brown ,2004). 

This paper considers the development of a new system of extra-judicial intervention in 
Spain established by social partner agreement in 1996. The Spanish employment 
relations context provided a particularly challenging environment for third party 
intervention: between 1990 and 1999 Spain lost significantly more working days per 
1000 employees as a result of industrial action than any other EU country (Labour 
Market Trends, 2001). 

The paper examines the record of the new Spanish system and, in particular, its degree 
of success in establishing an autonomous role, given that the traditional route for 
resolving collective conflict in Spain has been a judicial one. 

The paper employs two data sources: 

i) Secondary data on the performance of national and regional systems of intervention 
which have established via social partner agreements. 

ii) Primary data from interviews with actors in the extra judicial system established in 
the Valencia region.  

The data provide evidence for the effectiveness of the new systems for resolving 
disputes, at both national and regional level. Their establishment has coincided with a 
decline in industrial action from 316 days per 1000 employers (1990-99) to 48(2000-
20009). However the difficulties of reducing the role of judicial avenues of dispute 
settlement are also reflected. . The systems have a hybrid character, appearing to 
function as agencies independent of the judicial process in providing mediation facilities 
where strikes have been called but acting as less effective  adjuncts to the judicial system 
by providing a compulsory pre-court mediation stage for rights issues(which form the 
majority of cases passing through the extra judicial system).    The data on the Valencian 
system very much reflect the difficulties in reducing the role of the judicial system. The 
legally enforceable nature of collective agreements in Spain and the extension 
mechanism which obliges companies in sectors covered by agreements to implement 
them establish a central role for judicial processes in dealing with rights issues. The 
existence of specialist labour courts adds credibility to this role (Valdes Dal-Re, 2003).  
As a result the new systems are not really extra-judicial in respect of rights issues.  Their 
interventions (and the expectations of the parties involved) are conditioned by their 
place within the judicial process, a process which still enjoys significant credibility. 

 

Cross-cultural analysis of the gender ratio in the Indian and German IT-industry 

Nobina Roy (nobina.roy@uni-passau.de)  

In 2007 the sector of Information Technology (IT) offered 35.4 million jobs to men and 
women all over the world. Analysing this sector, displays that there exist country-
specific differences in the gender employment ratio. In Germany, for example, the IT-
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industry only employs approximately 12% women, whereas in India, as a 
counterexample, the IT-sector employs around 30% Indian women. Hence, the number 
of women employed in the IT sector in India is nearly triple as high as in Germany. These 
differences in employment of women reveal that it is not that women on a cognitive 
basis are not able to join the IT-industry but that they out of rational choice reasons do 
not want to. To this day, there has been little effort to explain this phenomenon of 
differences within the decision-making process regarding the career choice of women. 
Therefore this project in a first step intends to point out the differences in the gender-
related situations within the IT-industry between these two countries. Since those 
differences can be viewed and explained from various ankles we in a second step intend 
to apply different economic theories and to develop a theoretical framework with the 
objective to answer the question why women in India do have stronger institutional 
incentives to join the IT-branch in order to maximize their individual outcome than 
women in Germany. Therefore, the research work deals with the different aspects of 
decision making in the choice of a profession and takes the following question into 
account: Under which conditions does an individual decide to participate in the 
employment market, especially in the case of women? We are especially concentrating 
on barriers (e.g. sexual harassment, old boy’s network, sex-role spillover etc.) and other 
factors (e.g. family and work issues, education, mobility and flexibility issues etc.) that 
would hinder women to participate in the labour market. We examine this question in 
view of different cultural backgrounds and existing social frameworks in the context of a 
comparison between the German and Indian IT industry. The aim of the research is to 
determine the decision making criteria of the Indian women which have led to a drastic 
increase of women employment in IT industry in India. Moreover, several political and 
governmental policies have been undertaken in order to give incentives and to increase 
the percentage of women in the Indian IT-industry. Based on the examination of the 
existing barriers and the according undertaken measures, we determine ways of 
counteracting the underrepresentation of women in the German IT industry and give 
practical advices. 

 

Working for a Dirty Organization 

Johan Sandström (johan.sandstrom@ltu.se)  

This paper is about employees and managers with “normal” occupations but who work 
for “dirty” organizations. These persons are often forced to deal with the dirt associated 
with the organization, particularly in social encounters with strangers, or superficial 
acquaintances. In these encounters, the person’s work identity (often an important part 
of the person’s social identity) becomes something that must be handled with tact. 
Should the person reveal or let pass the fact that s/he works for a porn company? Which 
defense and normalization tactics does s/he use in these encounters? This study outlines 
a framework based on three literary sources; “organizational stigma”, “dirty work” and 
Erving Goffman’s work on how individuals manage their stigma. In the paper, findings 
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from interviews with employees and managers at a defense company and a porn 
company are analyzed and reported on. 

 

Laval, Wage Dumping and Statutory Minimum Wages: Issues for European Trade 
Union Cooperation 

Kristina Lovén Seldén (kristina.loven@sociology.gu.se) & Bengt Furåker 

The case of the Latvian firm Laval, which was engaged for construction work in 
Vaxholm, Sweden, has raised much debate on the relationship between national labour 
market regulation and EU legislation. Moreover, it puts into question whether or to what 
extent posted workers should have the same wages and working conditions as workers 
in the host country, drawing a great deal of attention to the Posting of Workers 
Directive. According to the stance taken by the European Court of Justice, the free 
movement of services may impose far-reaching restrictions on the unions’ right to 
industrial action as regards working conditions for posted workers. Apart from 
highlighting such conflicts between economic freedoms and social rights, Laval stresses 
the disparity in wage costs and labour standards between old and new member states, 
as well as the risk for social dumping.  

In the light of these circumstances, it is not surprising that trade unions have expressed 
worries about the consequences of regime competition and the risk for a race to the 
bottom regarding wages and labour standards. There is no obvious answer to the 
question what trade unions might do in order to prevent social dumping. One proposal 
is to establish statutory minimum wages at the national or the EU level. However, trade 
unions in Europe have very different views on this issue. The Scandinavian 
organizations are generally opposed to the idea, because they do not wish to have state 
intervention in the bargaining system. In many other countries, trade unions are 
generally in favor of the proposal.  

This paper focuses on the preconditions for transnational cooperation, given the 
difficulties which have just been described. There is a growing awareness that cross-
border problems need cross-border solutions but as previous research shows such 
solutions cannot be taken for granted. Hence our aim is to examine some of the obstacles 
which stand in the way for union cooperation to be developed “post Laval”.  

The effects of the Laval case on industrial relations and trade union activity at national 
level have been thoroughly investigated from both a legal and political perspective. Its 
influence on transnational trade union cooperation has however not received the same 
attention. The situation in Sweden is of special interest since the Laval judgement has 
affected and in some ways undermined the Swedish autonomous collective bargaining 
system, including the trade unions' room for manoeuvre. 

The empirical part of the paper relies on a web-based/postal survey on trade union 
cooperation in Europe, carried out among a large number of unions in fourteen 
European countries. All the member organizations of the European Trade Union 
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Confederation (ETUC) and the European Industry Federations were also included. 
Interviews with key trade unionists in Sweden provide additional information. 

 

Work Transformation in the Airline Industry under Neo-Liberalism 

Vivian Shalla (vshalla@uoguelph.ca)  

Over the course of the past few decades, air transportation has been experiencing major 
upheavals both in national contexts and on a global scale. The economic, structural and 
regulatory changes in the airline industry have had, and continue to have, a deep impact 
on the material conditions of civil aviation workers. In a struggle to survive and compete 
in the uncertain global economy, air carriers have been relentless in their attempt to 
reduce expenditures and increase flexibility. Labour costs are one of the major and 
variable costs under the direct control of airline companies, and the industry’s 
workforce has been constantly faced with cost-cutting and productivity-improvement 
programs. Civil aviation unions throughout the world have faced intransigent employers 
who have demanded and usually obtained concessions from workers. 

The proposed paper will explore how the neo-liberal agenda shapes the rights and 
employment conditions of civil aviation workers.  It will focus on the challenges to 
industrial citizenship posed by the process of neo-liberalism in the Canadian airline 
industry, and on the consequences for workers of the corporate pursuit of flexibility to 
ensure profitability and survival. Using a case study of customer sales and service agents 
at Air Canada, a group of front-line service workers where women predominate, the 
paper will show that, through significant changes to the deployment and compensation 
of the workforce, the company’s restructuring over the past decade has reinforced the 
commodity status of airline labour and deepened the precariousness of work in the 
industry. The paper will also focus on how the reshaping of employment conditions is 
increasing workers’ vulnerability and consequently challenging their ability to improve 
or even maintain their well-being and that of their families. Finally, it will demonstrate 
that an important dimension of the current process of neo-liberal labour re-regulation in 
air transportation has been the usurping of union power in civil aviation. 

The paper will expand our knowledge of changing work and employment realities, and 
more particularly women’s service-sector work, during a period of intense neo-liberal 
restructuring. It will highlight how the transformation of the dynamic service sector has 
far-reaching consequences for workers’ material conditions and for their capacity to 
resist the deterioration of work. The paper will also contribute to our broader 
understanding of transformed livelihoods, the complexities of precariousness in a 
post-industrial society, and the dynamics of insecurity, flexibilization and industrial 
citizenship. 
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‘The Magnificent 7[am]?’ Work-care articulation beyond the 9[am] to 5[pm] 
‘norm’ 

Andrew Smith (a.smith14@bradford.ac.uk) & Gill Hogg 

Given the expanding interest in work-life balance issues, there is relatively little 
literature on those who work outside of the 9am to 5pm ‘norm’ (see Craig and Powell, 
2011).  This paper seeks to add to our knowledge by focusing on three UK organisations 
where employees and managers often have to work a-typical hours.  We draw on the 
notion of caringscapes (McKie et al., 2002) which posits that individuals are constantly 
plotting routes in anticipation of their caring duties and responsibilities.  Yet, these 
pathways can suddenly change across time and space due to childcare or eldercare 
demands.  Bowlby et al. (2010) develop this further through the notion of work-care 
articulation, to draw attention to the competing pressures of paid work and caring 
duties.  Similarly, Warhurst et al. (2008) call for consideration of organisational polices, 
structural factors and time-spatial frameworks to analyse work-life boundaries. 

We draw on data from a large project funded by the Economic and Social Research 
Council (RES-000-23-0905) to critically assess how formal and informal organisational 
policies and practices may facilitate or restrict the articulation of work and care.  
Detailed qualitative and quantitative research was conducted at RetailCom (a large 
private sector retail outlet), SocCare (a large third sector social care organisation) and 
CommunicationCom (a large private sector communications organisation).  All three 
organisations were developing new organisational policies which were popular with 
staff in aiding the accommodation of care arrangements outside of the workplace.  
However, there were often informal and inconsistent practices that were based on the 
full-time 9am to 5pm ‘norm’.  Long hours cultures were also evident, often with 
flexibility on the part of workers in meeting short-term organisational demands.  There 
were also tensions over flexible working and business needs, where the latter invariably 
attained priority status.  A distinctive social moral economy of care existed across all 
three organisations, with both childcare and eldercare issues being typically gendered.  
Yet, there were also networks of informal support and camaraderie that helped 
articulate care both inside and beyond the confines of the workplace. 

 

Working for Two Bosses: Student Interns and the integration of education into the 
factory control system in China 

Chris Smith (chris.smith@rhul.ac.uk) & Jenny Chan 

This paper examines a new trend in management of labour in China; namely the 
integration of teachers into the supervisory control system of vocational school student 
interns, who are a new and vulnerable category of labour in Chinese factories. Each 
secondary vocational school student has to spend the final year in one-year workplace 
training. Vocational training provision is expanding rapidly; in 2008, nearly six million 
students graduated from the secondary vocational schools; and the total enrolment of 
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secondary vocational school students is projected to reach more than 23 million by 
2020. 

Critically, student interns dispatched by their vocational schools maintain a student 
identity at all times. In other words, the student interns’ position as a worker is not 
legally recognized  and hence their rights to employment protection is restricted. This 
disjuncture between legal relations and work relations is a central feature of the new 
fracturing of the workforce in the assembly factories, and across the new working class 
more generally in China. 

Three key institutions define the social relationship between the student intern and the 
workplace: local states, vocational schools, and enterprises. 

Local States 

Under the decentralized market governance, local states are dependent on strong 
enterprises for economic resources to fund their development. Officials actively 
facilitate the large firms’ access to student labour in addition to rural migrant workers, 
rather than stringently enacting labour laws and social policies (Lee, 2007, 2010). 
Provincial and lower-level education bureau and departments draft plans tailored to the 
newly-invested or fast-expanding enterprises’ human resource needs, while the 
vocational schools are tasked with meeting labour recruitment targets within the 
deadlines set by the companies, but administered through the local states. 

Schools and Corporations 

Some entrepreneurial vocational schools have actively expanded student enrolment and 
their internship programs in order to make money. In collaborating with the brand-
name companies, the schools are interested to build their reputation, attract more 
applicants, and raise financial resources for future development. They are part of an 
institutionalising of the labour market in China. By providing students in bulk to the 
corporations, vocational schools earn “internship management fees” and “transportation 
fares” per student, which can compete with the educational objectives of the school. 
Moreover, because the internship is necessary for graduation, it is difficult for students 
to resist, even though training can have little relevance to their programme of study, but 
is rather integrated with the production needs of companies. Because “workplace 
training” is tied to the students’ eligibility for graduation, this inhibits the intern 
workers’ mobility power or freedom of quit (Smith, 2006), and brings the school into the 
labour process as a control function. 

Teachers as supervisors in the Factory 

More directly, teachers from the vocational schools are often dispatched to the factories 
to control and counsel student interns. Therefore, in the workplace, some teachers take 
on the role of “factory supervisors,” who made sure that the students complete their 
production responsibilities smoothly, and do not quit the factory prematurely. 
Moreover, during moments of industrial unrest, teachers are called upon to “persuade” 
striking students to go back to work, rather than take up their demands to reduce 



142 
 

excessive overtime, low wages and critically lack of training. In these circumstances, the 
schools’ educational ideals are displaced into those of for-profit labour service agencies. 

Theoretically the paper will examine the institutionalisation of labour markets and 
labour control; the schooling in China as integrated into market and local agendas of 
growth and profit maximisation; and the double control function of teacher-supervisor in 
the workplace. The paper will use interviews with teachers, student-workers and 
managers to illustrate the new development and it will be the at the ILPC to highlight the 
labour market-labour process implications of the new trend to the segmentation of the 
working class in China. 

 

Entry tournaments and latent entry in UK television 

Dimitrinka Stoyanova (ds55@st-andrews.ac.uk) & Irina Grugulis 

Entering the contemporary television labour market is not a clear-cut event. There are 
no immediate signals for either success or failure and young aspiring professionals 
engage in “extended entry tournaments” (Marsden 2007, 2010). The sector is de-
regulated; trade unions are weak (McKinlay and Quinn 1999; Saundry 2001) and there 
few strong professional organisations. Informal recruitment is widespread and 
(especially for the new entrants) social capital and serendipity play a major role 
(Holgate and McKay 2007; Randle et al. 2008, Stoyanova and Grugulis, forthcoming). 
Efforts to break in are continuous and the outcome is often vague and uncertain. This 
fluid situation is what Marsden calls ‘tournament entry’ (2007).  

In order to enter this labour market, young aspiring entrants work for free, cold call 
companies, use friends and family connections. But a single project, even if paid, does 
not mean a start of a television career. Young people’s continued attempts result in an 
ambiguous in/out of work situation as they compete in these ‘extended entry 
tournaments’. 

The idea of tournaments suggests intense competition when those competing 
significantly outnumber the ‘winners’ (Menger 1999). And those who win are only 
winning the chance of competing further (Rosenbaum 1979). Personal investment at 
each ‘round’ is small: sustaining until the next project (Marsden 2010). This, combined 
with ideas of creativity as individual property perpetuate the myth that success can 
happen at any given point and is a matter of talent simply being ‘discovered’ (Bilton 
2007). Young people focus intensely on staying in the tournament, often without 
receiving indications of either success or failure. Until chances of career elsewhere 
become extinct (Marsden 2010).  

Drawing on 71 semi-structured interviews with television freelancers and three months 
of participant observation in a small production company, we discuss entry to 
contemporary television labour market. We show that it is a tenuous process which 
cannot be fully captured by the concept of ‘tournament entry’. We therefore suggest that 
thinking of it as a latent phenomenon would help us to conceptualise its uncertainty. We 
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call this continuous ambiguity ‘latent entry’. Coming at a high personal cost and eventual 
(often early) exit, it is a state which is never necessarily preceded by full participation in 
the labour market. The idea of latent entry advances our understanding of the fragile 
working lives in fragmented sectors such as television. It also raises issues of social 
justice, exploitation and access.  

 

Involuntariness in non-standard work 

Sven Svensson (sven.svensson@miun.se)  

In order to achieve flexibility, different sorts of non-standard types of employment 
arrangements are being used by organizations. In this quantitative case study, non-
standard employees, 350 temporary agency workers and consultants hired by a public 
authority in Sweden are being studied. Temporary agency workers and consultants are 
involved in a triangular employment relation since their actual employment relation is 
with a temporary work agency or consultant firm, while they do their actual work in a 
client organization. This might result in a complex organizational affiliation and 
identification with both the agency/consultant firm and the client company to which 
they are hired. It has been shown how temporary agency workers and consultants have 
to learn to switch between different social roles in order to fit in and adapt to a wide 
array of different organizational settings. As such, those kinds of non-standard work 
could be described in terms of flexibility and discontinuity. A vast majority of employees 
prefer stable and continuous employment relations before flexible and discontinuous 
ones. Previous research has indicated that “involuntariness” might be a key variable 
when studying non-standard employees. Therefore, the aim of this study is to study how 
involuntariness affects temporary agency workers and consultants work. 

 

Labour Identity and Worker Representation in Taiwan: Union Strategies 

Hsiao-Hui Tai (H.Tai@lse.ac.uk)  

This paper applies the concept of labour identity to an analysis of trade unionism and 
company-based representative mechanisms in Taiwan. Trade unions in Taiwan were 
initially implemented to support industrial policies and economic growth and were 
subordinated to the state and capital, so unionised workplaces are mainly state-owned, 
privatised or large enterprises. Workers do not have much sense of class identity and 
often view their relationships with management as partners or family. However, the 
reinforcement of non-union representation following the democratisation and 
liberalisation in recent decades seems to shed light on the development of industrial 
relations. From the approach of labour process theory, this research examines what the 
relationship is between labour identity and worker representation and how trade 
unions can develop strategies along with these elements. The main case study is based 
on participant observation in the union, in-depth interviews with union officials and 
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labour representatives, surveys to ordinary workers and squad leaders, and 
documentary analysis of official letters and meeting minutes. Two supplementary cases 
further illustrate the experiences of worker representatives with in-depth interviews. 
Individual identity and experience of non-union representation are compared amongst 
three groups: ordinary workers, squad leaders, and labour representatives. Each group 
of people develops different kinds of labour identity from various personal experiences. 
Workers without a strong sense of labour-capital conflict have a fair understanding of 
non-union representation, mainly as a result of the union’s efforts. Squad leaders 
involved in more union activities develop stronger identity with the union. However, 
worker representatives have a stronger sense of subordination to capital whilst 
experiencing conflicts in their participation. To conclude, non-union representation 
remains a means of managerial control, but trade unions may embrace those 
mechanisms by back up worker representatives to deepen their influences in 
workplaces. Through their supports to representatives and education to workers, 
unions help shaping workplace identity of members. However, as a result of the political 
economic contexts, Taiwanese unions have to proactively mobilise labour identity prior 
to members’ identification with them and non-union representation is an important 
mediator. 

The Conditions and Consequences of Informal Organisation in Turkish Call 
Centres 

Safak Tartanoglu (safaktartanoglu@uludag.edu.tr)  

Call Centres represent a rapidly growing form of work organization over the past twenty 
years. It is easily possible to talk about a numerical increase of call centres in Turkey. 
Call centres have been active for 15 years and it is said that there are 1300 call centres 
where 45 thousand workers are employed. In last 5 years there were invested $200 
million a year to the sector in Turkey. Some firms moved their outsourcing call centres 
to the east part of the country and 54% of call centres are active in the banking and 
telecommunication sector. 

The general debate on call centres has mostly focused on managerial strategies, labour 
process, work degradation, working conditions, recruitment and training strategies. 
There has also been research about worker resistance and collective organisation in call 
centres. So far, studies about call centres in Turkey are focused on the basic 
characteristics of the work, as well as the effects of working conditions on workers and 
human recourses management strategies. However there are few studies about formal 
and informal resistance practices of call centre workers. 

One of these exceptions focuses on the informal collective responses of call centre 
workers in Turkey, analyzing the organizational experience of the Association of Call 
Centre Workers (ACCW) which is the first and only organization of call centre workers in 
Turkey. Using focus groups the emphasis was primarily on the motives of the founders 
and the members of the Association. The proposed paper for ILPC 2012 will seek to 
develop the initial findings. To explore the characteristics of informal collective action in 
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call centres, it is important to investigate the labour process antecedents. This includes 
the variants that capital is seeking from call centre labour power. For example, the 
technical, social and aesthetic skills (development of new skills) and emotional labour 
which are very dominant in the call centre labour process are effective on formation of 
resistance. The forms of control that management implements are also potentially 
determinative of call centre workers’ individual and collective action. 

However, in this context, it should be noted that mentioned study about ACCW 
constitutes a base for further investigation. So the conditions that generate the forms of 
dissent and misbehaviour underpinning the informal organization will be analyzed, 
alongside the consequences for the sustainability of new forms of organisation such as 
ACCW within the Turkish employment relations context. 

 

Under workers control: Occupying an alternative? Working-in and sitting-in at 
Briant Colour Printing and Imperial Typewriters 

Alan Tuckman (alan.tuckman@ntu.ac.uk) & Herman Knudsen 

A number of well publicised occupations, Visteon and Vestas in the UK (Gall 2010), at 
Republic Windows and Doors in the USA (Lydersen 2009), and others internationally, 
have led to renewed interest in this form of industrial action (Sherry 2010). Moreover, 
with the continuing rumbles of economic crisis, attention has been drawn to 
Argentina. Default on debt in 2001 led to a flight of capital with workers reacting with 
the ‘reclaiming’ of factories (Sitrin 2006, The Laval Collective et al. 2007). These 
occupations have led to some reflection on previous experience and particularly to the 
occurrences in the 1970s (Gall 2009). As well as an apparently greater willingness to 
resist redundancy and closure, and extending workers industrial tactic, there began to 
flourish an ‘alternative economic strategy’ rooted in socially useful production and 
workers’ co-operatives (Gold 2004; see also Ness & Azzellini 2011). 

