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Introduction 
 
The first section of each theme within the report includes an abridged resume of the 
Theme 1, Theme 2 and Theme 3 internal reports by Dr Maria Richea, by Dr Olena 
Fedyuk and by Dr Julia Kubisa respectively. The reports are available on request.  
 

Theme 1: Management and Employees 2013 -2016 
 

Summary 
 ñThe contemporary nature of resource competition in the context of the current 
economic crisis, the globalized working environment is defined by the constant 
changes in socio-economic processes. The economic capital deficit is creating 
constant challenges to the global governance system on both micro-macro levels of 
labour-management politics. Consequently, an emerging effect of the growing 
competition for scarce resources is the reconfiguration of the existing rules of the 
social and economic relationship, and implicitly, arguably, the transformation of the 
international labour market.  
 
An intervening key role distinguishing the new forms of social organization of work is 
being played by the process of transition from a society characterized by the 
standardization of work - Fordism - to a society characterized by the individualization 
of work - PostFordism. Accordingly, in the literature it has been emphasized as a key 
factor in the international labour landscape.  Specifically, it has been remarked that 
this transition process brings certain changes in restructuring work and employment. 
Thus, according to Beck (2000, 3): ñthe more work relations are óderegulatedô and 
óflexibilizedô, the faster work society changes into a risk society incalculable both in 
terms of individual lives and at the level of the state and politics, and the more 
important it becomes to grasp the political economy of the risk in its contradictory 
consequences for economics, politics and societyò. It is at this juncture that we witness 
challenges to the pillars of social dialogue as multi-level governance in times of 
economic crisis.  The current period may see a wholly new set of issues blossoming 
out of a putative new global governance system of labour and employment politics. 
Following this, social dialogue can be understood as vital in tackling employment risks 
while presenting opportunities arising on the international labour market. By capturing 
the multi-level governance aspects of the social dialogue in difficult economic times 
we can moreover draw two further possible scenarios of employment dealing both with 
the risks and the opportunities that are entailed in the Post Fordist scenario of the 
social organization of work.ò  It was pointed out that a key scenario was the possibility 
that ñdealing with the risks associated with both employer and employees experiences, 
and it opens up the space for social dialogue as a key tool of global labour governance. 
In this regard, the risk transfer at the level of employer experiences in the context of 
the current economic crisis and of the ongoing competition for resources, new forms 
of intersectoral competition may arise.ò 
 
Thus, ñin the context of limited capital resources and associated firm restructuration, 
the ongoing demand for human resource management practitioners to adjust and 
focus their managerial strategies in order to meet high performance standards 
imposed on a highly competitive labour market is a sine qua non for 
organizational/institutional survival in turbulent economic times.ò 

http://www.changingemployment.eu/Research/Themes/1ManagementandEmployees/tabid/2860/Default.aspx
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The report assessed the theme of social dialogue as multi-level governance in the 
current phase of globalization seeking to provide data from óglobalizedô perceptions of 
new management paradigms. This further allowed for the examination of the 
ñempirical bridges of the social dialogue process it is important to take into account: 
(1) the way in which these HRM practices are understood and applied; (2) to explore 
whether there are any intervening specific elements of the organizational vocabulary 
defining local workplace relations; (3) the important role that technology has to play in 
the dynamics of workplace restructuringò.  
 
With regards to the theme of ñriskò for employees our ESRs working on T1 revealed 
the anticipated risk in the PostFordist formula of work transfers to the private firms.  
This was one of the primarily causes associated with the deregulated of labour 
markets. Moreover, (from T3) the individualization of work was being driven by global 
competitiveness which typically caused levels of stress and uncertainty. 
 
Social dialogue with respect to management strategies are likewise constrained by 
competitiveness imposed by neoliberal economic agenda.  Thus, it was pointed out 
that, ñ(a) the fact that the new configuration of the production process is based on new 
technological acquisitions, and implicitly, creative and innovative production 
techniques, (b) designed by employees with multiple skills; (c) workersô motivation 
through cooperation in the production process; (d) for multinational corporations the 
opportunity arises to reduce the price of labour as a result of international trade on the 
condition of labour.ò  This meant that employees ñ (a) are no longer supposed to 
perform routinized work tasks, being encouraged instead to increase their skills and 
expand the universe of their work activity by engaging in various work-related tasks; 
(b) the flexibility of work schedules and task deregulation allows them the possibility 
to set-up their work programme and to fulfill job-related responsibilities at their 
convenience; also, (c) home working and (d) supposedly portfolio workers   work 
friendly policies enhancing the work-life balance.ò 
 
The analytical agenda was framed in terms of the concept of Risk in relation to the 
trajectory of the Post Fordism. 
 