Clearly parallels between the two periods can be drawn but with, apparently, 
fundamental differences. The 1970s represent a time when the post-war orthodoxy of 
the Keynesian Welfare State was increasingly being challenged by an emergent neo-
liberalism (Gamble 1988, Gold 2004, Hall 1979). The labour movement began to pose 
alternatives to dominant economic orthodoxy challenging the imperatives of capital, the 
cheapening and subordination of labour. A militant labour movement not just seemed to 
be able to challenge the exigencies of capital but also begin to articulate the basis of an 
alternative hegemony based around need. Challenging the implications of the market 
sale of labour power and the system of exchange moved workers into the articulation of 
alternatives to the dominant form of labour process. 

This paper examines two important occupations of the 1970s, Briant Colour Printing 
(BCP) in 1972-73 and Imperial Typewriters in 1975 and draws from contemporary 
interviews with participants and other records. While only three years distant BCP 
occurred very much in the wake of the UCS work-in during the Heath Conservative 
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Government while the  Imperial Typewriters occupation took place not just during the 
Wilson Labour Government but also during the period of Tony Benn at the Department 
of Industry; Benn who had marched with the UCS workers and was in the process of 
giving support to three groups of workers in occupation resisting closure so that they 
could establish workers’ co-operatives. 

These cases allow the opportunity to examine the background to the occupation, its 
development, internal organisation, and its outcome. In both cases there were strong 
links with the broader labour movement, and especially with London and Hull dockers. 
Such resistance was not universal with Imperial workers at their Leicester factory 
remained divided following a strike the previous year. BCP opened as a broader 
campaign centre, sustaining itself by printing materials for trade unions and left 
organisations, while Imperial Typewriters has been criticised for its insularity (Sherry 
2010). However, while this led to a work-in at BCP they rejected the idea of establishing 
a workers’ co-operative. In contrast, and in a rather different political climate, the 
Imperial trade union, before the occupation, produced a plan which suggested the 
establishment of a co-operative (Hull Union Action Committee 1975) although, as the 
occupation became increasingly protracted, they sought potential private capital to take 
over the factory. 

In that neither occupation ended with long term survival of jobs, let alone a radical 
economic alternative, we question whether we might consider these – and other – 
occupations as successes or failure. This question itself has also become important in 
rethinking labour strategy (Cohen 2011). 

 

Doing employee engagement: Third party intervention and the politics of 
workplace change 

Alan Tuckman (alan.tuckman@ntu.ac.uk), Lynette Harris, Derek Watling & Bernadette 
Downes 

This paper examines the “Innovative Workplace Project” (IWP) a pilot scheme run by 
the Advisory, Conciliation and Arbitration Service (Acas) in the UK and funded by the 
East Midland Development Agency (EMDA). The object of the project was to “tackle the 
management and leadership skills agenda head-on and … provide evidence of the need 
for managers and leaders to involve their workforces when planning and implementing 
change” (Acas nd.).   Starting in early 2009, and running for the subsequent eighteen 
months, the IWP was not only the most sustained intervention in organisational change 
carried out by Acas it was carried out in escalating recession, a change from Labour to 
Conservative/Liberal Democrat Coalition Government which heralded major changes – 
and cuts – in the public sector, as well as a growing management fashion for ‘employee 
engagement’ symbolised by the publication of the MacLeod Report (MacLeod & Clarke 
2009).  
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Ten organisations were selected from those that had responded to an initial proposal by 
Acas, representing a wide range of public and private enterprises, large and small, as 
well as manufacturing and services. In a few cases these were put forward by senior 
managers although more were proposed by managers of more junior rank, while in one 
case – at Brush Electrical Machines - the initial proposal was through the recognised 
trade union. In accord with some of the engagement literature (see e.g. Albrecht 2010) 
some – such as The Health Store - came forward because of some change which had led 
to ‘disengagement’ of employees, others - such at Caterpillar Logistics – because of low 
score of the site achieved in company-wide engagement survey, and at Northampton 
College and at the Strategic Health Authority, because of employee impact of external 
regulation. While some sought seemingly minor change – such as improvement in 
engagement survey score – others wanted more ambitious changes such as the greater 
coherence of divided workforce or the wider reengagement of a traditional workplace 
with the local community. In all cases, as the issues were explored, the changes became 
more complex and engaged the politics of the workplace. 

Two ‘gatekeepers’ were selected at each organisation to play a strategic and leadership 
role in the initiative and these gatekeepers underwent a short training program, 
accredited to ILM. Acas Facilitators were attached to each organisation and helped to 
formulate the support for the change program; this was often included establishing an 
employee survey or focus groups, and in all some form of employee forum or other voice 
mechanism. Regular structured meetings were held of the gatekeepers across the 
program – with UKWon appointed as delivery partner - with formal input, along with 
action groups where their experiences could be shared. The overall initiative was 
evaluated by a team of researchers from Nottingham Trent University (Harris et al 
2011) which constitutes the basis for this paper. 

The position of evaluator allowed the examining of change initiative at these ten 
organisations over a period of dramatic change. Through the period of the program two 
organisations, including Donnington Park which was seeking to host the UK F1 Grand 
Prix, ceased trading; because of change in government there was announcement of 
closure of the Strategic Health Authority as well as the abolition of the funding body 
itself with the future of Acas under question. The paper not only allows the examination 
of these cases of workplace change in the context of the recession, the nature of 
‘employee engagement’ as a management fad, it also explores the ‘advisory’ and 
pluralistic role of Acas when not only ‘unitarism’ dominates but when its own funding is 
under threat. 
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The German publishing industry in flux: Qualified service work between 
permanent employment, flexible work organization and precarious working 
conditions 

Markus Tuente (markus.tuente@uni-due.de) & Hannelore Mottweiler 

Recent shifts in the publishing industry towards online and digital products have led to 
fundamental changes. Traditional (offline) print based business strategies and well 
established organizational practices no longer guarantee economic success. New 
technological developments require new strategies of cross-media publication and 
costly adjustments to changing preferences of consumers of media products. For 
instance newspaper and magazine publishers operate in a shrinking market for printed 
newspapers and magazines, yet many still lack a viable strategy for generating revenue 
from their online operations. We argue that these structural changes are critical for 
employment practices in the publishing industry and also for the organization of work in 
media in general. Drawing from quantitative survey-data and qualitative case studies we 
demonstrate that the changing work characteristics in the publishing industry lead to 
contradictory results with regard to employment flexibility and stability. 

On the one hand we find surprising stability in employment relationships between 
publishing firms and core employees as well as to permanent freelancers. Due to their 
specific knowledge about clients, our results show that publishing firms are keen to 
maintain long term employment relationships not only to core employees but also with 
established freelance workers. Many freelancers can thus be regarded as equivalent to 
regular core employees. This, however, calls into question the theoretical distinction 
between internal and external forms of flexibility and also the distinction between core 
and peripheral workers based on employment status. On the other hand, we do find 
evidence for more wide-spread precarious working conditions. For instance collective 
wage agreements are increasingly undermined by the use of precarious forms of 
freelance work which allow employers to cut labor costs. In addition, a decline in the 
quality of work offered in the publishing industry is also visible with regard to work 
organization: Work schedules have intensified massively in the course of recent years 
and this affects job quality negatively especially with regard to workers’ work-life 
balance. 

In sum, we find that changing consumer and client preferences are critical for both 
employment flexibility and employment stability. While core employees and permanent 
freelancers still benefit from permanent employment practices there is an overall 
decline in job quality and a growing polarization between different groups of 
freelancers. 
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Skill, the complicated ingredient of the work process: Challenges with its 
measurement, determination and supply 

Thembinkosi Twalo (ttwalo@hsrc.ac.za)  

The expression, ‘if you cannot measure, you cannot control’ aptly captures the essence of 
the scientific management principles. The application of scientific principles in the 
labour process for the enhancement of economic efficiency which translates to 
maximised labour productivity has, however, proven to be challenging as labour is not a 
linear process. This paper seeks to demonstrate that the labour process is intricate and 
transcends scientific principles like observation, measurement and analysis. It further 
depicts the pitfalls associated with the simplistic conception of skill. It is common for 
employers to overestimate or underestimate the skills required for undertaking certain 
tasks and a classic example is the employment of chartered accountants to do work that 
less qualified people could do and this has been raised as a dynamic in the skills 
shortage debate (Van Zyl 2008). The case of conflicting voices between the South African 
Institute of Chartered Accountants (SAICA) and employers with regard to skills status 
quo demonstrates the skills dynamics. SAICA holds that there is skills paucity 
while some employers observe that there are enough or even too many chattered 
accountants (CAs) consequently a number of them are struggling to find jobs, hence they 
take long to be employed or settle for less. It fact, the FASSET Case Study 2011: Skills 
Development for the Financial Sector report reveals that the CA qualification has now 
become an elitist qualification with CAs being fastidious about who to work for. The 
elitist hallmark of some qualifications, Ndzimande 2011 argues serves as a gate-keeping 
device that makes it difficult for new entrants to join the profession thus pushing the 
salaries of the insiders high because the system has been designed to appear to be 
experiencing skills shortage. Such dynamics adumbrate the skills status quo and 
negatively affect skills development and planning. The consequences of planning from 
an unclear position are dire and economic under-performance, graduate unemployment, 
skills shortage and skills excess are just some of them. 

This paper appreciates the role of the positivist view of skills, but due to its limitations, it 
demonstrates the wisdom of shifting away from it. The human capital theory 
predominantly perceives skill in economic terms thus only recognises the narrow skill. 
Broad skill, on the other hand, also recognises the non economical aspects of skill 
formation and non linear nature of the labour process. Several scholars who have 
discussed various aspects of the non linear and non economical aspects of skill 
formation include Bourdieu (1997), who foregrounds cultrural capital, Blackmore 
(1997) who foregrounds social capital, and Ingbretsen (2011) who foregrounds 
reputation capital. 

Bourdieu (1977) argues that skill formation cannot only be attributed to formal 
education as the human capital theorists do; it is also a result of cultural capital to which 
family background, race, gender, ethnicity, personality and geographical area play a 
significant role. For this reason, the cultural value of credentials compromises the 
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claimed fairness in the recruitment process since culture is not neutral, so making an 
assessment of a culture that you either do not understand or do not belong to 
compromises the reliability and validity of the recruitment process as it is not practical 
to suggest that for recruitment purposes, applicants should be assessed by people of 
their culture.  

Blackmore (1997) perceives the human capital structuralist-functionalist view of linear 
education-work relationship as out of touch with reality. She points out that the human 
capital theory overlooks the fact that skill is a social construct, hence its a-historical and 
gender blind view of the education-work relationship. In light of the lack of clarity on 
what ‘skill’ really is and the multiple factors which form it, she disputes the positivist 
view which holds that skill is technical and therefore can be measured. 

Ingbretsen’s (2011) description of reputation capital as “the brand your name carries – 
the sum total of your good name, good works, and your history” amplifies the challenge 
of defining ‘skill’ as it includes public perceptions of one’s trustworthiness, popularity, 
authority in the field, ethics, integrity and resilience. It is subjective and prone to bias 
because gaining people’s trust, for instance, is subject to a number of things which 
include appearance, gender, race and age. At the Goedgedacht Forum for Social 
Reflection (2004, 4), it was confirmed that people “whose eyes are brown with dagga ... 
get marginalised” and struggle to get employment because potential employers find it 
difficult to trust them. This is the same kind of perception many ex-offenders get 
because some people find it difficult to remove the prison stigma from them and this 
explains why the probability of reoffending is high among ex-offenders in relation to 
non-offenders (Bierens and Carvalho 2011).  

 

Workload, Flexibility and Work Suffering in Japan 

Edson Urano (uranoster@gmail.com)  

In this presentation, we will address a central trend of contemporary labour in Japan: 
the different ways changes in the labour market have affected the lives and work of 
those who are at the margin of the system. Our purpose is to analyze the case of workers 
who have been allocated, for whatever reason, at the bottom of the production system as 
temporary workers and/ or migrants, or were shaken out of firms due to structural 
changes, which resulted in the loss of their positions as core workers. Finally, we will 
highlight those who have been part of an “anomic” contingent of people who stay at 
home, those long-term reclusives who remain apart from the community at large, the so-
called “hikikomori”. In different ways, these groups have been victims of a malaise of our 
times, a new type of work suffering due to globalization and flexibility. What do the 
experiences of these groups tell us about contemporary Japanese society? Are their 
problems interconnected? Can anything be derived from their experiences , which can 
help us shape the future of work in Japan? These are some of the questions we will 
address in our presentation. 
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Small companies and the prevention of occupational hazard: the efficiency of 
collective action 

Eric Verdier (eric.verdier@univmed.fr)  

Health and safety at work is now one of the most important aspects of EU policy agenda 
on employment and industrial relations problems; it is also a crucial theme at national 
level, for instance in France with a governmental planning which was launched in 2005 
at national and regional levels. 

It is well know that some categories of workers are overexposed to occupational risks: 
young workers, employees with precarious jobs and more generally employees of SMEs. 
This lack of preventive action typically falls to a series of causes: the risk is more often 
seen as an essential component of the occupational identity; awareness of the danger is 
dependent on direct confrontation with a serious accident and in his absence, the statu 
quo seems justifiable; responsibilities tend to be released on individual behaviour and 
attitudes; the cost of accidents and work stoppages is widely underestimated. In 
addition, in the French case, pricing principles of the branch "occupational accidents" 
Health Insurance below 10 employees are not incentive to invest in prevention. 

Beyond these well known dimensions, this paper deals with the institutional and 
organizational factors in very small companies (less than 20 employees) which 
strengthen or weaken the prevention of occupational hazards and more particularly, the 
factors which are facilitating the absorption of public regulation and collective rules in 
this domain.  

Considering two industries (auto repair and hotels – restaurants) where the proportion 
of unstable jobs, young apprentices and migrants workers are high, the paper is arguing 
that the quality of specific collective action at local level - which is linked labour 
inspectors, employers and unions - is crucial in order to stimulate the capacities of very 
small companies to put efficient systems of worker protection. More precisely two 
dimensions of policy making and collective action are important: the continuity of the 
expertise services in order to favour organizational learning amongst employees and 
employer of each firm; the flexibility of the collective action in order to take into account 
the heterogeneity of very small companies in terms of relations with employees, of 
services quality to customers, of management models.  

 

Just in Case? Developing Single Case Studies for Critical Realist Labour Process 
Researchers 

Steve Vincent (sv@lubs.leeds.ac.uk)  

This paper will consider the methodological consequences of a movement towards 
Critical Realism amongst many labour process researchers. Specifically, one of the most 

mailto:eric.verdier@univmed.fr�
mailto:sv@lubs.leeds.ac.uk�


152 
 

used methods within this tradition, the single case study, will be explored. This method 
concentrates on a unitary object of analysis, typically a department, a firm, a supply 
chain, a sector or some other substrate that is considered to be of independent analytical 
significance in either containing or influencing some aspect of the labour process. The 
objective is to “discover” how and why the labour process evolves in the case in the 
observed way and not differently, with the goal being to shed new light on workplace 
relations in manner that others find useful.  

Sources used to justify and develop case-based research are often informed by social 
constructionist, empiricist or comparative perspectives. These positions can be 
contrasted with much of what is written by labour process researchers, who frequently 
derived research outputs from a single case and in a manner that is more or less 
explicitly critical of both strong forms of social constructionism and strong forms of 
empiricism. Instead of strong forms of social constructionism, which reduce outcomes to 
discourse and subjective preferences, many labour process researchers argue 
substantive knowledge of an extra-discursive or material world can be accessed 
empirically. Instead of strong forms of empiricism, which posits that we can only know a 
world we can measure or observe, many labour process researchers acknowledge the 
independent role of theory in (re)constructing and developing explanations of events. In 
short, it seems that a materially and theoretically informed methodology for the single 
case is badly needed. 

This paper will use a combination of existing approaches, each of which is either 
explicitly Critical Realist or more broadly consonant with it, to explore the single case 
study method. In line with Critical Realism, it will be argued that the universe is best 
viewed as an open system of stratified entities. Following from this, it is useful to 
identify any case as “a thing” or entity that is constituted of processes and powers that 
are “its own”. In short, its processes and powers are not reducible to its constituents but 
are a property of the relations amongst them. Nor are its processes and powers entirely 
determined by the processes and powers of some broader “system”. Arguably, this is 
consonant with “Core” labour process theory, which views the labour processes in terms 
of their relative autonomy.  

Once identified in this way, any case study can be considered in terms of its processes 
and powers for how the specific manifestation of the case affects ‘other’ processes and 
powers within and beyond the case itself. They can also be studied in terms of their 
susceptibilities to other processes and powers both within and beyond the boundaries 
of the case under investigation, such where a specific policy or strategy agendas alter 
labour process outcomes. The objective or target of analysis comes to be to that of 
developing a better understanding of the interplay between levels of reality.  

The paper will go on to explore the implications of these commitments for the single 
case method. Special attention will be given to outlining the methodological 
consequences of Critical Realism as an approach to theory, as a perspective on social 
reality and as an emancipatory research agenda.  



153 
 

According to Critical Realism, abstract theories have an essential role in (re)constructing 
knowledge of reality. More specifically, they facilitate knowledge of “deep” processes 
and powers which are frequently difficult to observe directly. This more theoretical 
approach is necessary because events at one level, such as observations about the 
normative deportments of actors within an organisation, may obscure and connect 
indirectly with influences that exist at another, such those associated with labour 
markets, supply-chains, institutional regulations or other extra-discursive influences on 
labour processes. However, this does not mean that these influences cannot be accessed 
by reflecting on patterns of empirical events.   

In this area, it will be argued that Burawoy’s ‘extended case method’ offers a useful 
approach that is both consonant with Critical Realism and helpful in this area. This 
approach emphasises the unbounded character of empirical practice, the need to look 
“beyond” the particular case in order to theorise outcomes in terms of their contextual 
relations, and the role of the researcher as an active and reflexive participant in the 
setting.  

Archer’s work on “realist social theory” will be used to explore single case studies as 
social structures and the consequences of this conception for research practice. Her 
work suggests it is important to consider case studies in terms of their broader 
contextual antecedents (via data about structural conditions such as labour markets, 
regulations and cultural norms, etc.), their specific structural manifestation (via 
organisational data about how many of who, doing what, where and how often) and 
agential dispositions (via subject data about values, attitudes and deportments, etc.). By 
exploring the recursive interactions and fractures between multiple levels of structure 
and agency, space is created to make novel discoveries about the particular articulation 
of specific labour processes, as well as how these evolve according to theoretical meta-
logics that are not reducible to constituent parts but a condition of the relations between 
levels.  

Arguably, this analytical movement is likely to result in novel forms of insight which 
transcend or break with existing ‘lay’ and scientific knowledge, suggesting alternative 
“truths” and new ways of conceiving of events. The outcome, which is consonant with 
Bourdieu’s notion of the ‘epistemological break’, is the use of the single case method to 
development of new forms of potentially useful concepts and models that, when 
deployed in accordance with a reflexive model of social science, may have emancipatory 
potential across broader social formations. 

 

Rise, Demise – and Resurrection? Front Line Managers in Contemporary 
Workplaces 

Adrian Wilkinson (Adrian.wilkinson@griffith.edu.au), K.Townsend, R.Russell 

The evolution of front line manager positions has been well documented by labour and 
business historians as well as by sociologists. Within Anglo-American settings there is 
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general agreement that what would later become known as the foreman’s position had 
its origins in early systems of industrial sub-contracting or the internal contract system, 
whereby skilled artisans would hire and direct their own workforces, whilst setting 
them to work on the fixed capital of a third party (Gospel, 1983). This system of 
managing labour persisted well into the 19th century, prevailing in post civil war 
American manufacturing industry (Clawson, 1980) and somewhat later still in the UK 
(Littler, 1982) and has faced many changes since that time.  

The shift to foremanship proper represented a change in the social relations of work, a 
deepening of the capital/labour relationship more than an alteration in function or in 
the labour process per se. In other words, emerging foremen carried out more or less 
the same functions as contractors formerly had. Edwards (1979) has theorised this as a 
system of hierarchical control, while others have referred to the ‘foreman’s empire’ 
(Montgomery, 1989) and even to the ‘czars of production’ (Clawson, 1980). Each of 
these designations refers to the substantial powers that foreman, like internal 
contractors before them, exercised in the workplace. Such authority typically included 
prerogative over hiring, promotion, evaluation and discipline up to and including 
dismissal (Edwards, 1979).  

Throughout the middle decades of the 20th century the ‘supervisor’ became somewhat of 
a career trap as educated, qualified specialists found route to management positions, 
while the skilled craftsperson found an organisational plateau on a level below 
‘management’ (Child et al, 1983). Following their high status prior to Taylorisation, 
supervisors were now becoming the proverbial ‘meat in the sandwich’ – unable to make 
decisions of major substance, taking directions from superiors who were likely to know 
little about the skills and pressures required to perform the production work while 
confronted with the task of managing employees who now saw the supervisor as ‘one of 
management’ (Child and Partridge, 1982).  

There has been a great deal of research focusing on the person employed to ‘manage 
labour’. A common theme within this research is the changing nature of the role from 
one of an overseer, to one of a manager with a larger role in administrative 
responsibilities and more substantial people management duties (see for examples: 
Storey, 1992). To contribute to the ongoing question debate surrounding the current 
and future role of the Front Line Manager, this research uses a comparative case study 
method to illuminate those aspects of the role that are consistent and different with 
previously published work. Based on three case studies which incorporated more than 
100 interviews and document analysis, we argue that the role of FLMs remains a critical 
part of organisations and production, however that critical to fully understanding these 
roles are contextual factors both internal and external to the organisation. 
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Spaces of mobilization: globalization and the transformation of labour conflict 

Steve Williams (Stephen.Williams@port.ac.uk)  

This paper is concerned with theorizing the nature and dimensions of labour conflict in 
a globalizing world, and with the implications that arise from this for policy and 
research. Although the moderating impact of national-level institutions and the 
persistence of diversity has been acknowledged, given its adverse consequences for 
workers’ bargaining power globalisation is generally associated with the diminution of 
labour conflict, in particular by contributing to falling levels of strike activity around the 
world. The focus of this paper, however, is on the ways in which labour conflict has been 
transformed by globalisation. Drawing largely on secondary sources, but taking in 
evidence from around the world, it examines how new modes of contention have risen 
to prominence as workers mobilise collectively to contest the effects of neo-liberal 
policies, and attests to the changing spatial dimension of labour conflict under 
globalizing conditions.  In so doing, the paper questions the assumption that 
globalisation has led to an irrevocable decline in labour conflict. For one thing, there is 
evidence showing that the incidence of strikes is marked by an important cyclical 
dimension. More importantly, though, the paper examines how globalisation has both 
helped to produce, and influenced the nature of, labour conflict around the world, 
particularly in newly-industrialising countries. It considers how workers’ struggles are 
increasingly informed by, and evident in, broader social and political contention, for 
example, alongside, or as part of, broader social movements. This is particularly 
apparent in mobilizing efforts that challenge the enactment of neo-liberal policies. The 
paper not only points to the importance of alternative modes of labour contention, other 
than strikes, such as direct action and forms of public protest, but it also highlights the 
changing spatial dimension of labour conflict under globalisation. Traditional forms of 
contention, namely strikes and other forms of industrial action organized by unions, 
tended to be rooted in the workplace. Globalisation is helping to transform labour 
conflict by helping to produce new spaces of mobilization. This is particularly evident in 
efforts by working people and their organizations to take control of public spaces, 
including streets and prominent civic buildings. There are some important implications 
for theory; too much comparative and international work in this field remains 
dominated by the analysis of strike trends, when labour conflict needs to be 
conceptualized more broadly, to encompass new and emerging modes of contention 
which have come to the fore under globalizing conditions. Since there is much to be 
learned from the innovative mobilizing activities of workers in newly industrializing 
countries, there are also policy lessons for labour movements in the advanced capitalist 
economies. Finally, in reasserting the centrality of labour conflict in the contemporary 
world the paper contributes to, and helps to develop, a research agenda which 
recognizes the role played by labour as an active, collective agent in producing 
globalization. 
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Financialization of Construction Work 

Sally Wright (sally.wright@sydney.edu.au) & Mike Rafferty 

Thompson (2011), developing what he terms a theory of disconnected capitalism (DCT), 
cites broad support of the argument that “financialization in the economy has led to 
divergent work and employment demands and weakened capacity to sustain 
collaborative, progressive practices”. In particular DCT gives a focus to patterns of 
connection and disconnection in the inter-related spheres of governance, competitive 
pressures, employment relations and the labour process. The role of finance in this 
connection and disconnection process represents an exciting new turn in labour process 
theory. This paper applies the DCT framework to relations between capital and labour in 
the Australian building and construction industry. Empirical research conducted in 2011 
with construction workers, trade union officials and representatives from building 
employer associations about ‘sham contracting’ arrangements in the Australian building 
and construction industry is drawn upon. The Australian building and construction 
industry has long had a joint production process, in which pyramid sub-contracting 
prevails. However, new financing models in the industry, in which head contractors have 
become part project manager and part risk-managing financial institution, have changed 
the connections between construction and finance with direct implications for the 
labour process. Work is increasingly contracted and paid for based on task and output 
rather than time and shifted many risks previously borne by capitals in construction and 
finance to labour. The paper outlines the effects of these changes in terms of their impact 
on the forms of labour contract, site governance, worker voice and occupational health 
and safety. 

 

International labour management in Chinese MNCs and the Implications for 
Chinese Outward Investment in Current Economic Conditions 

Miao Zhang (ku13171@kingston.ac.uk) , Huiwu Pang, Yiling Wang & Christine Edwards 

The current uncertain global economy is providing both opportunities and risks for 
Chinese firms to reach foreign markets. Although Chinese MNCs have been operating 
overseas over 50 years, the dramatic growth only take place in recent 20 years. There is 
the research that has been done around the competitive strategies used by Chinese 
companies (e.g. Ragmen 2001; Rui and Ying 2003).  However, very little research has 
explored the international labour management  used by these companies and how these 
processes are affected by their business strategy and national context. Using case studies 
in four Chinese MNCs operating in developed companies and two in developing 
countries, we will demonstrate what HRM strategies and practices used in these 
companies and Chinese managers’ experience in their internationalization process. We 
will also explore that how different factors influencing their HRM practices in different 
contexts, and what labour amagement in current uncertain environment.   
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Analysing occupational work: the content, context and lived experience of 
contemporary medical and legal secretarial workers 

Debora Zuin (dzuin66@gmail.com) & Patricia Findlay 

There has long been recognition of the significance of occupations and occupational 
work as “…among the main mediators between the individual and society” (Krause, 
1971:1) and as representing “… a meaningful focus in the lives of many people” (Lee et 
al, 2000:799). Correspondingly, there is a voluminous and long-standing academic 
literature on occupations that spans economics, psychology, sociology and organisation 
studies. There is also a wealth of contemporary studies of specific occupations and 
occupational groupings such as professional workers (for example, Watson, 2002; 
Muzio, 2010) care workers (for example, England, 2005; Findlay et al 2009); technical 
workers (for example, Barley and Kunda, 2001; Barley, 2005) and retail workers (for 
example, Grugulis and Bozkurt (eds) 2011). While generating much insight, many of 
these studies are driven by an interest in specific occupations rather than in 
occupational work per se. 

Distinct disciplinary approaches have made a significant contribution to our 
understanding of occupations. Studies in economics have advanced understanding of the 
relationship between human capital, occupations, income and social mobility. Studies in 
social psychology have pointed to the way in which occupational experience influences 
work socialisation, work roles, aspiration, job satisfaction and commitment. Studies in 
sociology have been hugely influential in uncovering the gendered and racialised nature 
of occupational life, while studies in organisation studies and industrial relations have 
identified the role of occupation in collective organisation.  

Labour process analyses (LPA) of occupations have made their own significant and 
distinctive contribution to our understanding of occupations, particularly in relation to 
the nature and content of occupational work itself, the skills and knowledge required to 
engage in particular occupations, the degree of control and autonomy afforded to – or 
won by – occupational workers, and the forces influencing occupational work and 
workers at both macro and micro levels. Until recently, however, labour process 
accounts have paid relatively less attention to the subjective experience of work, 
although recent discussions of identity have begun to redress this emphasis (Webb, 
2006; Marks and Thompson, 2010). As yet, however, there is little empirical research 
from a labour process tradition which combines strengths in understanding the nature 
and context of work with individual experiences of occupational work. 

This paper argues that there is now a need for a more holistic approach to the analysis of 
occupations within LPA which, following Abbott’s earlier work on professions, 
recognises occupations as ‘full social entities’ comprising tasks, people and organisation. 
Such an approach maintains, crucially, a focus on the nature and content of occupational 
work itself and on the context in which that work takes place, while combining this with 
a better understanding of how individual workers locate themselves within, and make 
sense of, occupational work and experience. The paper applies a holistic approach 
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encompassing the content, content and lived experience of work to an empirical study of 
medical and legal secretaries. Their occupational content is examined in terms of their 
knowledge, skills, qualification, tasks, practice, interpersonal relations and task 
discretion. The context of their occupations is examined in relation to their 
organisational location and degree of formal and informal collective organisation. To 
understand their lived experience, the study examines their routes into secretarial work, 
how their work informs and is informed by their personal identity and the outcomes of 
their efforts. The paper concludes by assessing the merits of the holistic approach to 
understanding contemporary medical and legal secretarial work. 
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Responses and Outcomes of Corporate Change Management – a Case Study of 
Inventory 

Raman Anuratha (raman_2627@yahoo.co.uk)  

Management’s attempts to -we -can’ and the challenges posed by the changing political 
economy of the labour process and employmentmanagement’s lean measures on 
inventory. If the experience of management were considered as relations in 
manufacturing in India, affected further by global economic fluctuation.  

Second, inspired by Tony Watson, Critical Realism and drawing primarily from my 
ethnographic data I hereby demonstrate, that managers and workers are not passive 
recipients of the measures and discourses of lean manufacturing. Managers and workers 
in my case-study plant used different vocabularies and coping mechanisms to respond 
to plant-an active interpretative process wherein agents constantly interpret and revise 
their tactics at their workplace, then the formulaic certainty by which both managerial 
and labour process literature, deduce the outcomes of participation and empowerment 
of lean manufacturing measures on managers and operators, needs sociological 
reconsideration.  

Third, my findings here argue that the adaptation of repertoires of lean manufacturing is 
pragmatic, selective, piecemeal, temporal, and contingent upon considerations of 
context and primarily geared towards the balance-sheet. I show that corporate-
management have many options such as automation, modularisation of production etc, 
to realise profitability in contrast to the literature on the effects of lean manufacturing 
viewing it as top-down, idealised and as the only silver-bullet capable in realising 
management strategy. 

Studying the inventory management process illuminated the difficulties of plant-
management in implementing change management because of: - competing priorities 
between different middle managers and across departments, systemic short-comings in 
accounting inventory that precipitated tensions and resistance to change-management 
from white-collar workers. Furthermore, the problems of managing inventory 
highlighted the underlying social divisions within different generations of managers in 
the hierarchy. The recession that began to be felt in late 2008, which as a fieldworker I 
was well positioned to observe, exacerbated the conflict between long-term 
transformative goals of corporate strategy and immediate but incumbent requirement of 
contingency inventory management to meet production targets. 

Research implications from this presentation: First, explication of this data brings out 
the similarities and difference in outcomes evident in the literature and the Indian 
context between analytic debates in organisations starting from Harry Mintzberg on 
changing formulations of corporate strategy, sociological-perspectives on consequences 
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of control, participation and lean manufacturing; implement facets of lean 
manufacturing to increase efficiency of inventory management in the firm, reduce 
expenditure and the inventory it held by expecting from its employees ‘Kaizening’, 
troubleshooting, participation and the spirit of ‘together  

This write-up evaluates the attempts of corporate level management to effect change 
management in an automotive manufacturing plant in Southern-India. Contents of this 
change management strategy comprising of lean manufacturing measures were 
premised upon prescriptions of a management consultancy and Japanese lean 
manufacturing literature. It was initiated in 2006, and was an on-going project whilst I 
was doing fieldwork from late August 2008 to late June 2009. The data is drawn from 
my ethnographic case study of an Indian automotive industry plant conducted over 10 
months in 2008-2009, with a further visit in January 2011. I from my fieldwork data will 
unpack, competing organizational discourses through a case study of corporate-change. 

 

Workers’ response to the implementation of WCM at the Melfi Fiat plant in Italy 

Giuliana Commisso (g.commisso@unical.it)  

World Class Manufacturing (WCM) introduces new spatial and governmental issues to 
the problem of lean production in the automobile industry. To explore such issues, I 
examine the recent project implemented by Sergio Marchionne, manager of Fiat and 
Chrysler.  

In spatial terms, this project anticipates the gradual introduction of WCM to all Fiat and 
Chrysler-controlled plants around the world, in order to intensify the command on the 
conditions of production that in turn impacts upon the array of satellite industries.  

In governmental terms, this project has taken shape by bypassing governments, political 
parties and trade unions with the aim, as Marchionne himself clearly and brazenly 
indicated in a meeting with the president of the U.S. autoworkers union, of moving away 
from a “culture of rights” towards a “culture of poverty”. For the time being, it has meant 
trading the retention of the workforce for the redefinition of work conditions, as well as 
the establishment of a new wage system based around a reduction of rights and a 
reorganization of the conditions under which the work force operates. 

In the case of Italy, by withdrawing from Confindustria (the national organization of 
business leaders), Marchionne has freed himself from the obligation of applying the 
national collective contract, which has been replaced by a specific contract for the auto 
industry. This substitutes elected workers’ representation with representation 
nominated only by those unions that sign the contract, and introduces clauses of 
disciplinary responsibility for individual workers in the event of strike or protest action.  

My research concerns the response of workers to the ‘Marchionne project’, and, more 
specifically, to the implementation of WCM. WCM is centred on cost deployment, a 
methodology that aims to identify and eliminate activities that do not produce added 
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value. Connected to this is a particular method of time calculation – Ergo-Uas – that is 
based upon the redefinition of ergonomic workloads that result from the new 
organization of workspaces and upon a computerized system of time calculation that 
structures the work cycle and workers’ movements exclusively to the goal of maximizing 
productivity. The end result is that each productive unit is transformed into a profit unit, 
which subsequently leads to direct or indirect competition with others. For workers, this 
ultimately translates into a choice between the intensification of exploitation and the 
loss of work. 

This paper analyzes the effects of WCM upon the workers of the Fiat plant in Melfi, 
Southern Italy, by drawing on interviews with workers, trade unionists and managers. It 
highlights the difficulties facing workers’ mobilization in a situation where general 
interests are made to coincide with the technical and productive interests of the 
company. Both conflict and negotiation, in fact, appear to give way to voluntary 
submission in exchange for investments and jobs. 

 

Different Perceptions of Lean in Office Design 

Christina Bodin Danielsson (christina.bodin.danielsson@stressforskning.su.se)   

Lean management historically coming from the production industry has been 
introduced to other sectors of working life in order to free up time and secure efficiency. 
The introduction of the Lean concept in offices, the physical work environment for a 
majority of the work force in the western world, has only been a matter of time (Brill, 
Weidemann, Alard, Olson, & Keable, 2001; Duffy, 1999). This, combined with the fact 
that full-time employees spend approx. 40% of their waking hours at work emphasizes 
the importance of examining what Lean is in an office context. What Lean means in this 
context is there however different perceptions of. There are two main perspectives to 
what a Lean office design is. One of the perspectives applied a management approach 
influenced by Taylor and scientific management (Taylor, 1985) that advocates a 
minimalistic office design in which the individual is not to leave any personal footprint. 
A Lean designed office according to this approach implies e.g. that: a) personal attributes 
are taken away from the individual workplaces or from the work place as a whole and 
only working material directly linked to the work is allowed, b) management marks 
clearly that it is the one who decides how the office will be designed and used by 
employees, and finally c) a "standardization" of the office design is aspire to the extent 
possible. This includes not only furniture and kitchen design and facilities, or plan layout 
and the amount of rooms with different functions, but also FM-facilities and use of ICT-
systems. A standardized approach to office design, where a rational and impersonal 
approach to the individual workstation and the office as a whole is applied, aims to free 
up time and clarify the focus on professionalism in the business that in the end will lead 
to greater efficiency. This means that individuals and departments are not the 
controlling factors, instead is a common standard that meets the needs of the 
organization designed, and this must be kept (Duffy, 1999; Tapping & Shuker, 2002).  
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The second approach to Lean in office design means that instead of emphasizing 
rationality is the focus on problem solving and learning organization in order to shorten 
lead times and free up time (Emiliani, 2008). An office environment that focuses on this 
part of the lean must therefore promote learning, knowledge and creativity by its office 
design in the author´s opinion. An office in this spirit should accordingly support both 
individual and team. Here, is therefore instead the office design’s ability to meet the 
need for various activities within the office as a whole important, so called “activity 
based offices” (Becker, 2004), but also the individual’s need for personal control (Averill, 
1973). The latter factor is highly related to a ability for privacy (Haans, Kaiser, & de Kort, 
2007) as well as personalization (Scheiberg, 1990). Research has found a possible 
connection between choice of office type and personal control, that can explain 
differences in job satisfaction and health, but also environmental satisfaction among 
office employees (Bodin Danielsson & Bodin, 2008, 2009). 

 

« Lean » and actually existing « productive models » 

Michel Freyssenet (mfreysse@club-internet.fr)  

The paper first recalls the structural differences between systems often regarded as 
equivalent: the Toyota Production System described pat T. Ohno, the Toyota system 
actually existing, production systems of other Japanese firms, the lean production 
theorized by Woomack et al., and the ideological and practical use of Japanese methods 
and of "lean" by consultants, by some companies and public services for 20 years. The 
idea of a dominant paradigm in practice is thus questioned. The transformation of "lean" 
as a result of the precepts of the "new economy" is underlined. 

The article goes on to show the contradictions between the "lean" and the different 
profit strategies of firms, and with the employment relations on which the public 
services are based. That is why the "lean" fails frequently to restore the profitability of 
firms and to improve the service to the public. 

How, then, characterize the evolution of production systems? This requires to renounce 
the vision of industry developing by stages characterised by a productive model. It 
should also renounce an analysis made in terms of similarities or differences from a 
canonical model. Based on an analysis of the results of firms, of their profit sources and 
of their "government compromise", the author shows, in the case of the automotive 
sector, there are three performant productive models and also a lot of companies 
incapable to find and to convince the stakeholders and specially the employees to 
implement consistent means with their profit strategy. Therefore, the work cannot be 
studied as if it was submitted to the same requirements during a given period. The 
article highlights the different stakes, intellectual contents and conditions of work, 
under apparent similarities of practices and discourses. 
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Between ‘Lean’ and ‘Reflective’ Production: The Case of Toyota Motors Thailand 

Ian Hampson (i.hampson@unsw.edu.au) & Thunyalak Weerasombat 

The Toyota Production System (TPS), most often known as ‘lean production’, has been a 
controversial concept. Although Toyota itself introduces the TPS as an interrelated 
system where optimum efficiency is achieved through the practices of Just-In-Time (JIT) 
and jidoka (the defect-preventing system) with ‘full utilisation of worker capacity’, there 
remains no consensual checklist of what makes a particular production system ‘lean’. As 
New (2007) argues, this makes discussion about the implementation of the TPS highly 
problematic.When is ‘lean production’ really ‘lean’? If a list of characteristics is taken to 
be constitutive of ‘lean production’, yet in a particular case one or more of these is taken 
to be missing, is the resulting production configuration ‘really’ an instance of ‘lean 
production’? The first object of this paper is to propose a conceptual framework to make 
some sense of this.  

A dominant point of view associates ‘lean production’ with negative effects on workers, 
but Toyota itself, in an interesting period of experimentation in the 1990s in certain 
plants, adjusted its production system to emphasise Quality of Work Life 
(QWL). Although apparently contradictory, this was not as radical a change as may be 
imagined, since certain ‘forgotten’ TPS production concepts (Hampson 1999) emphasize 
the importance of treating human resources with care – although the extent to which 
such prescriptions are followed varies with different societal and market conditions. The 
resulting version of the TPS some have labeled ‘post-lean’. Taking this up, some scholars 
even go as far as to argue for a kind of ‘convergence’ based on the Volvoist ‘reflective’ 
production model. 

The second objective of the paper is to address such questions in the context of an 
empirical investigation of the characteristics of the TPS implemented at Toyota Motor 
Thailand (TMT), the third largest production base of Toyota in Asia. There are few 
studies of the TPS in Asia, and none that we know of in Thailand (although there are 
some studies of ‘Japanese management practices’). 

The paper aims to locate the TPS at TMT on a conceptual framework we devised for the 
purpose, between two ‘ideal types’ of production systems – ‘lean’ and ‘reflective’ 
production.  Based on a wide range of interviews and plant visits, this paper argues that 
the form of TPS at TMT falls in between ‘lean’ and ‘post-lean’ versions. Rejecting 
questionable convergence models, a related stream of literature insists that the form 
taken by the TPS in any particular national institutional environment reflects that 
environment’s ‘societal effects’, along with ‘system’ and ‘dominance’ effects. In some 
respects the institutional environment in Thailand appears conducive to harsh, ‘lean’ 
versions of the TPS. Yet, perhaps surprisingly, some of the above mentioned ‘post lean’ 
characteristics are identifiable at TMT. 
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Skills and Control in the Toyota Production System: The Case of Toyota Motor 
Thailand (TMT) 

Ian Hampson (i.hampson@unsw.edu.au) & Thunyalak Weerasombat 

The debate around the nature of ‘skills’ requirements of the Toyota Production 
System (TPS - aka 'lean production') has been conducted in the conventional blunt 
dichotomous ‘high’ vs ‘low’ terminology. Those who argue the TPS requires ‘high’ skills 
point to the way workers handle many work processes, engaging in Kaizen, and invoking 
analytical and problem-solving skills. The opposite view points to the short-cycle work 
and fragmented tasks which represent a mere multi-tasking – not multi-skilling. This 
paper argues that, as has been noted in labour process theory, the definition of ‘skills’ 
has expanded to include characteristics employers find desirable – right ‘attitudes’ and 
‘behaviour’ (eg Lafer, 2004). The research has identified how such loosely defined ‘skills 
of compliance’ play a specific role in TMT’s performance management system. Desirable 
worker characteristics, specified in what is called the ‘Toyota Way’, are built into 
performance criteria and competence definition, thus facilitating management control of 
labour. Workers with the ‘wrong’ attitudes can be defined as unskilled, and performance 
managed accordingly. Yet even this vocabulary does not adequately capture the way 
concept of ‘skills’ is used in the TPS. The concept of ‘skills’ includes not only ‘technical 
skills’ and ‘skills of compliance’ but also less easily specified skills of ‘coordination’ and 
‘work process awareness’. The paper shows how conceptual resources drawn from 
developments in the debate over service sector skills can facilitate understanding of the 
skills at use in a lean complex manufacturing environment.  

The empirical research the paper reports consists of interviews with key management 
figures and union representatives, as well as of plant visits to the three Toyota assembly 
plants in Bangkok, Thailand. The research is significant because studies of the 
implementation of ‘lean production’ or the TPS in Asia are rare, and in Thailand (as far 
as we know) previously nonexistent. 

 

Lean production and the Swedish trade unions – a battle for influence 

Stina Johansson (stina.johansson@ltu.se)  

Today, lean production plays the role as the leading management philosophy within 
Sweden, inspired by the results that, particularly, the car industry has showed. Lean is 
now spread into different areas such as health care, finance, building, public sector and 
so forth, with an academic interest at its peak. The concept as such is thus widely 
researched; financial, technical, psychological, ergonomic and social aspects are uplifted 
and discussed together with examples from performed implementations. What seems to 
be lacking is research concerning leans influence on the trade unions, an important actor 
within development processes. 

Originating in the Saltsjöbaden agreement (1938) the Swedish trade unions hold a 
somewhat unique position, with a legislative right to take an active part in the 
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development of the industry and trade. This has created a system that in many cases has 
been seen as a role model for other countries to follow. Swedish trade unions are today 
facing the same challenges as many other countries already have experienced; Sweden 
still has a high unionization degree (71 per cent in 2010) but the trend is declining. The 
trade unions are often invited to participate in the development process, but in a later 
stage, and their presence is more seen as a way to legitimate taken decisions rather than 
to represent the voice of the workers.  

A literature review performed by the author shows that Leans impact on the work and 
strategies of the trade unions is an area that needs to be further investigated. The few 
articles found discuss earlier versions of lean; along its journey lean has been 
interpreted and translated a number of times, making it necessary to study more recent 
implementations of the concept in order to examine the relationship between the 
unions’ decreasing influence and leans entrance. Drawing on the performed literature 
review, interviews with trade union representatives at national and local level and an 
on-going study of the trade unions own material the final paper discuss this phenomena 
and  argues that lean production is forcing the trade unions to develop new strategies in 
order to keep their influence and power. 