Beck, U., (2000), óThe Brave New World of Workô, Polity Press, Oxford 
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An analytical overview of Theme 1 (Management and employees) 
initial research findings  
 
T1 - (ESR1 ï Sara Lafuente Hernández, Université libre de Bruxelles)  
Project title: Social partners as managers of organisational change 
 
PhD overview: objectives, theory and methodology 
The goal of this PhD research is to analyze the emerging multi-level structures and 
dynamics of industrial relations in the European Union, and identify the opportunities 
and constraints that this framework offers to local social partners for regulating working 
conditions through collective bargaining. For this purpose, I look at the case of the 
electricity industry in Belgium and Spain as an appropriate path to guide the multi-level 
analysis in two different societal and regulatory contexts in comparison, and focus in 
two MNCs: Engie and Enel. My approach is comparative, interested in local social 
partners and the impact of the crisis in their use of the multi-level institutional 
framework of industrial relations in Europe. 
 
The literature on European industrial relations usually focuses in the supranational 
level -leaving aside multi-level analysis-, or in one sole dimension of European 
industrial relations (company or sector), often according to a top-down approach that 
emphasizes problems in implementation. However, the emerging complex framework 
of industrial relations is not analyzed in a comprehensive way and in their link with 
local social partnersô realities. This research intends to fulfill this gap by adding a 
bottom-up perspective and putting local social partners, their strategy and perceptions 
at the core of the study, as elements to better understand the meaning and role of the 
Europeanization of industrial relations. The research builds on two main concepts: (1) 
the concept of óEuropeanizationô applied to industrial relations, understood as a 
dynamic interactive process combining top-down (implementation) and bottom-up 
perspectives (representativeness, mandates, involvement of local actors) (Radaelli 
and Featherstone, 2003); (2) the concept of ómulti-level governanceô, as a useful 
analytical tool to capture the complexity of structures and dynamics of industrial 
relations in Europe (Marginson and Keune, 2012). A critical theory of multilevel 
governance will take into account power relations and analyze the unequal 
consequences of such a framework for social partners1.   
 
The methodology of the PhD combines secondary data analysis on relevant 
dimensions of industrial relationsô systems (participation, coverage, outcomes, etc.), 
and qualitative methods based in text analysis (labour laws, collective bargaining 
agreements, minutes of meetings, legal documents related to collective bargaining 
processes), in-depth expert interviews, group discussions with social partners involved 
in negotiations at different levels (plant, national ïcompany and sector-, European 
sectoral social dialogue, and European works council at the MNC level) and 
participatory observations of meetings.   
 
Research phases and findings: 
Four main levels constituting the European multi-level framework of industrial relations 
were observed throughout the research, focusing in the arena observed, the 

                                                 
1 Figure 1 displays an overview of the multi-level governance analytical framework used for this 
research.  

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2059
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representatives and use of the arena by social partners, the outcomes produced and 
their impact in terms of regulation of working conditions and strategies at the local 
level, and the interaction and articulation across levels.  
 
The plant level: 
From the empirical work collected and analyzed in two case studies in the power plant 
of Tihange (Belgium) and the petrochemical site of Tarragona (Spain), I found that firm 
fragmentation was a central concern for trade unions in the reality of work 
organisations in the energy sector: it challenges working conditions, daily work-life and 
divides the work force, while the institutional framework of employment relations is not 
adapted. Trade unions carried on different strategies aiming to include outsourced 
workers representatives in social dialogue institutions, but not every strategy was 
equally successful. In general terms, health and safety issues opened more easily the 
door to negotiations with management. In the case of Tihange, the experience of trade 
union mobilization (ñnetwork trade unionismò) remained a symbolic action in the field, 
while in the case of Repsol, trade unions coordinated at different levels, and by seizing 
and combining different resources (institutional, organizational, associational) 
committed central management, through collective bargaining, with a new plant-level 
institution involving workersô representatives of outsourced companies for health and 
safety coordination purposes. Territory and proximity show a potential for mobilizing 
union power resources and for innovation in collective bargaining, but the findings also 
revealed the limits of non-binding and voluntarist solutions. I remit to the article 
recently published on this research (Lafuente Hernández, S., Martinez, E., Jamar, D., 
2015) for further explanation on methodology, findings and conclusions.  
 