 

Lean Production in Germany: Two Waves and Current Perspectives 

Martin Kuhlmann (mkuhlma1@gwdg.de)  

Because the automobile industry is one of the key sectors in the German economy lean 
production has since the 1990s a huge impact in Germany. Based on a long “backlist” of 
in-depth workplace case studies the proposed paper will give an overview how lean 
production has been implemented and it will assess the present state of developments. 
Doing this it will be pointed out that: 

(1) In the early and mid 1990s lean production came to Germany in a historically specific 
situation characterised by more than a decade of attempts of “Breaking from Taylorism” 
(Jürgens et al. 1999; Kern/Schumann 1984) which had an important impact on (and was 
itself influenced by) German trade union policies (esp. IG Metall; Turner 1991, Thelen 
1991). This formed both the discourse around lean production and was followed by 
several specific “German” elements in the first phase of its implementation. 

(2) At least for Germany (for other countries as well?) it makes sense to distinguish 
between a first and a second wave of lean production. Starting in the late 1990s and 
accelerating quite recently, this “second wave of lean production” once again started 
from the OEMs of the car sector, affected soon major supplier companies and then 
moved into other sectors as well. It is running under the headline of integrated 
production systems based on the assumption that the first wave of implementing lean 
production was often half-hearted and with limited success because it has been 
piecemeal and tool-oriented. The second wave unfolds on the background of an 
important shift in the domain of industrial relations which moved towards concession 
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bargaining. Comparing the two waves of lean production it becomes clear that the 
effects of lean production has to be analysed not “stand alone” but along a conceptual 
approach which focus on how production concepts are intertwined with other fields like 
industrial relations and labour policies. 

(3) The story of lean production in Germany is not only a story about managerial 
attempts of implementation and diffusion of a new production concept. It is 
systematically important to understand how the work policy debate inside the German 
trade union and the work policy orientations of works councils (as well as their action 
frameworks) are developing. Today, German trade unions are trying to influence lean 
production by a policy mix of “boxing and dancing”. 

(4) Summing up some of these historical lessons as well as focusing on the present 
situation it is still important to look at the ambivalent and ambiguous character of lean 
production and its impact on the labour process and workers. From our case studies 
there is a large amount of evidence that there are important differences both between 
different sectors as well as different areas of production (e.g. manual labour vs. more 
automated production processes). From a labour process perspective the effects of lean 
production in Germany are mixed and there is an ongoing struggle about work policy 
issues. As in the first wave during the 1990s the concept is still loaded with ambiguity 
and there are important differences how this ambiguity is used in the ongoing work 
policy debate as well as how it affects the present labour process realities. 

 

Naive copying of a Japanese influenced lean production model? 

Margareta Oudhuis (Margareta.Oudhuis@hb.se)  

This article builds on a case study in a Swedish manufacturing company, part of a bigger 
global corporate group. It deals with the implementation process and outcomes when 
bringing in a new work organization and a partly new production model, a Japanese 
oriented lean model. The reasons for the changes, the consequences thereof and how we 
shall understand the big problems in connection with the implementation are focused. 
The study builds on interviews with leaders on different levels as well as on informal 
meetings and feedback meetings at the plant.  

The result shows that specified reasons for switching from the earlier socio-technical 
line model were many-fold. The most decisive factor was the order from the group 
executive board: bring in the same production model in all factories no matter product 
type or country. 

Implementing the lean concept has meant an increased vulnerability in production, 
great problems as regards standardized work sheets, firm tact times and material 
handling- and maintenance. It also meant reduced work content, reduced rotation 
possibilities and less versatile operators, leading to reduced engagement. However, an 
improved profitability has been reached.  
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The lesson to be learned is that implementing a new production concept demands highly 
contextual considerations in order to be successful. Maybe it is time to stop ”following 
John”? 

 

At the roots of lean: the political and institutional determinants of consensus 

Tommaso Pardi (tpardi@ens-cachan.fr)  

The first part of the 1980s witnessed the development of a rich debate that opposed two 
different representations of the so-called “Japanese model”. The first considered that the 
Japanese advantage was the result of unfair competition, overexploitation of workers, 
absence of industrial trade unions, low wages, undervaluation of the yen and market 
protectionism. It is on the basis of these arguments that Western carmakers and unions 
demanded and obtained from their governments protectionist measures against 
Japanese exports of cars in the late 1970s and early 1980s. The second representation 
was initially more confidential. It started to spread through consultant reports and 
benchmarking studies in the early 1980s. Its advocates wanted to “take seriously the 
Japanese challenge” and to take inspiration from their “quality circles” to provide some 
managerial solutions to the “fordist” crisis. At the time though, nobody expected that 
Japanese methods or practices could be transferred in Western countries. Indeed, the 
most prominent academic works of this period combined these two opposite 
representations, suggesting that the Japanese competitive advantage could not be 
reduced to unfair competition, but that the transfer or the imitation of the “Japanese 
model” in Western countries was neither possible nor socially desirable. 

By contrast, the second part of the 1980s has been characterised by a process of 
simplification and ideological polarisation of this debate. While the first representation 
has been progressively marginalised, the second has become rapidly dominant. The 
publication in 1990 of the “Machine that Changed the World” book represents both the 
result of this simplification process and a decisive stage in the ideological polarisation of 
the academic research on these questions. The story is well known: repackaged under 
the concept of “lean production” the Toyota Production System severed of its viability 
conditions has become during the 1990s the new dominant “one best way”, knowing as 
such a formidable diffusion well beyond the automotive sector. Yet, the success obtained 
by the “Machine” book, in particular at the academic level, is difficult to understand. Not 
only the book itself can be hardly defined as an academic book since it was written by a 
ghost-writer in the codes of the “airport” literature aimed at American middle managers. 
But at the time of its publication, the Japanese industry was already entering into a 
period of severe crisis that we now know has lasted far more than a decade. And if we 
take the automotive industry as an indicator of the effects of lean diffusion, it is difficult 
to say after the 2008 crisis that the lean production has maintained any of its promises.  
Yet the faith in the paradigm is intact and even growing.  
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The aim of this paper is to trace back the sources of this consensus. To understand why 
and how this book (and the research behind it) was financed, written, and published 
under the MIT Label in the context of the second phase of the International Motor 
Vehicle Program, and why the American academia has not seen it for what it was, and 
has accepted for what it was not. Two hypothesis will be developed in particular: 1) The 
“lean production” thesis was not controversial within the sector and reflected an 
emerging large political compromise around the Japanese transplants during the second 
half of the 1980s; 2) The “Machine” book has been the result of a significant 
transformation of IMVP organisation between the first and the second phase of the 
program, in particular concerning the financing, the organisation and the valorisation of 
the research activities. This transformation translated a more general trend driven by 
the growing influence of business school and enterprise ideology in the academic field 
affecting both financing of research and career patterns.  

To reconstruct the trajectory of IMVP and the more general evolution of the academic 
field concerned by the lean production theory, we will rely on two kind of sources: 
extensive documents and secondary sources relative to the “Japanese model” debate; 25 
interviews made with international researchers directly and indirectly involved with the 
IMVP. 

 

Working for Toyota: the myth of lifetime employment 

Tommaso Pardi (tpardi@ens-cachan.fr)  

Since the start of production in 2001, the French transplant of Toyota (Valenciennes) 
suffers from an unexpected work crisis and an impressive turnover of the workforce. 
Are these problems linked to the adaptation of the Toyota Production System to local 
conditions, or should one infers that behind the façade of the lifetime employment and 
seniority salary traditionally associated to TPS lies a grimmer reality? 

In order to answer this question, the paper develops a comparative analysis of the 
employment relation system that Toyota has implemented in Japan and the difficulties 
implied by its transposition to France.  

On the one hand, the analysis will show that the lifetime employment and the seniority 
salary concerned in Japan only a small minority of the Toyota workforce, and that the 
underlying logic of personal and collective implication at work was structured by the 
permanent competition to access this privileged status.  

On the other hand, it will permit to explain the difficulties faced by the French factory of 
Toyota on the basis of the viability conditions that allowed the implementation of this 
employment relationship in Japan – namely the keiretsu of suppliers, the 
institutionalisation of the company unionism and the regular growth of production – but 
that cannot be reproduced in France.  
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Though exceptional in its scope and gravity, the situation of social crisis that affects the 
French Toyota transplant since the start of production will then appear as the normal 
outcome of this system of production and of the constraints that it places on managers 
and employees. 

The paper is based on an extended fieldwork of several weeks at the Toyota transplant 
of Valenciennes. It will use both company data (in particular the Bilans Sociaux and the 
Annual accounts) and workers’ interviews. The analysis of the Japanese configuration of 
the Toyota employment system is based mainly on secondary sources and company 
data.  

 

Unions and the Lean Concept 

Monica Rolfsen (Monica.Rolfsen@iot.ntnu.no) & Jonas Ingvaldsen 

The interest in Lean has reached new heights in Norway. Networks of companies, 
consultants and academics have been established, such as the Norwegian Lean Forum, 
established in 2009, with an ambition to “develop the Norwegian model of lean”. Also on 
company level in various sectors, the interest in Lean is strong. Multinational 
consultancy companies have big contracts implementing Lean on a broad basis. 

In contrast to reports from others countries were Lean has been accused by researchers 
and trade unionists as a strategy of work intensification and tightened managerial 
control (Graham 1995; Lewchuck & Robertson 1997; Parker & Slaughter 1988; Sewell & 
Wilkinson 1992), the trade unions in Norway are mainly supportive. The national trade 
union is one of the initiators of the Lean Forum. Also on company level, the large picture 
is that unions support implementation of Lean.  

In the Norwegian context, usually more than 80 percent of blue collar work force in 
manufacturing companies is unionized, and cooperation and partnership is a part of a 
national agreement between the social partners. The Industrial Democracy Program 
(Emery & Thorsrud 1976; Gustavsen 2007) serves as the backbone to understand the 
participation traditions. Also important is the power balance between participation and 
the union’s bargaining position. A strong, legalized, national position as in the 
Scandinavian countries can create trust and confidence that makes it easier to take part 
in participation activities. Huzzard et al (2004) use the metaphors ‘boxing’ and ‘dancing’ 
in order to describe social partnership in contrast to the traditional bargaining role.  

In this article, we will come up with explanations for why the trade unions are 
supportive. In our recent research project, the focus is to develop a Norwegian Lean 
model. By using empirical data from leading companies within manufacturing, process 
industry and service, we will come up with possible explanations to why the trade 
unions’ attitude differs from other. Possible explanations can be the content in Lean, the 
implementation strategy, or the participative tradition on the national level. We also 
want to highlight differences between companies with long lean traditions and 
newcomers. 
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Inactive Banana Time: Lean Production and the Degradation of Work in the UK 
Civil Service 

Andrew Smith (a.smith14@bradford.ac.uk), Bob Carter, Andy Danford, Debra Howcroft, 
Helen Richardson & Phil Taylor 

Lean production methods have long been associated with the manufacturing sector, in 
particular auto plants.  Proponents claim that lean is a superior way of organising work 
that eliminates waste and inefficiency, whilst simultaneously continually improving 
quality and productivity (Womack et al., 1990).  Although there is limited reference to 
workers, lean is typically located in the language of mutual gains, with promises of 
enhanced worker involvement and responsibility.  Furthermore, Womack and Jones 
(2003) argue that lean can successfully be applied to the service sector. The adoption of 
lean is perceived as especially relevant given the current fiscal climate of public sector 
reform (Radnor and Boaden 2008).  However, in doing so they largely ignore evidence 
from critics that lean results in constant pressure and subordination, which degrades 
the experience of work (Stewart et al. 2009) 

 

There is a paucity of research into the application of lean working methods to the white-
collar labour process (Carter et al., 2011).  This paper critically examines the application 
of lean working methods at HM Revenue and Customs (HMRC), a UK civil service 
department. Drawing on detailed quantitative and qualitative research, we specifically 
focus on the impact of lean on the meaning and experience of work.  Prior to the 
introduction of lean, working at HMRC was seen as a relatively secure and stable job, 
with good personal development opportunities and flexi-time.  The reorganisation of 
work under lean involved the use of detailed time and motion studies, resulting in the 
fragmentation and simplification of processes.  There are visual management controls 
with whiteboards at the head of every team, as workers now have to meet strict hourly 
targets that are collated by managers which relentlessly increases the pace, volume and 
intensity of work.  Furthermore, staff are now only allowed two personal items on their 
desks, which resulted in one manager asking an employee whether a banana on a desk 
was “active or inactive”!  The UK coalition government aims to roll out lean across the 
public services to supposedly increase efficiencies, but this research demonstrates the 
negative implications lean has on the working lives. 
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Dock work process and global production networks: Genoa port and containers 
revolution from 1969 to today 

Marco Caligari (caligarimarco@gmail.com)  

The aim of this paper is to show the relationship between 'Global Production Network 
and new work process in Genoa waterfront caused by container revolution. The debate 
on globalization doesn’t dedicate adequate attention to maritime trade. If globalization 
is defined as the integration of spatially separate locations into a single international 
market, then ports and shipping are clearly central to this process. My doctoral research 
project tries to answer to the historical question «How did the governance of labour 
force change as a consequence of the container revolution in Italian waterfront?”. In 
order to understand the issue raised by the container revolution we are obliged to focus 
on the interaction between the change of economic geography and that of workers skills. 

In the first part I’ll show how FIAT tried to found new logistic mentality as an attempt to 
bridge the gap between production and distribution, and between supply and demand. 
Because logistic analysts treat the entire supply chain as a single continually flowing 
system. The most of container were links in global supply chains, carrying “intermediate 
goods” factory inputs have been partially processed in one place and will be processed 
further someplace else. The container become part of new factory model, and Fiat 
managemented a new material and cultural chains. Genoa waterfront was inside the 
new “intermediate goods” chains between Turin and Sicily. 

In the second part I’ll describe the change of work process in Genoa port. I have to 
analyze as the traditional stevedores’ skills become unnecessary because the 
standardization of size and shape of the containers, greatly simplified and accelerated 
stowage aboard superseding the semi-artisanal stage.   The most revolutionary aspect of 
containerization was that it broke through the fetters of shipping’s isolation in the 
transport chain and created physical and organizational multi-modal cooperation and, 
later, integration where none had existed before.  The nature of Genoa waterfront has 
changed because the colorful chaos of the old-time pier is nowhere in evidence at 
terminal container and the container was designed to pass through a port without being 
opened. For this reasons the governance of dock work process had changed. 

 

Where is the working class in global production networks? 

Andrew Cumbers (Andrew.Cumbers@glasgow.ac.uk)  

The global production network (GPN) concept has proved influential in addressing the 
issues of capitalist production and uneven development in the global economy. 
However, in common with much geographical political economy, its perspective on 
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agency is often limited to capital and state actors, albeit working across scales from the 
local upwards in shaping and constructing global economic processes. There is in 
particular a neglect of the role of labour but also at a deeper conceptual level issues of 
class, exploitation and struggle. GPN analysis also tends towards a very narrow remit in 
its interpretation of ‘production’, separating off the related realms of consumption and 
social reproduction its approach to geographies of economic power.  Yet, key Marxist 
concepts such as ‘value’ and ‘commodities’ which are at the heart of global production 
processes, require a richer appreciation of the ongoing and contested relations between 
capital and labour and their spatial expression. While there is an important and 
developing labour geography tradition, agency and the ongoing dialectic of class 
struggle are also insufficiently theorised in this work. In this light, this paper suggests 
that the reconciliation of the tradition of geographical political economy with other 
strands of Marxism, notably the ‘history from below’ canon of EP Thompson, the work of 
the open Marxist school and the feminist Marxist work of Cindi Katz on reproduction 
struggles can add value to the GPN perspective in interpreting global production 
processes and labour struggles around them. 

 

Modes of work reorganisation in the course of the IT industry's 
internationalisation 

Patrick Feuerstein (pfeuers@gwdg.de)  

The IT industry was considered to be comparatively resistant to international relocation 
of jobs for a long time, but this has changed a great deal since the 1990s when IT 
companies started to make use of low-wage destinations on a larger scale. According to 
many authors, the internationalisation of the IT industry not only puts jobs in high-wage 
countries into jeopardy, but also fundamentally changes the organisation and control of 
IT work. IT work was usually considered a prime example of “post-Taylorist” forms of 
work organisation, meaning that workers in this industry cannot be effectively 
controlled by the classical “command & control” structure of the Taylorist approach, but 
instead need to be granted a high level of autonomy in their work. However, it is now 
argued that this situation will dramatically change because the global division of labour 
is expected to necessitate the standardisation and formalisation of the labour processes 
that will lead to extended managerial control over the labour process and reduced 
autonomy of employees in their work. So it is expected that the modes of work 
organisation and control in the IT industry will shift towards more direct and 
bureaucratic forms in the course of internationalisation. 

My paper critically examines this prognosis. I will argue that the forms of work 
organisation and control in the IT industry do not develop homogeneously or uniformly 
in the course of internationalisation. Instead, it is possible to identify specific modes of 
reorganisation with very different consequences for employees' autonomy in the labour 
process that are shaped by the dynamic interplay between different patterns of 
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internationalisation, on the one hand, and specific institutional settings of the offshore 
destinations, on the other. 

Drawing upon case studies in an Indian IT service company working for German 
customers and a German IT product company developing software products in close 
cooperation with their Indian subsidiary, I will show that there are varying patterns of 
internationalisation including different configurations of the company’s global value 
chains, that have important implications for the way, work is (re-) organized and 
controlled. The “Offshore-Outsourcing” of the IT service company heavily relies on 
standardization and formalization of the working processes, whereas the “Captive-
Offshoring” of the product company is based on a rather modular design, granting the 
employees more autonomy in their work. 

But as the case studies clearly show, the evolving modes of reorganisation cannot be 
fully understood without additionally considering the effects the institutional settings of 
the host countries have on the way work is organized. By examining the influence of the 
Indian IT labour market with its typical high rates of attrition on each company’s way of 
work organization and control, I will argue that the institutional settings of the offshore 
destinations clearly shape the modes of work (re-) organization and control in both 
cases, but that the effects differ depending on the specific pattern of internationalisation. 

 

Conceptualising service value chains and networks – what is in it for labour 
process theory? 

Jörg Flecker (flecker@forba.at)  

In the traditional approaches to Global Value Chains or Global Production Networks 
analysis with its main focus on inter-firm relations and economic development little 
attention has been given to work and employment issues. Different bodies of literature 
can help to fill this void and to investigate the restructuring of value chains from a 
labour process perspective: Industrial relations research has pointed to differences in 
labour standards and bargaining processes and outcomes between sectors and countries 
and to the impact of capital mobility on the power position of organised labour. The 
flexibility debate initially described outsourcing as a means to achieve external 
numerical and functional flexibility and more recently characterised value chains as 
‘insecurity-and-risks-transfer-chains’ (Fade and Darmon 2005). In SME-research, the 
employment and working conditions in small firms has been linked to their position in 
commodity chains and their relationship with large corporations. Recently, industrial 
policy studies focussed on dynamics of ‘value capture’ along the chains (Breznitz et al. 
2011) that are also crucial for industrial relations and labour process perspectives. 

In our research within the European research project WORKS (2005 – 2009) on the 
restructuring of value chains and the quality of work in several sectors and business 
functions we analysed the interplay between dynamic inter-firm relations along the 
value chain on the one hand and changes of labour processes on the other (see e.g. 
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Flecker/Meil 2010). In doing so we mainly highlighted restructuring strategies, power 
relations and work flows between companies or corporate units, institutional contexts, 
power positions and employment conditions of different groups of workers and 
changing work organisation. The linking of employment and working conditions 
outcomes to relationships and the restructuring processes at the level of value chains or 
production networks has proved fruitful. Yet, more analytical and conceptual 
endeavours seem to be needed to cope with the considerable differences that exist 
between structures and developments in different sectors of the economy. 

This contribution to the Labour Process Conference focuses on labour processes and 
value chains and networks in the service sector. First, it discusses as to what extent 
Global Value Chain and Global Production Networks analyses that had been developed 
for investigating manufacturing sectors can also be used for the study of restructuring of 
service industries and the public sector. Second, it provides empirical examples on the 
interplay between value chains restructuring and changes of the labour process from the 
WORKS project and from current research into the restructuring of value chains and 
production networks in the IT industry. Third, it draws analytical and conceptual 
conclusions regarding the study of work and employment from a value chain 
perspective or, conversely, concerning the integration of a labour process perspective 
into value chain or production network analyses. 

 

"Grapes of wrath": Labour mobilities and translocal effects within the global value 
chain of the berry industry 

Charlotta Hedberg (charlotta.hedberg@humangeo.su.se)  

This paper analyses the role of labour within transnational, global value chains through 
the example of the berry industry. In peripheral countries both in the Global South and 
the Global North extensive production of berries and fruits are in need of cheap labour 
in order to meet competition and consumer preferences. Within this framework, the 
concept of the global value chain is used to capture the linkages between the global and 
the local in a commodity chain, the transnational characteristics of labour mobilities, 
and the translocal effects on communities involved. This, in turn, produces power 
relations both on the local scale, within countries, and on the international scale, 
between countries.  

While the berry industry also contains transnational elements on the consumption side, 
through heavy demand in Japan and China, this paper is focused on the production side 
and how transnational workers both constitute a prerequisite for the Swedish berry 
industry and also affect translocal power relations in sending and receiving areas. The 
berry industry in Sweden attracts thousands of seasonal workers from Asian countries 
to pick berries in the woods for local Swedish companies. The workers are often rice 
framers from poor, rural areas primarily in Thailand, where picking berries in Sweden 
many times is known to be the solution to high and quick incomes. Berry-picking labour 
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is mediated by Asian-based recruitment firms, and the workers often lend money in 
order to travel to Sweden. In Sweden, the berry pickers work for long hours for a 
relatively low payment, and often under severe condition, leaving some workers to 
return home indepted. A picture equalizing ‘human slavery’ has been dominating the 
Swedish media discourse and is now informing Swedish policies. What is seldom 
acknowledged, however, is the multifaceted character of the process, and that the 
majority of the workers are content with the work, increase their living standard and 
tend to return to Sweden annually. This produces translocal effects in rural Thailand and 
inequalities between households. From the Swedish perspective, the berry industry 
could be seen as having potential for local development in remote areas where 
employment opportunities are scarce and where berries are a local resource with high 
value, which is otherwise not utilized.  