The national sectoral level: 
I conducted expert interviews in Spain at the national sectoral level. Different work 
organizations, production processes and technologies live together in the Spanish 
electricity sector, and this entails different industrial relations dynamics in traditional 
electricity companies, nuclear plants and renewable energy sources. In the traditional 
sector, the main features are the historical oligopoly of five main dominant MNC, with 
no interest in negotiating at sectoral level, and a decentralized organization relying in 
outsourcing. These MNCs apply their own centralized group collective bargaining 
agreements, which protective scope is in constant decline due to outsourcing, 
transfers, individualization of working conditions and the crisis effects. Actually, the 
effect of the crisis and the labour reform has dug deeper the dualization of working 
conditions in the sector, falling on outsourced and newly hired workers, while the core 
workforce with seniority has remained relatively well protected in negotiations. 
Conversely, in the renewable energy sector, the crisis stroke deeply, especially in wind 
power that was in constant growth since the 1990s and supported by public policies 
and private investment. This subsector did not count with a centralized sectoral social 
dialogue either, and was fragmented and dispersed for various reasons (geographical, 
uneven size of plants). Dispersion entails fragmented working conditions, diversity of 
CBAs applied, and discourages workersô collective representation or mobilization. The 
recession and the Energy Reform meant serious cuts in the sector, lead to 
redundancies, but also triggered processes of union organizing and changed 
strategies and interests for both management and employees. In many big companies, 
but also at the sectoral level, management has now an interest for centralized 
collective bargaining, to insure stability, avoid unfair competition in the sector, and 
agree flexibility measures with trade unions at a centralized level. Acciona Energía is 



 

 

 
 

5 | P a g e  

 

a good example of MNC of such process of union organizing and centralized 
negotiations towards a group collective agreement with central management2. Given 
the difficult context, trade unions see this bottom-up process of organizing and 
negotiation as a great success: they gained a unified regulatory framework, fixing 
same working conditions and wages for workers across plants, and a unified social 
dialogue with central management that enhances their institutional power for future 
negotiations. But the centralized CBA also means gains for management, in terms of 
flexibility: mobility, working time and job polyvalence rules were introduced, while trade 
unions had to give up in some of their objectives.    
 
These findings stir up some puzzles. First, the counter-trend towards centralization in 
the renewable sector reveals that decentralization and fragmentation can be reverted 
under certain circumstances despite the crisis and unfriendly context. This empirical 
evidence nuances the literature that predicted the Labour Reform would entail a 
change of paradigm in the Spanish model of industrial relations and radical 
decentralization. However, the findings here are sector-specific and short-term, so 
they do not exclude that the Labour Reform may have a stronger impact in the long 
term, in other sectors or other links of the value chain (e.g. outsourced companies in 
the electricity sector). Even in a successful case as Acciona Energía, the collective 
agreement actually meant important gains for management, which questions the ñreal 
powerò of trade unions in negotiations giving the broader unfriendly context. Finally, 
the findings show how in a sector newly organized as renewables, Europeanization 
may have further potential: trade unions are more open to adopt a transnational 
agenda and to seize multi-level institutions of collective bargaining. This should be 
explored in further research, since it could reveal different dynamics of 
Europeanization depending on the sector3.  
 
The European sectoral social dialogue level:  
For this part of the research, I used secondary data analysis (representativeness 
studies of Eurofound, joint texts issued by the sectoral social dialogue committee 
Electricity, statutes and web-sites of European social partners), completed with social 
partner in-depth interviews and meetingsô observation.  
 
According to the empirical findings, European sectoral social dialogue seems not a 
promising arena for negotiations, unlike some studies suggest (Brandl et al, 2012). I 
argued that structural incongruences in sectoral demarcations and representativeness 
criteria across levels could explain the use of the SSDC of Electricity as a forum for 
partner-lobbying - more functional to employersô interests- instead of promoting the 
use of this institution for autonomous and bilateral negotiations on working conditions. 
Eurelectric (the European employer association involved in the SSDC Electricity) does 

                                                 
2 Figure 2 displays the process of union power building in Acciona Energía, including the triggers, 
different phases, involved actors and outcomes.  
3 Eventually, we could question whether sectors traditionally organized at the national level are more 
likely to use transnational social dialogue institutions for mere joint influence purposes (e.g. Electricity), 
unlike less organized sectors, which would more likely take advantage of transnational institutions for 
more substantial negotiation of working conditions, as it is the case with hairdressers and sport. On the 
other hand, it seems problematic to expect transnational multi-level collective bargaining to be efficient 
and well-articulated with the local level if there is no bottom-up organization from social partners. This 
contradiction may appear at the level of European sectoral social dialogue committees and also 
European works councils.   
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not consist of organizations involved in national collective bargaining structures, 42% 
of its national members being defined as ñtrade associationsò and not employers.  
 