Accordingly, the production side of global value chains contains transnational elements, 
with global flows of labour and commodities transgressing national borders, and multi-
sited, translocal effects. While based on the conceptual framework of global value chains, 
the paper has an empirical focus and is based on multi-sited ethnographies including 
fieldwork and interviews in both North Sweden and Thailand. 

 

Halting Global Degradation? –Forces which might Reverse the Spread of Toxic 
Work 

Ernst Hollander (ehr@hig.se)  

In the suggested paper I want to contribute to making it possible to imagine the reversal 
of two global trends. In wide circles it is un-controversial to claim that those trends are 
threatening the very fabric of life. The trends which I have in mind are the degradation 
of work and the toxification of the biosphere.  

The paper builds on my contribution to a three year research project called INFLOW.  

My main contribution was a research report titled The doll, the globe and the 
boomerang - chemical hazards futures introduced by a doll travelling from China to 
Sweden. In the report I inter alia discuss a number of forces which – in the long run – 
might reverse the trends. 

A product chain that I use as illustration starts in the heart of the new workshop of the 
world – the Pearl River Delta in the South Chinese province Guandong. Research 
initiated by a group of ethnic Chinese scholars is a good starting point when discussing 
internal "Southern" forces for reversal. One important conclusion of their work is that 
"despite formidable institutional odds, Chinese workers do resist ... the commodification 
of labor power".  

Important "Northern" support for "internal Southern forces", such as the Chinese forces 
hinted to above, will be needed. I call some of the non-governmental forces "Castellian" 
with reference to Manuel Castells' discussion of the multi-pronged movement that has 
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started to act on global warming. INGOs, Unions and progressive academics are among 
those forces.  

"Gramscian forces" will also be essential in spite of the weakening of state regulatory 
power which are crucial when interpreting our times.  

Technological and entrepreneurial forces as well as such forces as demand shapers in 
the North will of course also be important for a possible reversal.  

 

Social Upgrading of South Asian Apparel Firms in Global Value Chains 

Amira Khattak (amira@hotmail.co.nz)  

The opportunity for producers to switch from low to high value-added products, 
functions or chains has been heavily discussed in the Global Value Chain (GVC) 
literature. Recent debates have highlighted concerns that the social dimensions in GVCs 
are under-theorized and that the conditions and consequences of social upgrading need 
to be researched. Hence this paper is an empirical analysis of drivers and conditions 
under which apparel firms in South Asia embrace social upgrading in GVCs. Data 
suggests that GVCs represent drivers of the social upgrading. Data also suggest that 
actors (institutions) outside the GVCs have had profound impact on the governance 
structures of GVCs and hence social upgrading. Global Production Networks (GPNs) of 
Manchester School highlights the institutional aspect of production networks in a more 
robust manner. Therefore, integrating GVCs and GPNs analysis can give a robust 
explanation of social upgrading of economic actors, in particular supplier firms, in global 
production networks. 

 

Here, there and everywhere: a look at the roles of country and sector in 
determining work outcomes in global value chains. 

Pamela Meil (pamela.meil@isf-muenchen.de)  

Global value chain analysis has contributed greatly to analyses of globalization 
processes by turning attention to the relationship and interaction between units in value 
creation and value differentiation along the entire chain. It is also an approach that 
captures the dynamic nature of these relationships (they do not remain stable over 
time) and the role that power plays in the governance structures across the chain. 
(Gereffi et al. 2005) However, as pointed out in this stream´s call for papers, GVC has 
been criticized for its concentration on the firm as a unit of analysis. This has caused a 
blind spot in considering the role of labor and the role of institutional context in which 
firms and actors are operating. 

Early research on the processes underlying the creation of GVC´s has tended to have a 
perspective looking out from the developed economies: the strategies and motives that 
induce outsourcing or offshoring for MNCs and lead firms and the consequences of 
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geographically dispersed production, development, distribution, etc. on home 
workforces. Often the outcomes were presented as a dichotomy centered on the division 
between high level, skilled work and low level, unskilled work with the former being 
concentrated in the developed economies and the latter being pushed out to emerging 
economies. Several of the sectors examined – textiles, food production even IT – seemed 
to underscore this picture, although there was also evidence that cost pressures and the 
threat of relocation had potential negative effects on the conditions of employment for 
workers in the home base of the lead firms as well. (Doellgast and Greer 2007) The 
dynamic relationship between units in the chain, the actual processes involved in how 
firms get to participate in chains and under what conditions, how upgrading might or 
might not occur, how skills are or are not accessed or how knowledge transfer does or 
does not take place are issues that were less explored and therefore not well 
understood. (Ramirez and Rainbird 2011; Gereffi and Kaplinsky 2001) These areas of 
research are not getting less complex given the fact that the so-called emerging 
economies, in particular China, now have companies that are themselves the lead firms 
in various sectors.  

This paper uses the results from detailed interviews as well as a survey of 7 German 
firms from diverse economic sectors (textiles, machine building, aerospace and IT) 
involved in global value chains with Chinese and Indian sites or firms. The German 
companies have both lead firm and supplier positions on the chain. The aim of the paper 
is to try to begin to untangle the roles of embeddedness, sector, and firm origin in the 
outcomes for labor and work by examining what role country of origin, country of 
destination and sector play in the jobs characteristics and the work types (see for 
instance Barrientos et al. 2010) that emerge.  

 

Labouring Under the Supply Chain: Work and Employment in the UK Supermarket 
Supply Chain 

Kirsty Newsome (kirsty.newsome@strath.ac.uk), Paul Thompson & Johanna 
Commander 

This paper explores the dynamics of labour process change in the UK supermarket 
supply chain. Reporting on the findings of a three year research project, it considers 
changes in the nature of work in four grocery product-lines: notably fish processing; 
fruit and vegetable processing; biscuits and bakery as well as distribution and 
warehousing. Theoretically, the paper will consider the dynamics of labour process 
within overall production networks, integrating labour process change within the 
political economy of production, exchange and distribution. As a result it wishes to make 
a contribution to debates which integrate labour process with wider debates on value 
chains. 

The potential hazards of the unbridled expansion of the major grocery retailers in the 
UK, with their monopoly access to the consumer, have moved to the centre of academic 
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as well as public policy analysis.   Dominant grocery retailers claim that the creation of a 
reliable and cost-efficient network of supply and distribution organisations is 
paramount if they are to meet their profit and expansion targets.  The supply chain can 
be regarded as a set of spatial, physical and temporal relationships that enable the flow 
of goods between production, distribution and consumption. Recent debates have 
suggested that the restructuring of the grocery sector and the ascendency of the 
retailers creates a ‘new production model’ linking the manufacture and distribution of 
consumer goods with a corresponding revolution in logistics (Lichtenstein 2006, 
Bonacich and Wilson 2008). In this analysis the integration of the entire supply chain, 
involving both production and distribution, under the exacting tutelage of the retailers 
becomes a necessary component of their domination. The paper considers how 
supermarkets exert their power in these relationships to ensure compliance to their 
commercial objectives and what is the impact on work organisation and industrial 
relations in these supply and distribution organisations. Our study locates these 
developments empirically and theoretically within multiple case-studies in inter-linked 
organisations. Whilst our study is contained to the UK, the qualitative case-studies 
provide the opportunity to focus on the labour process impact of changing production 
networks. 

Empirically, the research explores changes in the nature of work in a total of 11 case 
study organisations. Three case-studies where undertaken in fruit and vegetable 
processing; fish processing and distribution and warehousing. Two case-studies were 
undertaken in the biscuits and bakery product line. Our research raises classic labour 
process/ industrial relations issues and territories such as changes in work organisation, 
skill utilisation, workplace attendance and employee voice. However the nature of the 
relationship between the dominant retailer and these supply organisations is crucial to 
understanding the changes in the nature of work within this supply chain. Our evidence 
thus indicates that low skilled, repetitive and monotonous work may be typical within 
the grocery supply chain, but its intensity is increasingly affected by the pressure 
exerted by the supermarkets. Satisfying the demands of dominant customers can be also 
seen in the patterns of working time, work allocation and temporary flexibility. Long 
hours, extended shifts and porous working days were evident in all product lines with 
supply organisations increasingly resourced by migrant workers. Similarly the evidence 
also reveals the growing use of tight performance management regimes. However our 
qualitative research also highlights that the process of value extraction within these 
inter-linked organisations remains an outcome of struggle and contestation.  Where 
labour was able to organise collectively some of the worst excesses of the demands from 
the supermarkets were mediated. 

Theoretically the paper examines the labour process focus on immediate workplace 
dynamics and indicates how the nature of work within these inter-linked organisations 
is increasingly shaped by the requirements of the dominant customer beyond the 
immediate point of production.   The evidence indicates that there are new lines of 
conflict between capitals over who captures value within the labour process of these 
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inter-connected organisations (Harvey et al 2002).  The paper will argue that an 
understanding of work and employment within the supermarket supply chain 
necessarily requires a consideration of the complex articulation of production, 
distribution and exchange. 

 

Control in an internationalized labour process. Engineering work in the 
semiconductor industry 

Peter Pawlicki (pawlicki@em.uni-frankfurt.de) 

The electronics industry in general and the semiconductor industry in particular are 
characterized by a long history of internationalization. Manufacturing of chips has been 
organized internationally since the 1960s. The internationalization has moved to 
product development, the chip design, since the 1990s. Such a long history of 
internationalization of engineering work in the semiconductor industry allows to 
analyse the evolving labour process with interesting insights going beyond studies that 
only focus on initial problems of internationalization. 

The paper focuses on changes and dynamics of control in the engineering labour process 
driven by its internationalization. How is the engineering labour process organized in 
development centres in peripheral countries such as the Czech Republic and Romania? 
What kind of managerial strategies are in place to assert managerial authority over the 
engineers? How are the relative high levels of autonomy, characteristic for the 
engineering labour process in central locations, developing in the countries of Eastern 
Europe? 

The paper will be based on two case studies of design centres of multinational 
companies. These case studies are the result of an on-going PhD research funded by the 
Hans-Böckler Foundation. 

The organization of engineering work in design centres in Eastern Europe is 
characterized by a layered system of control strategies. Both strategies of direct control 
as well as relative autonomy are used in a dialectical way. The aim of management is to 
generate a flexible environment that allows for creative engineering while 
simultaneously aiming at target-oriented and efficient project completion. 
Simultaneously processes of functional upgrading of the entire design centre allow 
management to assert authority over the engineering labour process through the 
successive creation of integrated development teams. One result of this process is a 
phased structure of communication within a development project which is an 
expression of managerial strategies to control both the work as well as the knowledge of 
engineers. Knowledge management as control systems can be organized in a much more 
efficient way when integrated development centres exist.  

Both the labour process as well as managerial strategies develop within the dynamics of 
competition of the specific industry. However, local characteristics such as labour 
market characteristics have a decisive effect on the development of the internationalized 
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engineering labour process. Internationalization drives globally formulated managerial 
strategies to take into account local characteristics, resulting in differences between 
control systems. 

The paper aims at contributing to the development of a perspective in the labour 
process theory that takes into account the increasingly internationalized character of 
work. The analysis of the current labour process cannot only focus on the single firm or 
location. Industry wide dynamics of internationalization and functional upgrading need 
to be integrated into the analysis of work and its organization to enable a more complete 
picture of the on-going development. 

 

Global production networks, labour and small firms 

Al Rainnie (al.rainnie@gsb.curtin.edu.au), Susan McGrath-Champ & Andy Herod  

The literature on GPNs has generally conceptualised small firms as being at the bottom 
of the commodity chain hierarchy and thus subordinmate to large firms. As a 
consequence, small firms and their employees are typically imagined to be fairly 
powerless to shape GPN's structure. By way of contrast, in this paper we argue that 
small firms and their employees are not lacking in capacity to affect how GPNs develop 
but can, in fact, shape them in potentially significant ways. This recognition becomes 
evident if, instead of starting any analysis of small firms in GPNs with governance 
structures, managerial strategies or similar concerns, we actually start the analysis with 
the organisation and control of the labour process in concrete settings and tie this to 
broader understandings of combined and uneven development under capitalism. 

 

Global Value Chain Analysis and the Labour Process: Implications for 
understanding labour agency. 

Pamela Robinson (p.k.robinson@bham.ac.uk) & Helen Rainbird 

The changing nature of global production and distribution processes and their impact on 
the capital-labour relationship raise a number of questions for labour process analysis. 
Where business operates across national boundaries whether as multinational 
companies (MNCs) or as lead firms in international production networks, the relational 
nature of power relationships between and within firms is significant to understanding 
the bargaining power of labour (Coe et al. 2008). Workers engaged in the production of 
goods destined for export are often vulnerable to the competitive nature of the markets 
where consumption takes place, and unions are unable to match the bargaining position 
of MNCs. 

Global value chain (GVC) analysis helps to conceptualise the interconnections of global 
production and distribution networks. By drawing on the GVC model initiated by Gereffi 
(1994) and developed with colleagues (2005), it is possible to identify where a 
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particular labour process is located in the value chain. In this way, the dynamics of the 
chain can be better understood in terms of buyer-driven and producer-driven chains 
and the relations within them (Gereffi 1994). The processes associated with 
globalisation have led to the development of concrete sets of relationships between 
firms and a key implication for labour process theory is how such relationships within 
the chain impact on labour agency. The GVC approach provides an analytical tool for 
understanding how the inter-relations between different actors in a particular 
commodity chain are constructed.  

The paper is divided into four parts, the first of which discusses the significance of GVC 
analysis as a mechanism to explore power relations that extend beyond the workplace 
and beyond the nation state. The second part details the methodological challenges of 
research that crosses institutional jurisdictions and national boundaries. By drawing on 
a number of empirical studies, the third part of the paper addresses the issue of to what 
extent actors and levers (public, private and voluntary) can be mobilised in support of 
labour conditions. This raises a key question about labour agency. The introduction of 
international framework agreements for instance, highlights the limitations of dealing 
with buyer and producer-driven chains when these are cross-organisational and cross-
sectoral. However, the emergence of civil society organisations acting on labour’s behalf 
and campaigning for labour standards in global supply chains suggests that there are 
other levers that may be utilised in the interest of labour. There are a number of actors 
that now lay claim to acting for labour, including: workers themselves, trade unions, 
business representatives adhering to ethical codes of practice, government officials and 
nongovernmental organisations (NGOs). It is argued that the GVC approach explores the 
tension between these actors whilst explaining how each impacts the other in buyer- 
and producer-driven value chains. The paper concludes by indicating how 
understanding power relations within the value chain can contribute to understanding 
the levers for labour agency. 

 

Labour Processes, Labour Regimes and upgrading in Global Commodity Chain 
Analysis: A Theoretical Contribution with Evidence from North East Brazilian 
Export Horticulture 

Ben Selwyn (b.selwyn@sussex.ac.uk)  

Despite almost twenty years of prodigious output the Global Commodity Chain (GCC) 
approach has yet to theoretically integrate satisfactorily the labour process into its 
framework. This paper argues that this is because the concept at the heart of GCC 
analysis – Upgrading – is rooted in a Schumpeterian conception of capitalist innovation 
and rent. Understood as such, analysis of upgrading encourages researchers to 
investigate processes of technological innovation and rent-generation (insulation from 
intense price competition). The consequences of such an approach are to hand analytical 
and political priority to entrepreneurs (and their state and private institutional 
backers). This paper argues that these considerations are necessary but not sufficient 
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determinants of successful capitalist competition. Drawing on Marx I suggest that 
Schumpeterian conceptions of upgrading are firm-centric and ignore the centrality of 
evolving class relations. I focus on the labour process and the labour regime as 
determinants of innovation and competitiveness. Such a perspective also facilitates an 
alternative, labour-centred, conception of upgrading, based on workers’ struggles to 
ameliorate their conditions. I illustrate the theoretical claims by drawing on empirical 
research in North East Brazilian export horticulture. 

 

Creating, Transforming and Organising a Workforce: The importance of local 
context 

Ben Taylor (ben.taylor.cambridge@gmail.com)  

This paper examines the processes involved in creating, transforming and organising a 
workforce using an empirical study of the burgeoning Ethiopian floriculture industry. 
Data for the study is drawn from a number of semi-structured interviews with key 
informants in the Global Production Network (GPN). The findings of the study 
emphasise the importance of micro-regional socio-economic, political and cultural 
context in the understanding of labour process dynamics; an approach advocated 
theoretically but, until recently, neglected empirically in GPN research. The research 
highlights the differences in local context which have contributed to the creation, 
transformation and organisation of the workforce in three different clusters of flower 
producers within Ethiopia. In this analysis, the national legal and political context are 
considered, together with regional political influences, local geographical and 
demographic factors and household economic considerations, all of which have had an 
influence on the labour process dynamics in this nodes of the GPN. 

Subsequently, the labour process dynamics influencing a number of more geographically 
dispersed nodes of the GPN are examined. International actors with high levels of 
network embeddedness experience very different issues, particularly in the organisation 
of a workforce, in a new location than local competitors with higher levels of territorial 
embeddedness but lower levels of network embeddedness. 

This research contributes further to the argument advanced by GPN research that local-
context is a key dynamic in the labour processes in a given location. 

 

Examining Labour in Global Value Networks: a study of the Argentinean call 
centre sector 

Mireia Valverde (mireia.valverde@urv.cat), Maria Tatiana Gorjup & Gerard Ryan  

The growth of offshored services has brought about an important flux of jobs from 
developed towards developing countries. In this context, outsourced call centres, with 
their complex insertion of services across countries and organisations, demonstrate a 
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high potential to create jobs, thus influencing the labour markets of receiving countries. 
However, there are some doubts about the quality, longevity and working conditions 
that these jobs afford, particularly in the globalised South. 

This paper uses the conceptual background of global value chains and global networks, 
in what we discuss and propose to name Global Value Networks (GVN), in order to 
identify some of the key links in the network that affect labour in the Argentinean call 
centre sector, as an illustration of current outsourcing and offshoring practices. Many 
commentators have pointed out the need to incorporate the element of labour in 
GVC/GPN as has indeed this call for papers. 

In this paper, we focus on labour as agency, and in particular we centre our attention on 
the Argentinean trade unions in the call centre sector. The aim of the paper is twofold: 
First, and noting comments on the dearth of empirical data on trade unionism in 
offshored call centre destinations, we describe the general make up of labour 
representation in this sector in Argentina (recognition, main bargaining objectives, etc.). 
Second, we examine the significance of trade unions within the global call centre 
network, by analysing their role from their own perspective and from other agents in 
the network, namely call centre managements (both in Argentina and in the country of 
origin), government and employers associations. 

In order to obtain data for this paper, we have used the background data from two 
previous projects on labour matters in the call centre sector in Argentina and Spain, and 
we have carried out (in fact, are still carrying out), interviews with representatives of 
various agents in the network. 

Thus, because this is work is in progress and analysis has not been completed, we 
cannot summarise here our full results, but just advance some of the themes that are 
emerging: The seemingly useless battle for adscription to specific collective agreements. 
The difficulties in organising the labour force (in some cases, for reasons already 
pointed out such as the physical limitations of call centre workspaces and working 
rhythms and the profile of employees, etc.). The fact that large offshoring corporations 
will consider the existence and influence of trade unions as a deterrent to locate their 
business in an offshored destination, and the consequent interplay with other agents in 
the network (such as the government) to ensure that trade unions are presented as 
“mild”. All of this, amidst a trade union movement with an unclear agenda, which, on the 
eyes of other agents, seems to concentrate only on negotiating pay conditions. 

In the paper we will discuss these results and relate them to the notions on the topic that 
have been put forward to date. 
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Pulp mills going south: The impact of TNC in local and regional relations 

Adrian Groglopo (adrian.groglopo@soc.umu.se)  

In the last decades the relocation of pulp mills in the global South have been a profitable 
enterprise for many TNCs of cellulose and paper production. There are several reasons 
for this kind of relocation or establishment. Apart from the fact that TNCs move to South 
countries for reasons to access cheap labour, easier regulations and access to natural 
resources, there has been a relocation of other important industries led by TNC in areas 
of forestry and chemicals. The Finnish corporation Metsä-Botnia AB (Botnia), the second 
largest producers of pulp in Europe, presented in October 2003 a request to the 
Uruguayan state to construct a pulp mill at the shores of the Uruguay river, in the city of 
Fray Bentos and in front of the Argentinian city of Gualeguaychú. Since then, a conflict of 
interests and environmental rights has been at the core of the debate between the two 
states at different levels: international, regional and local. The conflict is also at the 
social level in regard to social movements protesting against the environmental impact 
of pulp production in the region, as well as the impact of monocultures of eucalyptus 
that affects not only the resources of water and land for small farmers, but also the social 
and labour relations of the area. At the same time this FDI has invested a major capital 
that produces, at least under a certain period of time, labour opportunities. Based on 
interviews I have conducted in Uruguay during my fieldwork in 2009 and 2010 to trade 
unionist, social movements and neighbors in the industry area, the study will focus on 
the impact of this TNC (Botnia) in regional politics on land, labour and environment as 
well as on local social relations. The aim will also be to look at how trade unions 
negotiate and tackle the conflict of environmental rights and labor opportunities. 
However, the continuous resistance of the regional social movements against the 
installation of the pulp mill have affected the way trade unions, depending on their 
sector, have been positioning themselves in the conflict and how it affected the way they 
deal with the TNC and the state in questions of labor and environment. 

 

Halting Global Toxification? –Forces which might Detoxify Global Product Chains 

Ernst Hollander (ehr@hig.se)  

In the suggested paper I want to contribute to making it possible to imagine the reversal 
of two global trends. In wide circles it is un-controversial to claim that those trends are 
threatening the very fabric of life. The trends which I have in mind are the degradation 
of work and the toxification of the biosphere. 

The paper builds on my contribution to a three year research project called INFLOW.  
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My main contribution was a research report titled The doll, the globe and the boomerang 
- chemical hazards futures introduced by a doll travelling from China to Sweden. In the 
report I inter alia discuss a number of forces which – in the long run – might reverse the 
trends. 

A product chain that I use as illustration starts in the heart of the new workshop of the 
world – the Pearl River Delta in the South Chinese province Guandong. Research 
initiated by a group of ethnic Chinese scholars is a good starting point when discussing 
internal "Southern" forces for reversal. One important conclusion of their work is that 
"despite formidable institutional odds, Chinese workers do resist ... the commodification 
of labor power".  

Important "Northern" support for "internal Southern forces", such as the Chinese forces 
hinted to above, will be needed. I call some of the non-governmental forces "Castellian" 
with reference to Manuel Castells' discussion of the multi-pronged movement that has 
started to act on global warming. INGOs, Unions and progressive academics are among 
those forces. 

"Gramscian forces" will also be essential in spite of the weakening of state regulatory 
power which are crucial when interpreting our times.  

Technological and entrepreneurial forces as well as such forces as demand shapers in 
the North will of course also be important for a possible reversal. 

 

The effects of environmental regulations on attitudes, values and daily practices 
at work 

Corina Mirela Ilin (cilin@socio.uvt.ro), A Docea, I Erdei & D Moza 

This study was conducted as a part of Work Package 2 and Work Package 3 within the 
project LOCAW, in order to explore perceptions, attitudes and evaluations of workers in 
relation to individual and organizational (un)sustainable practices in a company which 
is the Romanian regional operating company of public water and waste-water services.   

The data were collected from 118 questionnaires and 2 focus groups conducted with 18 
representative employees (top and middle management staff) of an Romanian large 
scale company and were codified with the Atlas.ti-software for qualitative data analyze. 
The theoretical-methodological approach to data treatment that we used is Situational 
Analysis (Clarke, 2005), which is an updated version of Grounded Theory (Strauss & 
Corbin, 1990). 

The results showed the main themes that emerged from the discussions, focusing on the 
factors involved in organization’s described attitudes referred to adopting responsible 
travel behavior at work, energy saving behavior at work, the legislation topic, local 
institutions and organizations, resource and waste management at work and 
sustainability. 
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The main themes for values were referring to resource management at work, waste 
management and resource saving at home. 

The everyday practices at work were divided in two main themes: good practices and 
bad practices. From the discussions we extracted the good practices referring to 
adopting responsible travel behavior at work energy saving at work, resource 
management at work, sustainable practices at work, waste management. 

And the most relevant bad practices were suggesting themes like adopting responsible 
travel behavior, energy saving at work, local institutions and organizations, water saving 
at work. 

One can observe, following the results analysis that the employees of the organization 
who answered to the questionnaires questions regarding consumption practices, 
consider that the practices most often observed in the organization are also the most 
valued. One can infer that the importance attributed to consumption practices, both at 
organizational and individual level, by the organizations’ employees, resides in the 
presence of those behaviors within the practices. 

The prior assumption stays valid for the waste related practices, too. Thus, the most 
frequently observed practices in the organization are those considered most important, 
both by the organization in general and by each employee, individually. One can observe, 
though, a slight gap between the level of importance the organization attributes to waste 
related practices and that attributed by the employees, in the way that it decreases in 
the case of the employees. 

 

Green and decent: stakeholders strategies to address quality of work in the 
construction 

Vassil Kirov (vassil.kirov@gmail.com) & Hans Torvatn  

The objective of the proposed paper is to investigate the question of the quality of work 
in the construction sector in the context of the development of green construction. The 
paper is based on the current research done in the framework of a European 
comparative project WALQING (a project in the EU’s 7th framework programme, 
involving research institutes and universities in 11 countries). The present analysis is 
based on the national sectoral reports of the waste sector in Belgium, Bulgaria, Hungary 
and Norway (Working papers - http://www.walqing.eu/index.php?id=64) as well as on 
the analysis and interviews carried out at the European level (with the representatives 
of the European social partners). The main question is to examine what effects the 
greening trend in construction has on the quality of work, and how the social partners 
address the challenges posed by this trend. Since a large amount of energy consumption 
(ca 40 per cent) takes place in buildings the construction sector is challenged by the new 
policies combating climate change. There is a need for new construction methods and 
buildings that consume less energy. All EU member states will be obliged to adhere to 
the E-standards, that will gradually become stricter. This will change the construction 
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sector. But the effects of greenlining on the specific aspects of the quality of work (skills, 
health and safety, etc.) are not always easy to foresee. Hence it is important for the social 
partners at both European, national and local level to address this change, and the paper 
analyses various strategies (and lack thereof) for the different actors. A preliminary 
conclusion would be that the trade unions have greater difficulties in engaging in the 
greening processes than the management side, and hence are losing influence in how the 
future construction industry will look like. 

 

The Aarhus Convention and Labour 

Victoria Lambropoulos (victlamb@deakin.edu.au)  

Labour bodies such as the International Labour Organisation (ILO) and trade unions 
both at national and international levels have argued that decisions relating to climate 
change and wider environmental sustainability matters must take into account 
employment and social policy considerations. These bodies have been actively pursuing 
these objectives at the Conference of Parties (COP) of the United Nations Framework 
Convention on Climate Change (UNFCCC).  An issue that has not been examined is 
whether the European ‘Aarhus Convention on Access to Information, Public 
Participation in Decision-Making and Access to Justice in Environmental Matters’ (the 
Aarhus Convention) can be used as a legal basis by trade union and workers in the 
process of decision-making relating to climate change and environmental matters.  This 
paper explores this. The paper essentially makes a public law contribution to the 
discourse on public participation and other procedural rights relating to climate change 
and environmental matters. However it comes to the debate from a novel perspective. 
That is the legal ability for trade unions and maybe in some cases individual workers to 
act and participate in the dialogue and even ultimate decisions relating to climate 
change policy and other environmental policies. Individual workers are however 
unlikely to have the resources or skills to actively engage in dialogue on their own this is 
why marshalling the efforts of trade unions is so important. The Aarhus Convention 
applies to national frameworks therefore the paper focuses on domestic or national 
laws.  

Although the idea of unions acting as environmental actors is not new (Snell and 
Fairbrother) there has never been recognition of unions as legitimate actors in the legal 
sense. The union that was primarily involved in the ‘Green Bans’ movement in Australia 
in the 1970s was deregistered by the Federal Court and stripped of its assets and 
organisational powers. Although this was an isolated incident the spectre of this era 
continues to play out in Australian industrial relations law. Today climate change is not a 
legitimate subject of bargaining in workplace agreements. There is thus need to identify 
legal rights outside the industrial relations sphere that may protect trade unions if they 
are subjected to attack because of their environmental activism. This paper through 
discussion of the Aarhus Convention, although it is European explores these legal rights 
which trade unions may be able to access if necessary. 

mailto:victlamb@deakin.edu.au�


188 
 

The paper concludes that even though some of the provisions of the Convention give 
special treatment to environmental NGOs it does not close the door to other groups such 
as workers and trade unions. Whether there is an open door however largely depends 
on national laws rather than the Convention requirements.  

 

Can the World of Work Save the Environment? 

Carla Lipsig-Mumme (carlalm@yorku.ca), John Calvert, Charles Campbell, John Holmes 
& T.J. Albrecht  

Since 1994, approximately 100 major studies have appeared which explore the impact 
of both climate warming and measures to slow climate warming, on national and 
regional economies, with varying reference to jobs. Motivating these studies is the need 
to understand how global warming is affecting national and regional economies, how it 
will affect these in 2025, 2030, 2050, and the role that differing local, national, regional 
or global economic policies and labour market organisations play in slowing global 
warming. 

Our interest in reviewing these studies is in the role that work, and employment, and 
trade unions can play in responding to global warming, and in understanding the impact 
on both work and employment that global warming has and will have, depending on the 
effectiveness of the policies pursued.  

The approximately 100 modelling studies analyse the European Union and its member 
countries, the US, Canada, the BRIC countries, Australia, New Zealand and parts of Africa. 
The review is part of a larger Canadian study on ‘work in a warming world’, and in this 
paper we also analyse Canadian studies in relation to the international work. 

The paper reports the results of reviewing the 100 studies in function of five questions:  

What questions do the studies ask?  

What assumptions do they make?  

What role do they accord the world of work in reducing a nation’s or a region’s GHG 
emissions?  

What conclusions do they arrive at?  

Are the holes or silences in the research?  

Analysis of the studies identifies six approaches to the role of employment in responding 
to climate change, ranging from ignoring its potential to asserting its pivotal importance 
in two opposing ways. The majority of the studies ignore or underestimate the potential 
of adaptation of the labour process for reducing of greenhouse gas emissions in slowing 
global warming. The paper ends by ‘bringing the workplace back in’, outlining the 
possibilities and limits of widespread engagement of work, workers and trade unions in 
transitioning to a low-carbon economy. 
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Greening in construction: not a straight road to good job quality 

Jan Van Peteghem (jan.vanpeteghem@hiva.kuleuven.be), Monique Ramioul  

This paper investigates the job quality in energy-efficient construction. The central 
research question is to what extent the shift to energy-efficient and passive house 
construction impacts on the work organisation of construction companies and on the job 
content, the skills levels and the working conditions of construction workers. This 
research question is investigated in the frame of the EU 7FP project WALQING - Work 
and Life Quality in New and Growing Jobs. Within the selected sectors of WALQING, the 
green construction industry was identified as a potential locus for  ‘new’ jobs, 
characterised by job growth, more teamwork and new skills. These expectations came 
also to the fore in interviews with several stakeholders from national and European 
construction sector federations.  

To test these propositions and to address the research question, in-depth case studies 
were carried out in three Belgian construction companies, selected on promoting the 
construction of energy-efficient or passive houses as their corporate mission and core 
competitive strategy and including different company sizes. Each case study included 
interviews with 6-7 management representatives and 5-6 workers, as well as on-site 
visits at the shop floor and construction sites. The semi-structured interviews were 
recorded and transcribed. 

The analysis shows highly contrasting work organisations with a corresponding 
diversity of job profiles:(1) a ‘traditional’ craft-based organisation combined with 
competence- and capacity-based subcontracting, (2) an ‘enlightened’ employee-centred 
organisation model based on a participatory policy inspired by an ‘alternative’ and 
ecological way of building and working, and restricting to subcontracting under the 
condition of high quality delivery, (3) a lean work organisation model based on high 
levels of division of labour, standardised and short-cycled off-site preparation of 
prefabricated components, risk-transfer based subcontracting and a strategy of 
continual productivity increases and rationalisations. Hence, it appears that the 
‘greening’ of construction as such can by no means be identified as a main driver of 
better jobs. While new materials and techniques do have an impact, the overall 
managerial orientations as well as different strategies to cope with local labour market 
shortages come to the fore as key factors for designing the labour process, the jobs and 
the human resources policies. At the same time, the third company case may be reason 
for concerns for new risks and vulnerabilities in this industry. The field observations 
also contrast with the views of the sectoral social partners. Their focus remains on 
traditional collective bargaining issues and on sectoral training initiatives, while they 
lack an overall pro-active policy on the content of the jobs.  
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How do Trade Unions' North-South Relations influence their Climate Change 
Policies 

Nora Räthzel (nora.rathzel@soc.umu.se) & David Uzzell 

Environmental degradation and Climate change are rarely a subject of labour studies. 
Likewise, environmental studies focusing on production, usually limit themselves to 
analysing Corporate Social Responsibility, or technological changes, without taking the 
work process and workers’ rights into account. Our research project is investigating the 
relationship between labour and the environment and environmental policies in a 
north-south perspective. The proposed paper presents results from an investigation of 
the ways in which trade unions in the Global North and South are developing policies 
towards environmental degradation and climate change.  

We will discuss the barriers unions face in overcoming the contradictions between 
environmental and job protection as well as the relations between unions of the North 
and unions of the South. The main focus will then be on North-South relations within 
international unions and between unions of the North and South, analysing how these 
relationships, especially historical experiences of colonisation, influence the ways in 
which unions in the South perceive climate change and develop strategies of mitigation 
and adaptation. 

The project is a qualitative case study, predominantly of the metalworkers unions at 
international, national, and local levels. The metalworking industry is typically regarded 
as a significant GHG emitter and the metalworking unions have been reluctant to put 
environmental issues on their agenda. By way of a comparison, we have chosen the 
International and European Transport Workers Federation, since they have developed 
some of the most important environmental policies, while they are also seen as an 
industry responsible for high levels of GHG emissions. The empirical bases of our 
research are 35 semi-structured interviews with senior union officials in international, 
national and local trade unions. Interviews include policy makers in the ITUC, IMF, 
ETUC, and EMF and other international unions. Unionists in national federations and 
metalworkers and transport unions have been interviewed in Sweden, the UK, Spain, 
Brazil, South Africa, and Malaysia. We have also conducted participant observation at 
several Trade Union conferences and at the COP 15. In addition we analyse policy 
documents of unions internationally and nationally. 

 

Developing green jobs and skills in the transition from high to low carbon 
economies: An international comparison 

Dean Stroud (StroudDA1@cardiff.ac.uk), Joanne Blake & Peter Fairbrother  

At the time of writing the global economy finds itself on the edge of a second financial 
meltdown. Global warming and climate change threaten further cataclysmic events. It is 
argued that the shift to a cleaner, low carbon world economy is necessary to mitigate the 
effects of the latter, and the global financial crisis offers the opportunity to mobilise 
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intelligence and innovative thinking to identify policies, strategies and measures for 
green growth (Martinez-Fernandez et al., 2010: 6). A key question that needs to be 
addressed is what are the implications for work and employment and labour markets of 
measures aimed at reducing carbon emissions and making the transition from a high to 
low carbon economy? The OECD (2010) suggests that the creation of good jobs in a low 
carbon economy requires strengthening education and training systems, and supporting 
activities for the development of ‘green’ skills.  

A central problem in the analysis of transition is to define ‘green’ skills and jobs (see 
Martinez-Fernandez et al., 2010: 6). These debates are addressed here, but the core 
focus is on the strategies that have been considered to ensure a transition to a low 
carbon economy and the specific implications of such strategies for skills and jobs. The 
argument is that transition is dependent on a coalition of interests, involving community 
leadership, industry and union support, and government engagement. More particularly, 
education and training are key elements of the strategy to achieve transition. However, 
strategies for transition are uneven and complex with different outcomes (and 
implications) for the development of ‘green’ skills and employment.  

In this paper, we provide an account of six case studies from across the world (United 
States, UK, Australia, Germany, South Korea and Costa Rica) where shifts (in national 
and/or local/regional contexts) from high to low carbon economies have taken place or 
are underway. The analysis focuses on the centrality of ‘green’ skills development and 
‘green’ jobs creation to economic restructuring. The paper discusses the implications for 
education and training systems and workplaces and workers in making such transitions. 
It provides an analysis of green strategies for up-skilling and/or re-skilling, as a way of 
meeting the skills needs of individual firms and entire industries, which are part of 
efforts to build a sustainable future based on green employment and manage the 
transition to low carbon economic growth. 

 

Greening steel work: Varieties of capitalism, the green skills agenda and the 
‘greening’ of the labour process 

Dean Stroud (StroudDA1@cardiff.ac.uk), Claire Evans 

Employment in the steel industry – industrial, standardised, large scale and largely male 
– is being transformed in a variety of ways by, among other things, technological 
innovation, more varied recruitment of workforces, and changing forms of work 
organisation (e.g. Stroud, 2011). The industry in Europe is also asked to fall into line 
with European policy aims of sustainable economic growth and the cultivation of a 
green economy (European Commission, 2010). Part of the latter focuses on the 
development of a ‘green skills agenda’; both in terms of the ‘greening’ of existing 
occupations, as well as the emergence of new environmental sectors and occupations 
(CEDEFOP, 2010a). However, endeavours to ‘green’ work and employment across the 
European Union (EU) are taking place at varying degrees of intensity. In this paper, we 
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employ data on efforts to ‘green’ work and skills in the steel industry in Germany and 
the UK, and discuss what this means for the ‘greening’ of the (steel) labour process. 

The demand for, and supply of, green skills and green skills training provision is at 
different stages of development across the EU. In the co-ordinated market economy 
context of Germany (Hall and Soskice, 2001), where the array of ‘thick’ institutions 
(Streeck, 1992) cultivates collaborative relationships between parties as well as longer-
term, developmental orientations, environmental protection per se has been at the 
centre of public policy development for decades (CEDEFOP, 2010b). The aim of greening 
the German economy has entailed the modification of the vast majority of existing 
occupations, so as to take account of environmental considerations and such 
adjustments have been concomitant with relevant adjustments in occupational 
competency frameworks and vocational training curricula.  The situation differs 
markedly in the liberal market economy context of the UK, where endemic short-
termism, fluid labour markets and emphasis on profit-maximisation, perpetuated by the 
structure of financial institutions and systems of corporate governance, combine to 
produce disincentives for employers to invest in human capital development (e.g. Keep 
and Rainbird, 2000).  This is reflected in the ‘voluntarist’ training system and the lack of 
status accorded to vocational training provision (e.g. Bosch and Charest, 2008). 
Successive UK governments have refocused on skills and training policy in an attempt to 
stimulate employer demand/training activity, but the green skills agenda seems not to 
be a particularly high priority – despite a growing raft of environmental and climate 
change legislation (ECORYS, 2009).  

Drawing on case-study evidence from a project on the European steel industry, Greening 
Technical Vocational Education and Training, this paper examines how, and to what 
extent, such varying institutional contexts impact upon company-level environmental 
policy and initiatives and training policy and practice. The analysis focuses on steel 
company environmental strategies of compliance and innovation and the way they 
intersect with the green skills agenda (and technical vocational training programmes) 
and thus the ‘greening’ of work and employment in the steel industry. It is from this 
analysis that the paper comments on what the implications might be for the greening of 
the (steel industry) labour process. 

 

Green Skills, Green Jobs and Other Magic Wands 

David Uzzell (d.uzzell@surrey.ac.uk) & Nora Räthzel 

Increasing attention is being given to the need for green skills in order to support a 
fledgling low carbon economy and a collapsing carbon economy. In 2010 the first UK 
Green Skills for Green Jobs conference claimed “A shift to a low carbon economy will 
revolutionise the way in which we live and work.” 
(http://www.greenskills4greenjobs.co.uk/) 

mailto:d.uzzell@surrey.ac.uk�
http://www.greenskills4greenjobs.co.uk/�


193 
 

From an environmental labour studies perspective, it is interesting to see how the need 
for green jobs is represented and how the solutions being presented to meet the 
challenge are formulated. For example, it was suggested that “Securing a low carbon and 
resource efficient economy will result in more jobs and trade in emerging low carbon 
sectors.” This is questionable, as new technologies usually mean fewer jobs. 

Undoubtedly we need to plan and act for a low-carbon economy, and the development of 
green skills is an essential and urgent part of the process. “Rapid action is required right 
across the economy, ensuring that key stakeholders, businesses and individuals are 
prepared with the skills needed for a low carbon future.” This somehow assumes giving 
people skills is the missing link in the realisation of a low-carbon economy. Moving to a 
low-carbon economy is not just a question of providing ‘green’ courses. If the shift to a 
low carbon economy will revolutionise the way in which we live and work, then the kind 
of actions and provision currently being discussed are a necessary but not sufficient 
response.  

If it’s green, it must be good.  No, unfortunately not. ‘Green jobs’ are not necessarily 
healthy jobs or safe jobs. ‘Green jobs’ are not necessarily just jobs. Green jobs can still be 
precarious jobs. The Green skills agenda has to be seen in the wider context of the 
debates concerning jobs versus the environment, and the globalisation of work across 
the North and South. 

In this presentation, we intend to look critically at some of the issues and rhetoric 
surrounding the ‘green jobs agenda and suggest that the green skills element of the 
transition to a low carbon economy has to be seen in a larger context – not only 
internationally, but also in terms of the way we think about the organisation of work and 
the production process. This presentation will draw on research being undertaken on 
the policies of the international trade union movement towards climate change and 
environmental degradation involving over 35 in-depth interviews with senior union 
policy makers across Europe, South Africa, Brazil, and Malaysia. 

 

Farming activities face to climate change in south Greenland: representations and 
practices 

Karine Weiss (karine.weiss@unimes.fr), Isabelle Richard & Bouchra Zouri 

The life of the Greenlanders, living on the coastal areas, has been and will be strongly 
affected by climate variability. Coastal ocean and sea ice changes are well known to have 
strong impacts on marine transportation and marine productivity (and therefore fishing 
resources). Modern South Greenland agricultural activities (mostly sheep farming, hay 
production) are heavily dependent on local climatic conditions.  

This study is part of a project which brings together archeologists, historians, 
environmental psychologists, with experts in quantitative terrestrial climate 
reconstructions, climate modeling, detection and attribution of climate change, 
atmospheric monitoring, vegetation productivity monitoring and modeling, with the 
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common goal to document the Greenlanders’ perception of climate change and the local 
impacts of climate variability and climate change. From our point of view 
(environmental psychology), specific efforts are dedicated to document the perception 
and representations of climate change amongst Greenland farmers and its repercussion 
on their close environment and on their professional practices. We aim to elaborate an 
inventory of the knowledge, beliefs and attitudes of the farmers (and other local actors 
linked to their activities in the local rural development) linked to climate change, which 
can have an impact on their behaviors and decision-making processes in their choice of 
practices linked to their work. More precisely, we aim (1) to provide firm basis for 
documenting and understanding Greenlanders perception and representation of climate 
change, centered on south Greenland farmers, and (2) to understand the impact of the 
changes in Greenlandic farmer’s work and practices. 

A guide for interviews has been constructed following the model of previous research 
done by the authors on similar topics (representation of the environment by French 
farmers). We visited 21 sheep farmers among the 46 farms settled in South Greenland, 
and also other important partners for this activity (counselling office, slaughterhouse…). 
We conducted semi-directive interviews, asking questions about the social 
representation of climate and of climate change, about the perceptions of farming 
activities evolution, and about the coping strategies face to the identified problems.  

Data analysis is under progress. The first results already show that speaking about 
climate always means climate change for the sheep farmers. Even if they first thought 
that warming would be good for farming activities, they are now confronted to recurrent 
droughts, which is an important problem for them. Then, they now confront a lot of 
modifications in their work that are linked to these droughts. Sheep farmers are lead to 
irrigate, using local water resources. The government sustains this adaptive effort by 
subsidizing watering equipment. Another important evolution appears with the 
necessity for sheep farmers to diversify their activities by extending the sort of crops or 
by developing tourism activities. We can also notice that, in the sheep farmers’ speeches, 
the question of sustainable development does not constitute a concrete preoccupation, 
in particular concerning the used resources (water, soil). 

We expect to extend this exploratory study by a more extensive survey, using a 
questionnaire addressed to a bigger sample of framers, both in Greenland and in France. 

 

  



195 
 

ILPC 2012 Special Stream 4 Conference Abstracts 
 

Globalization, organization and institution 

Göran Ahrne (goran.ahrne@sociology.su.se) & Nils Brunsson 

There are different roads to a global world and each road has a different impact on the 
outcomes.  

In institutional theory ideas travel between organizations; ideas may have their origin in 
one organization and they may be mediated through other organizations and received 
by yet other organizations and the reception of these ideas in local organizations may be 
more or less welcoming. But the point is that it is the ideas that travel and not the 
organizations.  