These structural reasons intertwine with other embedded multi-level dynamics. The 
European social partnersô ñcapacity to negotiateò is usually not complied. Eurofound 
measures this representativeness criterion by the existence of a formal mandate from 
affiliates to European social partners to negotiate binding agreements at the EU level, 
but such a mandating procedure rarely exists in written beforehand and is usually 
replaced by ad-hoc mandates on a case-by-case basis. Thus, my approach was to 
verify not only the formal mandating procedures of European social partners, but to 
specifically look at their declared objectives, means to carry out their purpose, and 
criteria of membership. Unlike European sectoral trade union federations, European 
sectoral employersô organizations rarely mention ósocial dialogueô as declared 
purposes or mean to reach their objectives. They usually do not recognize European 
trade unionsô federation as a counterpart for bargaining, and define themselves as 
business associations representing the interests of the industry for the purpose of 
lobbying European institutions, exchanging information, and offering services to their 
members. In most cases, their internal structure reveals the lack of importance of 
social dialogue in their activities. This overlaps with very broad membership criteria: 
applicants are not required to be national employer associations involved in collective 
bargaining structures to become members. Finally, when social dialogue is mentioned 
as an important activity of the organization, it generally refers to social responsibility 
(soft-law, partner-lobbying) and excludes specific topics from negotiation. In brief, 
employers do not have a regular mandate for substantial negotiations at the level of 
SSDCs because it is not in their organization purpose. It is the case for Eurelectric, 
while EPSU and IndustriAll count with quite developed formal mandating procedures 
and declared purpose to enter into agreements with employers. The deviated 
dynamics in the SSDCs could thus be explained by various factors: a deficient and 
incomplete regulatory framework, the clear misfit of representation between national 
and EU levels, and the recognition by the European Commission and the European 
federations of actors that do not comply with the required representativeness criteria.  
 
The findings trigger several puzzles. The first one concerns the ambivalent strategy of 
the European trade unions federations: they acknowledge not putting pressure on 
employers to negotiate on the pretext of Eurelectricôs lack of mandate, but they agree 
to stand by employers for partner-lobbying and acknowledge the representativeness 
of Eurelectric as social partner. They seem to believe in their capacity to influence 
European institutions through partner-lobbying more than in their capacity to mobilize 
and coordinate action across EU. The effectiveness of this strategy of influence is 
however more than ever put into question (Erne, 2015). On their side, national trade 
union representatives consulted (from France and Spain) conveyed their skepticism 
and frustration with the SSDCôs activity: it is for them scarce and technocratic, lacks 
transparency, information, and follow-up on implementation. Nordic and German trade 
unions, powerful and with a co-decision culture in their countries, would not have much 
interest in developing the SSDC as a space for negotiation. They dominate European 
federations in affiliation and resources, which conditions the strategy and steers 
SSDCs towards political and social objectives, which fit well with a partner-lobbying 
logic. This provokes disaffection in national representatives (many did not attend the 
last SSDC plenary meeting, where only joint opinions were discussed). The distance 
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between the elite of European federations, their agendas, view and strategy is greatly 
disconnected from the national reality of trade unionism.  
 
Secondly, the activity of SSDC Electricity as a partner-lobbying platform seems 
confirmed (Degryse, 2015) since four additional joint positions were signed in 2014-
2015. This evolution has apparently no connection with the crisis, though.  It is linked 
with the construction of the Energy Community, and reveals how the EU agenda 
dominates the work of the SSDC (e.g. in the discussions of the SSDC plenary meeting, 
the main concern of social partners was to mention a ñsocial dimensionò in the energy 
policy proposals of the Commission). If this is a sign of Europeanization, it also 
questions the autonomy of social partners. Rather, it is symptomatic that the crisis is 
not affecting the SSDC agenda: this means social conflict is not being politized at the 
European level, but still constrained to the national or local level of negotiations.  
 
Finally, I evaluated the specific and generalizable conclusions arising from the case of 
the electricity sector in comparison with other sectors. The SSDC Electricity could 
qualify as an extreme case, exemplary in the sense of a drift towards the misuse of 
SSDCs as a forum for partner-lobbying under certain actoral and policy agenda 
circumstances.  
 