Organization may be understood as the opposite of institution. Institutions are taken for 
granted, but organisation is often contested. Institutions seem inevitable and natural 
whereas organizational decisions and choices are made from several alternative 
solutions. Institutions denote actual practices and traditions but organization denotes 
new ways of doing things. Thus organization is also prone to failure. The origin of 
institutions is unclear and often referred to as some time in the past. Organizational 
decisions, on the other hand, are always related to a certain place and time and also to a 
certain person or group of persons. Organizations relate to the future.  These differences 
in the ways that institution and organization are produced and transmitted between 
people can be expected to affect processes of globalization and be connected to different 
ways to travel around the world. 

In this paper we will compare different institutional and organizational processes of 
globalization and their consequences. 

In the image of globalization there are some organizations that have become symbols of 
the rapid globalization. Two such examples are McDonald´s and IKEA. Both of these 
organizations have spread their businesses to many corners of the world in a rather 
short period of time and they both have a high visibility. This is not a process of 
institutionalization but a result of strong efforts from these companies to grow through 
establishing new departments or subsidiaries in other countries. Much globalization of 
organizations, however, occurs in less obvious ways. This is the case, for instance, when 
companies in order to expand their business buy local companies, and the local company 
retains its traditional name and brand even as a subsidiary to a large multinational firm. 

Meta-organization is yet another possibility for organizations to become global, 
especially for organizations with a strong local and territorial connection. Meta-
organizations have other organizations as members. They are associations, but their 
members may be other types of organizations such as states, companies or other meta-
organizations as well as other associations. Organizations that become members of 
meta-organizations keep their original identity at the same time as they acquire a new 
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identity as a member. This common identity is an expression of the similarities and 
bonds between the members.  

Meta-organizations set up supra-territorial corridors with a distance between them and 
their closest environment, while simultaneously reducing the distance between similar 
operations that are further separated. Meta-organizations contribute to transforming 
the world from a grid of states to corridors of meta-organizations. One can speak of a 
changed geography of power, whereby the influence of states on their territory is being 
weakened and broken up. 

 

The impact of representative employee participation on organisational 
performance. A comparison of four neighbouring countries – Belgium, Germany, 
the Netherlands and the United Kingdom 

Annette van den Berg (j.e.vandenberg@uu.nl), Arjen van Witteloostuijn, Christophe 
Boone & Olivier Van der Brempt  

Research on the impact of representative employee participation on firm performance 
has hitherto been mainly confined to single country studies, particularly Germany (for 
overviews: see Addison, 2009; Jirjahn, 2010). Empirical comparative country studies in 
this field are rare. One notable exception, albeit on the macro level, concerns the work 
by the European Trade Union Institute. They have conducted a rather crude comparison 
between all EU countries, dividing them into countries with strong and weak 
participation rights respectively, and established that the first country group 
significantly outperform the second group on several macroeconomic performance 
indicators (ETUI, 2009 & 2011).  

In the underlying study (based on a recently finished, unpublished working paper), the 
foundation is laid for international comparative research on the micro level, by critically 
reviewing the strengths and weaknesses of the (theoretical and empirical) literature and 
examining the distinctive features of four neighbouring countries with respect to their 
industrial relations systems.  

Point of departure is the introduction of the EU Directive on Information and 
Consultation, providing the countries characterized by weaker forms of participation 
with at least a minimum standard of deliberative rights for workers at the workplace. 
We show that Belgium, Germany, the Netherlands and the United Kingdom, despite the 
implementation of this Directive, display a large variation in their institutional setting, 
resulting in very different characteristics regarding indirect worker involvement at 
establishment level. Depending on the country at issue, works councils or joint 
consultative committees exert influence in very different degrees, and also the power of 
trade unions differs substantially.  

The existing theoretical framework that dominates empirical work does not take these 
differences sufficiently into account. Moreover, existing empirical work primarily 
focuses on the effects of the mere presence of a worker representation body on 
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organizational outcomes, hardly ever taking into account differences in the actual 
functioning of these worker bodies (for criticism: see Frege, 2002). In our own previous 
work on the economic effects of works councils on firm performance in the Netherlands 
(Van den Berg, Grift and Van Witteloostuijn, 2011), we have been able to capture some 
of these essential characteristics into our model; the outcome clearly shows that a 
positive attitude of managers toward works councillors and vice versa, greatly improves 
the functioning of the firm. 

The underlying study stresses that variances in (formal and informal) rights and in 
group dynamics, both within and between countries, will greatly impact the 
effectiveness of any form of indirect employee representation. This ultimately leads to 
the construction of our adjusted comparative model, which does aim to take all these 
differences into account, when explaining the relationship between representative 
worker participation and organisational performance. As a follow-up of the underlying 
paper, we have already started with the next step, in which we make use of a European 
dataset to empirically test our assumptions. 

 

Coping with Job-Related Uncertainties – A Comparison of Precariously Working 
Women in East and West Germany 

Melanie Booth (melanie.booth@uni-jena.de)  

Over the last decades labour market induced uncertainties have increased in Germany. 
The number of those working in atypical and therefore often precarious jobs has grown 
steadily. This is especially true for low wage employment which has enlarged by almost 
50% since 1995 and now comprises roughly 22 % of all employees. At its current rate it 
is used more frequently in Germany than in any other European country, including the 
UK. As statistics show women are at a much higher risk for precarious jobs. However, 
political campaigns as well as sociological research focus mainly on male precarity.  

In my contribution I want to focus on precariously working women asking how they 
perceive and deal with the uncertainty of their employment. I will do so by comparing 
women in both East and West Germany. Analysing qualitative interviews from a 
longitudinal research project, which focuses on individual effects of the latest labour 
reforms on work orientations, I want to put a particular emphasis on how women 
working in low-wage employment cope with their situation. Do they perceive their 
situation to be uncertain and if so, what impact does this have on their lives? What 
strategies do they develop? And what do they regard as ‘good work’? I will argue that 20 
years after reunification there are still major differences between women in East and 
West Germany. Structural differences such as public child care and wage disparities as 
well as variations in gender contracts result in dissimilar ways of perceiving and dealing 
with precarious work. 
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An Investigation of the Policies and Politics of Social Pacts: When the Time is Right 

Bernd Brandl (bernd.brandl@univie.ac.at)  

Research on the involvement of employee and employer associations in public policy 
making has highlighted the expressive importance of social pacts for governments. The 
basic argument is that social pacts offer governments a means of legitimizing their 
decisions: governments driven by electoral concerns seek to broaden support for their 
policies by involving powerful organized interests. Trade unions and employer 
associations can contribute to the legitimacy of government action by either exerting 
hierarchical control over their constituency or – as more recent studies suggest in 
contrast to corporatist theory – by generating a process of social learning and consensus 
building. In line with the general focus on the emergence of social pacts, this debate 
centres on the conditions which prompt governments to prefer pacts, i.e. the 
involvement of employee and employer associations, over unilateral legislation. 
However, systematic analyses of the political effectiveness of social pacts in terms of 
their alleged function, i.e. raising political legitimacy, are missing. The aim of this article 
is to assess the impact of social pacts and their political effects on basis of time-series 
cross-sectional data for 20 countries. As regards the assessment of pacting on political 
legitimacy the article will concentrate on the impact on the electoral success of 
governments. As regards political legitimacy, the findings do not fully corroborate 
liberal democratic theory and corporatist theory insofar as social pacts do not foster the 
electoral success of governments per se. While the findings show that if (and only if) the 
timing of pacts is right (i.e. pacts are announced not too early and not too soon) they 
might be used by governments as an instrument to increase their electoral success. 
Nevertheless, scepticism about the legitimizing input of organized interests into public 
policy must be taken seriously. Neither institutionalized forms of regular participation of 
trade unions and employer associations in public policy nor other forms of pacts help 
governments to systematically improve their electoral fortune. This does not rule out 
that competitive party democracy may make governments so myopic that they try to use 
pacting with employee and employer associations as a vehicle for re-election. Regardless 
of this, the findings suggest a re-direction of the debate on the expressive functions of 
pacts from governments to trade unions and employer associations. It is no mere 
coincidence that pacts have been concluded in countries where organized interests still 
wield notable deterrent power by means of membership strength or high levels of 
legally-backed bargaining coverage. This means that an expressive function other than 
electoral support which pacts may perform is domestication of organized interests (i.e. 
trade unions and employer associations) by sharing political space with them. The 
difference between these two functions is caused by the fact that the domestication of 
organized interests by concertation policies cannot systematically be transmitted into 
electoral success. 
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The logic, possibilities, and problems of Comparative Employment Relations 
Analysis (CERA) 

Rachel Cohen (r.cohen@surrey.ac.uk)  

At the time of the emergence of the sociology of work waged labour was experienced 
and conceptualized as historically novel; explicable in comparison with ‘preceding’ 
employment relations, yet as the novelty of waged work has waned, so has the 
comparative analysis of it, and its consequences. In marked contrast, and precisely 
because of their perceived exceptionalism, ‘non-standard’ employment relations (self-
employment; sub-contracting; agency work; homeworking; mobile work) are regularly 
studied with a comparative framework. In these studies on-site waged employees (or 
‘standard’ workers) are the usual comparator. This paper considers the advantages of 
turning this framework on its head – so that ‘nonstandard’ workers are used to explore 
‘standard’ work.  

An analytic strategy, which the author has elsewhere (2010) termed ‘comparative 
employment relations analysis’ (CERA) is outlined. The objective of CERA is to utilise 
research sites in which workers are in a single occupation and/or industry but multiple 
employment relations in order to uncover the systemic role played by the latter. As such 
CERA contributes to a comparative analysis of work that is rooted in employment 
relations rather than industry, occupation, organisation, culture or nation-state. Ideally 
CERA enables us to destabilise and re-examine the wage labour relation as such 
(something which is always present in labour process analysis but too often an absent 
presence, or at least an underlying assumption). Most importantly it allows us to return 
wage labour to analytic and empirical relevance. In this way the comparative study of 
employment relations enables us to re-focus on the structural roots of workers’ work 
and extra-work experiences. 

The paper draws on the author’s ongoing research into three occupations, selected for 
their varied employment relations (hairstyling, accountancy and car mechanics) in order 
to demonstrate some empirical and conceptual benefits of CERA. For example the author 
found that mechanics paid an hourly wage prized highest those work activities that 
provided the greatest intellectual challenges, in contrast self-employed or commission-
based mechanics favoured predictable and time-limited work. This empirical example 
highlights that waged labour may not simply be doubly-free as in Marx’s classic 
understanding – free of the means of production and free to sell their labour power. 
Rather, in some contexts, waged labour enjoys a third form of freedom: freedom from 
productivity. It is this freedom which both affords workers the potential to recognise the 
intrinsic (or human) satisfactions in work and that thereby underpins labour process 
indeterminacy. Not that such satisfactions will always exist and, where they do exist, not 
that they signify an absence of exploitation or alienation. Nonetheless, that this freedom 
persists, notwithstanding the structural power of capital and ongoing attempts by 
owners and managers to tie workers’ interests to those of a particular capital, highlights 
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the open-ended possibilities within wage labour; possibilities that only emerge with the 
separation of labour-power and labour.  

Whilst empirical examples are drawn upon, the emphasis of the paper is on developing 
the methodology of a comparative approach to the employment relationship and 
concomitantly a theoretical understanding of wage labour. In doing this the paper also 
raises critical questions about how to historicise and root CERA in the wider political 
economy of capitalism, and whether the CERA project is ultimately realisable. 

 

Institutional change, labour market segmentation and trade union action. 
Explaining variety of union strategies in outsourcing processes. 

Lisa Dorigatti (lisa.dorigatti@unimi.it)  

In the context of an increased international competition, the restructuring of production 
processes has become more and more widespread. Some of these measures have 
produced negative effects for working people. Outsourcing and vertical disintegration, in 
particular, have been often associated with worsening working conditions, such as 
reduction of wages, increased workloads and precarious income (Gautiè and Schmitt 
2009, Doellgast and Greer 2007). Moreover, outsourcing has strongly impaired trade 
unions' bargaining power and recruiting capacities. 

However, trade unions are not just recipient of these developments, but they also 
contribute to shape them. The literature has developed different expectations on their 
role. 

On one hand, the presence of strong trade unions has been associated with a restraint on 
employers' pressures for outsourcing and on its negative consequences (Thelen 1991, 
Turner 1991, Doellgast 2008). On the other, there is the assumption that strong labour 
market institutions favour outsourcing since the last constitute an institutional loophole 
through which employers achieve flexibility. Moreover trade unions are often perceived 
to act as representatives of the interests of workers employed in core firms, since their 
membership is mostly located there and to give (more or less tacit) assent to an 
externalization of flexibility costs on the margins of the labour force in order to better 
protect their members (Palier and Thelen 2010).  

However, systematic empirical analysis of the role of trade unions in these processes 
still lacks. We argue that in order to understand the effect of trade union action on 
outsourcing dynamics we have to focus on trade unions' strategic orientations. We 
identify two explanatory variables which can account for different strategic orientations 
of trade unions in these processes. 

A first one is the structure of the industrial relations system and the power resources 
(Doellgast et al. 2009). Unions located in strong industrial relations regimes tend to 
focuse more on traditional sectors and their core members, since they are not forced to 
extend unionisation for being recognized as legitimate agents (Frege and Kelly 2004). 
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Thus, trade unions in those countries may be more prone to exclusionary strategies and 
focus on the protection of core workers' working conditions. However, institutional 
change and the erosion of the power resources accorded to trade unions by IR systems 
could lead towards a strategic re-orientation also in more institutionalized contexts 
(Turner 2009). 

The second variable is the structure of the labour market. We argue that exclusive 
strategies can be feasible just until the separation between core and periphery allows 
unions to drop flexibility costs on the margins. However, recent research has shown that 
the strict separation between core and periphery has been blurring (Rubery 2007). If 
outsourcing concerns core segments of the production process and, thus, potentially 
produces negative consequences for core workers, the development of more inclusive 
strategies is more plausible. Therefore, we think that both the number of outsourced 
workers and their characteristics (more or less peripheral to core workers' day-to-day 
operations) matter for the level of inclusiveness of trade union initiatives towards 
outsourced workers. 

By relying on Heery's typology of trade union action towards atypical employees 
(exclusion, subordination and inclusion), the research project on which this paper is 
based will compare trade unions' startegies towards outsourcing processes of different 
business functions in the metal sector of two countries, Italy and Germany. The study 
will be based on a case-study methodology. 

 

New trade union capabilities and institutional entrepreneurship: understanding 
union strategies in the context of economic integration 

Raoul Gebert (raoul.gebert@umontreal.ca)  

Based on recent qualitative, multilevel field work in three sectors (banks, construction 
and hotel/catering) in two Nordic countries (Denmark and Sweden), this paper will look 
at the development of strategic trade union capabilities and institutional 
entrepreneurship, as they pertain to the adaptation of the Nordic trade union movement 
to economic integration in Europe. It specifically addresses the special stream of the 
conference entitled “Global Capitalism, National Institutions and the Comparative 
Political Economy of Work and Employment Relations.” 

Economic integration poses important challenges to the trade union movement 
everywhere and raises the question of the capabilities that trade unions need to develop 
in order to adapt successfully. The traditionally strong models of trade unionism in 
Scandinavia have undergone various mutations, since the inception of the European 
Union’s common market in the 1990s brought about increased mobility of service 
providers and labour market integration. Can trade unions develop appropriate 
strategic capabilities and become institutional entrepreneurs in this context? 

The main theoretical argument our contribution pursues is based on the evidence of 
continued and increasing intra-model variance within the broader Nordic model of 
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national political economies. Using a most-similar case comparison (Locke & Thelen 
1995), institutional analysis and “varieties of capitalism” (Hall & Soskice 2001) can 
benefit from complementary concepts, such as institutional entrepreneurship (Streeck & 
Thelen 2005) and strategic capabilities (Murray & Levesque 2006). National, sector-
level trade unions take centre stage in the promotion and diffusion of company-level 
strategies, in orchestrating material and institutional resources, in articulating and 
mediating conflicting interests, in providing a vital link to the broader political arena 
and in creating transnational networks with other trade unions (specifically, Nordic & 
European industry federations). 

The main empirical observations consist of concrete cases where the development of 
trade union capabilities at the national sector-level paves the way for institutional 
entrepreneurship and an increasingly international repertoire. In the meantime, some 
trade unions manage to reinvigorate and adapt traditional institutions. Among the 
examples of such capabilities are: 1) “scaling” strategic responses to appropriate 
institutional arenas (Levesque & Murray 2010); 2) actively “framing” the modification of 
traditional repertoires of action (Tilly 2006) and trade union references (Dufour et. al 
2009); 3) revamping communication capabilities (Levesque & Murray 2006), using 
transnational strategies as an organising and marketing tool for the union and to shore 
up internal solidarity; and 4) examples of “borrowed resources” (Ganz 2002).  

While traditional repertoires are still important in maintaining and adapting Nordic 
trade union strength, they have been complemented by new, strategic capabilities, in 
order to manage the recent crises, stemming from both external and internal challenges. 
In this context, trade unions are critical actors of institutional change and adaptation. 
They develop new varieties of hybrid and multilevel repertoires, rather than circling the 
wagons around an increasingly strained institutional model or simply abandoning it to a 
transnational level. 

 

Within-Country Institutional Diversity and Employment: the UK Pharmaceutical 
and Food Manufacturing sectors compared 

Enda Hannon (e.hannon@kingston.ac.uk), Katie Truss, Kathy Monks, Edel Conway, 
Grainne Kelly & Patrick Flood  

The extent of heterogeneity and diversity within national economies is increasingly 
recognised. Employment scholars have identified growing similarities in modes of 
regulation and employment practices between the same sectors in different countries, 
and at the same increasing differences in the same between sectors within individual 
countries (Locke, Kochan and Piore 1995; Katz and Darbishire 2000). Research on 
‘global production networks’ also highlights the extent to which competitive strategies 
and organising models within particular sectors are demonstrating common 
characteristics (Henderson et al.2002). 
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Critical analysis of the comparative capitalism literature points to a strong need for 
better account to be taken of such intra-system diversity (Lane and Wood 2009). 
However to date there has been limited empirical research exploring these issues, in 
particular from an employment perspective. The objective of this paper is to make a 
contribution in this regard by comparing institutional and policy contexts, firm 
strategies and employment outcomes in the UK pharmaceutical and food manufacturing 
sectors. Such a research design permits an examination of the role and effects of a 
number of potentially influential variables. Pharmaceuticals is a traded sector that has 
been subject, in the UK as well as other countries, to proactive and resource intensive 
industrial policies aimed at promoting success in international competition. In contrast, 
food manufacturing is primarily non-traded and a sector that has not been the focus of 
sustained attention from an industrial policy perspective. Research in these sectors 
could shed light on the employment effects of these differences in policy context. 

The paper draws on primary research conducted in 2003 in dairy processing and 2009 
in pharmaceuticals, supplemented by secondary data of various kinds. Initial analysis 
highlights how the recent shift to a more hands-on industrial policy is underpinning 
comparatively strong performance and positive employment outcomes in the 
pharmaceutical sector, albeit with weaknesses in company financing leading to job 
losses and restricted growth in the biotech/biopharma segment. In contrast, the hands-
off industrial policy in food manufacturing has meant that this sector continues to be a 
relatively poor job quality sector. The findings highlight how the demands of 
international competition may lead to differences in policy and institutional context 
between sectors within individual countries, with important consequences for 
employment and skills. 

 

The Reconstruction of Labour in Multinational Companies in Germany, Spain and 
the USA 

Marco Hauptmeier (hauptmeierm@cardiff.ac.uk)  

This paper analyses within-country variation and change of employment relations in the 
USA, Spain and between the second oil crisis in 1979 and the recent global financial 
crisis based on an analysis of the auto companies GM, Ford and Volkswagen. This study 
addresses a crucial puzzle of institutional theory: How do employment relations change 
and vary when national-level institutions do not? The paper argues that differences in 
actor ideologies impact the construction of institutions at the firm level, which explains 
change and variation of employment relations over time and across cases. The study 
explored four mechanisms of ideological change – generational change, leadership 
change, identity work and diffusion – that shape the varying and changing enactment of 
national-level institutions at the firm-level. 
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Transformative change in wage-setting institutions: How to account for (global) 
inter-firm networks? 

Markus Helfen (markus.helfen@fu-berlin.de)  

Aiming for a contribution to the development of institutional theory, in this paper the 
hypothesis is elaborated that a misfit between national regulatory frameworks for wage-
setting and the (global) inter-firm network as the unit of value creation causes an 
institutional fragmentation of collective bargaining systems. As a distinct type of 
institutional change, institutional fragmentation is a challenge for the actors of labour 
and employment relations because it regularly provokes situations of rule ambiguity in 
the labour process. Although different explanations of institutional change provide for 
important insights into (de-)institutionalization trends in wage-setting institutions in 
countries of advanced capitalism, a common shortcoming of the current debate can be 
identified: Institutional change is often theorized as resulting in a dichotomous "either-
or"-outcome in which extant national arrangements either prevail through (flexible) 
stabilization or change dramatically in the direction of corporate unilateralism. Using 
primarily industry-wide collective bargaining in Germany as an empirical example, it is 
argued that the notion of "fragmentation"  (Marchington et al. 2005) into parallel worlds 
of wage-setting is a more appropriate approach to explain the differentiation observed 
in wage setting arrangements on the ground. Building on this fragmentation thesis, the 
paper develops a perspective that locates the origins of institutional fragmentation in 
organizational developments at the meso-level of analysis, above all, the general trend 
towards a re-organization of value creation into a production regime based on inter-firm 
networks crossing country, industry, and firm boundaries. Clearly, first and foremost in 
the literature on (global) value chains and production networks, but also in international 
management, network-based reorganization has already been observed for a variety of 
manufacturing and agricultural products. From an organizational perspective, corporate 
structures are simultaneously dissolved and (re-)integrated through splitting up and 
(re-)combining various parts of the value chain by outsourcing and sub-contracting of 
single parts, components, modules, and manufacturing-related services. However, the 
consequences of a network-based reorganization for wage-setting systems are not well 
understood. The paper aims at filling this gap by developing a typology of collective 
bargaining systems in which the rather archetypical distinctions between firm-level – as 
associated with liberal market economies – and sectoral collective bargaining systems – 
as associated with coordinated market economies – is supplemented by a third type 
taking network-based reorganization as a relevant economic unit into account. By so 
doing, several criteria can be derived in order to explain why under network-based re-
organization institutional fragmentation is the most likely type of institutional change 
and what consequences this might entail. Using industrial services as a prototypical 
example, the challenges are illuminated collective actors are confronted with by 
network-based reorganization. In particular, it is argued that as long as a misfit between 
formal regulations and network-based production prevails, fragmentation continues to 
unfold its consequences for collective wage bargaining. 
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Varieties of Capitalism and Varieties of Crisis 

Jason Heyes (j.heyes@bham.ac.uk), Paul Lewis & Ian Clark  

This paper identifies differences and similarities in the content of European 
governments’ responses to the economic crisis that erupted in 2008. Drawing on the 
‘varieties of capitalism’ (VoC) mode of analysis associated with Hall and Soskice (2001), 
the paper compares policy responses in ‘liberal market economies’ (LMEs) such as the 
UK and ‘coordinated market economies’ (CMEs) such as Germany. VoC analysis would 
predict that the responses of CMEs and LMEs to ‘exogenous shocks’ will differ in 
fundamental respects (Iversen 2007). However, attacks on employment and social 
protections are occurring in both types of economy, calling into question some of the 
core assumptions and analytical categories of the VoC approach. We argue that a 
preoccupation with institutions, and an associated neglect of social agency and the 
dynamics of the capitalist mode of production, has left the VoC frame of analysis ill-
equipped to provide insights into the causes of the current crisis and the longer terms 
consequences for the regulation of labour markets. In particular, the VoC literature has 
neglected a widespread tendency towards a weakening of the position of labour in both 
LMEs and CMEs. We argue that this tendency long predates the crisis and is being 
further entrenched as governments seek to re-establish conditions conducive to capital 
accumulation. 

Threats to social and employment protections are also having implications for the 
European Commission’s flexicurity agenda. The concept of flexicurity has come to 
dominate the employment and social policy recommendations of the European 
Commission. For its proponents, flexicurity represents a means of reconciling 
employers’ demands for flexible labour utilisation with workers’ need for security. The 
Commission has emphasised that EU member states, in addressing the consequences of 
the economic crisis for jobs and the labour market, should develop measures that are 
consistent with the principles and policy tools associated with flexicurity. However, we 
argue that the economic crisis has served to call into question the merits and 
attainability of flexicurity and that the conditions for implementing flexicurity policies 
are being undermined as a consequence of austerity measures.  

In developing our arguments, we draw on secondary sources such as OECD and ILO data 
in order to examine long-term tendencies in respect of various indicators of 
employment and social protection. In addition, the paper draws on 40 semi-structured 
interviews conducted with officials and representatives of government ministries, trade 
unions and employer organisations in Ireland, the UK, Germany and the Czech Republic. 
The paper examines responses to the crisis in these four countries and assesses whether 
they are reproducing, challenging or eroding established employment and welfare 
institutions and protections. The paper also reflects on the longer term prospects for 
European labour market policy and on potential ways of addressing some of the 
limitations of the VoC approach to comparative institutional analysis. 
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Sectoral Systems of Production and Work – the Example of Low-Skilled Industrial 
Work 

Hartmut Hirsch-Kreinsen (hartmut.hirsch-kreinsen@tu-dortmund.de)  

The planned contribution focuses on the recent critical debate on the well-known basic 
assumptions of comparative capitalism research. For some time now, the Varieties of 
Capitalism approach has been criticized not only for being too static but also for being 
too homogeneous. A main point of criticism is that the internal variety of the respective 
national production systems and the existence of different sectoral subsystems have 
been systematically neglected so far. This contribution will take up this criticism in a 
conceptual and a empirical perspective.  

Empirically, the contribution will be based on recent research findings of the surprising 
stability of a large employment segment of low-skilled industrial work in the context of 
the German production system. These empirical findings will be contrasted with the 
established mainstream of research on the Varieties of Capitalism which is convinced of 
the dominance of a skill-intensive production system in Germany, termed as “Diversified 
Quality Production” (Wolfgang Streeck).  

The thesis of the planned contribution is that low-skilled industrial work is a core 
feature of a specific sectoral production system, which constitutes a hitherto overlooked 
element of the German national production system. Therefore the conceptual goal of this 
contribution is to develop and to specify the concept of a sectoral system of production 
and work based on the empirical findings about low-skilled industrial labor. In the 
perspective of an institutional based multilevel analysis this category will systematically 
focus on the interdependencies between the company level of working systems with the 
various levels of societal macrostructures. 

The line of argument will consist of the following steps: Firstly, the institutional theory 
debate on the development and the internal variety of national production systems will 
be critically summed up. Secondly, the empirical and methodological basis of the then 
following argumentation will be briefly outlined. Thirdly, the current occurrence as well 
as the central characteristics of low-skilled industrial work will be examined. Fourthly, 
the formation conditions of an industrial sector with a prevalence of low-skilled work 
will be analyzed and compared with the main features of the skill-intensive sector of the 
German production system. And finally, the debate on the internal diversity of national 
production systems will be taken up again and the concept of a sectoral production 
system will be worked out in more detail. The empirical base of the paper includes 
statistical analyses and the results of intensive case-study analyses conducted in German 
industrial firms with predominantly low-skilled work. 
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Informalization in a highly formalized context – Work and Employment in the 
German Parcel Delivery Industry 

Hajo Holst (hajo.holst@uni-jena.de), Ingo Simge  

Parcel delivery has been growing rapidly in the last decade – in terms of both revenue 
and employment. The German market is dominated by a handful of large international 
players, the majority of them are subsidiaries of former state-owned postal services. The 
so called “big five” – German DHL, US-based UPS, French owned DPD (GeoPoste), British 
owned GLS (Royalmail), and Hermes (a subsidiary of a large mail order group) – control 
over 80 percent of the German market. Service provision takes place in vertically 
fragmented value chains. All service providers extensively use outsourcing to reduce the 
costs related to service production. DPD, GLS and Hermes have completely outsourced 
courier work, while UPS (app. 40%) and DHL (20%) have to a significant degree. With 
the exception of UPS, service contractors are predominantly small firms operating with 
no more than 10 to 15 tours. In addition to regular employment, the majority of these 
firms resort to sub-subcontracting to self-employed drivers. In single cases, the network 
of service provisions contains three (or more) levels of subcontracting. As a 
consequence, self-employment is rather widespread among couriers in the German 
parcel industry.  

In terms of employment and work, vertical fragmentation leads to de-standardization. 
The vast majority of courier jobs are not covered by any collective agreement, works 
councils are rare in the predominantly small contractors, and basic provisions of labour 
law including working-time regulation, health and safety provisions, holiday 
remuneration and sick pay leave are frequently left out. Due to fragmentation, the 
traditional institutions of German work and employment regulation have lost their 
inclusiveness. While service providers’ core workforces (administration staff, parcel 
handlers, etc) are mostly covered by collective agreements and protected by various 
institutionalized rights, the couriers or their subcontractors are rarely covered by these 
institutions. From the perspective of de-standardization, the parcel delivery industry is 
but one example of a wider trend occurring in basically all Western countries. The 
debate on de-standardization focuses on changes on the institutional level; it does not, 
however, tell us a lot about how these changes are done.  

In order to analyze the dynamics driving de-standardization, this paper applies an 
approach which in the past has been predominantly applied to work and employment in 
semi-peripheries of global capitalism, namely informal work and labour. According to 
this perspective, de-standardization refers to a diffusion of informal practices which 
takes place within a highly formalized context. Informal practices include the partial 
transformation of the employment contract into a service contract by the 
informalization of legal working-time regulation, an informalization of payment by re-
declaring wages as allowances which are subject to a lower tax rate, undocumented and 
unpaid family work, and – last, but not least – the use of self-employment contracts 
(legally pseudo self-employment). Concerning the processes underlying the 
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informalization of work and employment, our analysis shows that the proliferation of 
these practices cannot be ascribed solely to the power of the focal service providers. 
Rather, “informalization from above” is accompanied by an “informalization from 
below”. In short, couriers, whether employed by a service contractor or self-employed, 
actively engage in the informalization of the traditional institutions regulating work and 
employment because these institutions apparently do not guarantee an income which 
facilitates social inclusion. Informalization from below thus represents an economic 
“survival strategy” in a low-wage sector. These results pose significant challenges for 
both the regulatory framework of work and employment and for German unions.   

Empirically, the paper rests on a project on work and employment in the German parcel 
industry. In addition to three case studies based on 25 interviews with couriers, 
supervisors, works councils and local management, two group discussions with couriers 
and business owners of service contractors were conducted. 

 

Strikes in EU companies. Trade union effects in different institutional settings 

Giedo Jansen (g.jansen@fm.ru.nl) & Agnes Akkerman 

In this article we reinvestigate the relationship between trade union power and 
industrial conflict. We argue that the relevance of observations at the national level - 
common in most previous studies - is questionable in modern industrial relations in the 
EU because collective bargaining nowadays often takes place at the sector or company 
level. We also argue that the institutional conditions under which trade union power 
correlates to strike require more stringent tests, i.e.: Analyses that are not only cross-
national, but also multi- and cross-level in nature. This paper therefore aims to answer a 
twofold question: (a) To what extent is union power associated with strike incidence at 
the company level? And (b) to what extent are company-level trade union effects on strike 
incidence conditioned by national institutional context? In answering these question 
we make use of data from the European Company Survey (2009), facilitated by the 
European Foundation for the Improvement of Living and Working Conditions 
(Eurofound). These data allow us to examine trade union effects and strikes in over 
5,000 individual firms across all 27 EU member states. We conduct a series of multi-level 
analyses combining information on EU companies with the economic and institutional 
characteristics of the countries where they are established. For this purpose we 
supplement the ECS-2009 data with data from various international sources: The 
ICTWSS database, Version 3 (Visser 2011); Comparative Political Data Set III 
(Armingeon et al. 2010) and Eurostat (2011). We focus on three types of trade union 
effects: union density, multi unionism, and the unionization of work councils. 
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Foreign subsidiaries´ host-country location fit and strategic staff adjustment 
practices 

Marlies Kluike (marlies.kluike@uni-tuebingen.de)  

Making use of competitive advantages that different country locations offer, including 
employment relations (ER) is vital for MNCs in today’s unstable business environments. 
Generally the literature on MNCs and ER does not distinguish subsidiaries further than 
by e.g. home-country or other control variables such as firm size. But from a strategic 
viewpoint, further differentiations between subsidiaries depending on subsidiaries’ ER 
needs and how they fit with the host-country location (see also Pull 2008) should be 
taken into account as a possible ER practice determinant. I therefore attempt to 
investigate in how far subsidiaries use local ER practices according to their degree of 
host-country fit.  

I focus on US-subsidiaries in Germany, Switzerland and the UK as these locations form 
an interesting contrast with Switzerland being similar to both Germany and the UK 
regarding different ER aspects. Referring to the varieties of capitalism theory (see 
Hall/Soskice 2011) I identify subsidiary characteristics that I can link back to ER 
complementarities of the different country locations (similarly see Kluike/Pull 2011) 
such as change intensity. I therefore have specific expectations regarding in what form 
the identified characteristics prevail if a subsidiary can gain a high degree of 
comparative advantage from its host-country location in terms of ER (c.p.). In how far a 
subsidiary can overall gain comparative advantages from local ER should be determined 
by in how far across the different characteristics more or less of a host-country fit exists. 
Then I derive predictions for US-subsidiaries in each country regarding the utilization of 
identified typical local ER practices in view of the subsidiaries’ host-country fit, which 
should especially play a role when local ER practices are different than usual US-
practices. I use the following measures: Average staff tenure, staff adjustments 
according to business need and utilizing alternative measures before letting staff go. 

I test my propositions with an original dataset from 2010/2011 with data on over 70 
subsidiaries. To assess the relationship between subsidiary host-country fit and the 
utilization of local ER practices, I construct an additive index comprised of the identified 
subsidiary characteristics measures in relation to my theoretical predictions for each 
location. In how far the different subsidiaries utilize local ER practices I analyze with 
correlation and regression analyses. For US-subsidiaries in the UK and Switzerland, I 
mostly find support for my predictions, somewhat less so for Germany. The results 
overall support the idea that not all subsidiaries fit all ER practices but some seem to fit 
some more than others. 
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Spatially Restructuring Work: The Cross-Border Case of Automotive 
Manufacturing in Mexico and the US 

Fidelma Murphy (f.murphy@kingston.ac.uk) & Terrence McDonough  

The spatial restructuring of work and the fragmentation of work activities across 
borders is an ongoing and expanding process in the current global neoliberal 
environment. Cross-border ownership is increasingly commonplace with corporate 
locational decisions principally informed by considerations of heterogeneity of place. 
Cross-border capital mobility is a clear consequence of the globalisation process. Social 
Structures of Accumulation (SSA) theory provides a useful perspective for placing 
globalisation in an historical and institutional context and tracing its consequences for 
spatially-bound workers. The spatialization school places special emphasis on the 
manner in which SSAs produce differential labour outcomes at local levels in explainable 
ways. The ongoing spatial restructuring of work is part of a larger globally-based labour 
control strategy. A reliance on strategic differentiation across locations is fundamental 
as the more and greater are differences in the organisation of work and the more the 
potential for worker solidarity is eroded. The degree of differentiation is influenced by 
corporations’ ability to consciously implement preferred functional differences and to 
actively exploit existing ones in the local environment. The paper takes the Mexican 
maquiladora automotive industry as an operational example of cross-border 
spatialization and its effects. It asks if and how the organisational capacity of labour is 
undermined by: 1) consciously constructed functional differences abetted by 
technocratic control and flexible production systems and; 2) the active exploitation of 
existing local differences. The industry’s immersion in the global neoliberal environment 
is evidenced by the diffusion of social and technical controls at maquiladora plant-level 
through computerised standardisations and parameters; the implementation of flexible 
accumulation systems; attacks on unions; flexibilisation of employment contracts and 
out/off-sourcing. The implementation of these controls is heavily dependent on the 
specifics of place, while the specifics of place themselves can serve as additional, pre-
existing sources of differentiation. 

 

Comparative Labour Market Institutions and External Conflict Resolution 

Sebastian Schulze-Marmeling (sebastian.schulze-marmeling@postgrad.mbs.ac.uk)  

The enormous rise of applications to Employment Tribunals in Britain since the early 
1980s prompted great debate about the ‘externalisation’ of work-related conflict. How 
can we explain why conflict at work is increasingly dealt with by external conflict 
resolution bodies, in particular employment tribunals (or labour courts, as they are 
called in most countries)? Research literature has identified two broad streams of 
arguments to explain this phenomenon – variations in labour market institutions, in 
particular the industrial relations system and employment legislation, and increased 
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economic insecurity, characterised by, among others, high unemployment, problems 
with job-to-job-transitions, and low replacement rates of social benefits. 

While the debate in Britain is still ongoing, my research adds a comparative perspective 
to the discussion. This paper will pay special attention to the first set of arguments, the 
role of labour market institutions. The core of the research problem is defined by three 
central questions. First, how common is it in other countries to take legal action in order 
to solve work-related conflict? Second, to what extent can comparative institutionalism 
help us to understand the difference between countries? Third, can institutional change 
predict the incidence of court claims over time? 

The expected role of labour market institutions is twofold. First, it is argued that the 
existence of strong collective industrial relations favours conflict resolution within the 
workplace. Trade union workplace representation, for instance, can control 
management, serve as an arbitrator for internal dispute resolution, and thus help to 
avoid the emergence of conflict as well as increase the number of internally resolved 
disputes. Collective agreements, on the other hand, set standards that serve as a quasi-
legal institution by which the workplace is ruled. They are seen as a constraint to 
arbitrary management authority and expected to limit the emergence of conflict. 

Second, the extent of ‘juridification’ of the employment relations might account for 
cross-country differences. Juridification is the shift from complete reliance on 
contractual arrangements to a ‘law driven’ society. An extensive legal intervention in the 
individual employment relationship, it is argued, increases the possibilities for 
employees to take legal action and, in turn, the incidence of labour court claims. 
Consequently, the externalisation of work-related conflict is expected to be higher in 
countries with extensive individual employment rights. Similarly, the introduction of 
new provisions, or the extension of existing ones, should lead to an increase in caseload 
for the courts. 

This paper will attempt to assess these arguments empirically. A first analysis will seek 
to shed light on a number of European Union member states, and conduct a statistical 
cross-country analysis. Thereafter, the situation in a few selected countries will be 
discussed in greater detail. The study conducted for this paper is part of a larger project 
for my PhD research. 

 

Political congruence in trade unions; a factor in renewal? 

Martin Upchurch (m.upchurch@mdx.ac.uk), Richard Croucher & Matt Flynn  

Political congruence may predict or explain aspects of trade union renewal. We suggest 
that strategic change in unions is more likely to succeed when political congruence 
exists between the values, expectations and intended outcomes of the three sub-sets of 
leaders, activists and members in a union. Congruence is a term used in both political 
science and social psychology to construct hypotheses of the predicted benefits of 
shared norms and values within organisations. Our proposition is that the achievement 
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of political congruence within a union increases the likelihood of success in recruitment, 
retention and renewal. We therefore explore past studies within the social psychology of 
union activism to supplement the insights gained from social movement theory in 
addressing the political congruence concept. We define political congruence (P/c) as 
convergence of shared political values and vision. For P/c to occur we need a chemistry 
of independent factors to coalesce. Borrowing primarily from social movement theory 
we identify these independent factors as: shared political frames of reference and 
collective identity; participation and socialisation encouraged through innovative 
practice, networking and education; and rank-and-file mobilisation.  Shared political 
values, or ‘frames’, are time specific, in that they reflect particular moments in the 
union’s development in response to external threats from employers and/or states. We 
note that historically there have been exceptional periods of individual union growth, 
measured in terms of membership, density, and effectiveness. Periods of exceptional 
union growth have occurred ‘with the stream’, when membership of unions was 
increasing generally, or against the stream, when individual unions grew even though 
general union membership was in decline or growing only slowly. An example of ‘with 
the stream’ was the  ‘Great Unrest’ in Britain between 1910 and 1914, characterised by 
the development of rank-and-file militancy from below which clashed with  union 
leaderships recently tied into national agreements. Historical episodes of exceptional 
growth, especially those which occur ‘against the stream’, need to be further studied and 
understood, if we are to make sense of problems surrounding contemporary debates on 
union ‘renewal’. Three examples which the authors are currently examining in the UK 
are those of the Amalgamated Engineering Union (AEU) from 1935 to 1945; the 
technicians and white collar union ASTMS, in the 1970s, and the Public and Commercial 
Services union (PCS) in the period since 2000. All three unions exhibited growth which 
appeared exceptional in the historical moment. In this paper we present in detail our 
conceptual framework and present some preliminary results from our selected case 
studies. 

 

Postfordism as a Dysfunctional Accumulation Regime 

Matt Vidal (matt.vidal@kcl.ac.uk)  

In this article I present a critique and theoretical reconstruction of the regulationist 
approach to political economy. I focus on the standard growth model of the Parisian 
wing of regulation theory, in which strong and steady growth is achieved only when an 
accumulation regime is stabilized by a highly coherent mode of regulation. This model, I 
argue, assumes too much institutional coherence, is overly mechanical, vaguely specified 
and, ultimately, theoretically indefensible. Next, I sketch a reconstruction of regulation 
theory that rejects the concept of mode of regulation and argues that the current 
postfordist growth regime is a stable yet dysfunctional accumulation regime. I then 
elaborate this concept through a comparative analysis of the US, UK, Germany and 
Denmark. The Fordist growth regime was based on a historically-unique confluence of 
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events making possible oligopolistic competition and a high profit rate, which in turn 
allowed a class compromise ensuring effective demand to drive strong growth. After the 
crisis of Fordism around the early 1970s, capital went on the offensive and was able to 
recover a satisfactory profit rate, which came at the expense of labor’s share of national 
income. As a result, slow growth with increasing economic insecurity and inequality 
(except in Denmark) and high levels of household debt appear to be the long-term plight 
of postfordism. 

 

Leadership and Working life in Chinese businesses located in Denmark 

Ann Westenholz (aw.ioa@cbs.dk)  

Very little research – if any – has been done to find out what happens to leadership and 
working live when Chinese companies settle in Denmark. This paper argues that it is 
worth investigating this topic, as I assume that the numbers of Chinese companies 
locating themselves in Denmark will increase in the coming years. The aim of the paper 
is firstly to give an overview of the literature that deals with the development of Chinese 
companies going abroad, and it is shown that the direct outward investments of China is 
experiencing a rapid growth. Secondly I like to look at leadership and working lives in 
China, and the lesson learned from the literature is that leadership and working life in 
China is diverse and continuously evolving. But some trends may be identified like 
different institutional regimes and different types of companies. Thirdly I look at 
leadership and working life in Denmark, and I compare leadership and working life in 
the two countries showing that there are many differences. These differences may have 
an impact on the way Chinese companies handle their encounters with ‘strangers’ when 
they establish themselves abroad, but we do not know if this is happening. I conclude by 
outlining a way of how to empirically study the interaction between Chinese and Danish 
managers and employees working together in a Chinese company in Denmark. 
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Visiting Stockholm 
Stockholm is the capital of Sweden and the largest city in Sweden with more than 
850,000 inhabitants. The whole Stockholm region contains more than a fifth of Sweden’s 
total population and is the fastest growing area in Sweden, having grown with over 
300,000 people during the last ten years alone. Despite this demographic growth and 
the related infrastructural changes, Sweden is probably more known for its history and 
nature.  

Stockholm was (at least symbolically) founded in 1252 by king Birger Jarl, who fortified 
the strategic location between lake Mälaren and the Baltic Sea. Over time, Stockholm 
grew to be the economic, political and religious centre of Sweden and has been the seat 
of both the government and the monarch for hundreds of years. Given this, Stockholm – 
and especially the old town – has many historical landmarks and buildings.  

With regards to nature, central Stockholm is situated on fourteen islands, which make 
up part of the greater Stockholm archipelago stretching out into the Baltic Sea towards 
Finland and its capital Helsinki. Water is thus a central feature in Stockholm, making up 
over 30 per cent of the city area.  

Another 30 per cent of the city is made up of parks and green spaces, the largest of 
which is the island Djurgården and the related Gärdet making up part of a National city 
Park that also encompasses the Stockholm University Campus.  

Average temperatures for Stockholm in March range between C -2.7 (F 27.1) and C 3 (F 
37.4) with an average of 26 mm rain and 13 rainy days. The March weather in 
Stockholm is however notoriously fickle and can offer anything from C -10 and snow to 
C 15 and sunshine.  
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