The European Works Councils and transnational company agreements: 
I am currently exploring whether the MNCs (cases of Engie and Enel) offer a more 
appropriate arena for transnational solidarity, congruent articulation of levels, and 
substantial negotiations. According to the literature, MNCs could be arenas with a 
potential for re-centralization of collective bargaining and/or the articulation between 
levels can be stronger (Dufresne, 2012). However, the multi-level articulation of 
industrial relations within MNCs is also a challenge, for instance in case of countries 
where pick representation and cross-site cooperation is not usually established, as it 
is the case in Spain.   
 
In Endesa, the EWC of Enel does not add value to the national I&C procedures. 
Cooperation inside the EWC is rather difficult, since decisions are highly dependent 
on political decisions of the Italian government, supported by Italian trade unions (e.g. 
decapitalization of Endesa in South America). The functioning of the EWC is mediated 
by a State policy in a strategic sector that has not been yet fully liberalized. Here, 
national differences overlap with private/public sector identities, exacerbating 
corporatism and national clusters. Conversely, in Électrabel, the EWC of Engie seems 
to give more options for the work of trade unions and fruitful transnational cooperation, 
particularly between representatives coming from Southern countries and with an 
industrial relationsô culture of dissent. I will conduct further interviews and analysis on 
this.     
 
Discussion: puzzles, difficulties and dead ends 
In addition to the analytical puzzles mentioned along the different stages of research, 
a major difficulty encountered at this point is the need of systematic organization of 
the different findings, in order to develop an integrated and coherent thread of analysis, 
and build a comprehensive contribution to the theory on European multi-level 
structures and dynamics of industrial relations. I am also struggling with the need of 
proposing and building concrete policy recommendations, which is a serious challenge 
that I have not sufficiently clarified yet.  
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Finally, some methodological dead-ends I am dealing with is the access to 
management and employers, both at the national associationsô and company level. I 
try to overcome these difficulties by alternative research, such as expert interviews, or 
text analysis of political statement, public positions, statutes or web-sites, to clarify the 
position of employers.  
 
Bechter, B., Brandl, B., Meardi, G., (2012), ñSectors or countries? Typologies and 

levels of analysis in comparative industrial relationsò, European Journal of 
Industrial Relations, 18 (3): 185-202. 

Degryse, C., (2015), The European sectoral social dialogue : an uneven record of 
achievement?, Working Paper 2015.02, ETUI. 

Dufresne, A., (2012), ñTrade union support and political blockage: The actorsô 
viewpointò, European Journal of Industrial Relations, 18 (2): 107-121 

Erne R., (2015), ñA supranational regime that nationalizes social conflict: Explaining 
European trade unionsô difficulties in politicizing European economic 
governanceò, Labor History, 56:3, 345-368, DOI: 
10.1080/0023656X.2015.1042777 

Lafuente Hernández, S., Martinez, E., Jamar, D., (2015), « Syndicalisme en réseau 
ou négociation collective coordonnée : deux réponses syndicales au 
développement de la sous-traitance de site », Travail Emploi Formation 
nº13/2015. 

Marginson P., and Keune, M., (2013), ñTransnational Industrial Relations as Multi-level 
Governance: Interdependencies in European Social Dialogueò, British Journal of 
Industrial Relations, Vol. 51, Issue 3:473-497. Article first published online: 22 
NOV 2012, DOI: 10.1111/bjir.12005 

Featherstone K., and Radaelli, C.M. (Ed.), (2003) The Politics of Europeanization, 
Oxford University Press, Oxford.  
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T1 (ESR2 - Mona Aranea Guillén, Universidad de Oviedo) 
Project title: Employment relations as multi-level bargaining arenas in 
transformation 
 
As part of Theme 1 (óManagement and Employeesô) of the Marie Curie ITN óChanging 
Employmentô, my research project is titled óEmployment relations as multi-level 
bargaining arenas in transformationô. I analyse three instruments of European 
employment relations: European Works Councils (EWCs), European Social Dialogue 
and European Framework Agreements (EFAs) and International Framework 
Agreements (IFAs). The goal is to produce a comparative understanding of 
management and trade union agendas and their multi-level strategies. The originality 
of the research derives from its combinations of all three major instruments of industrial 
relations at the European level. While much has been written on the issue of EWCs, 
there exists a gap concerning sectoral social dialogue and EFAs. The sectoral 
research focuses on the steel industry and the insurance sector. Both sectors are 
highly internationalized and thus provide a favourable setting for the case studies. The 
aim is to analyze reasons for the institutional underdevelopment of the three 
instruments and to identify possible factors that could lead to an improved 
effectiveness of European employment relations in multinational corporations (MNCs).  
 
My research project consists of two comparative case studies of transnational 
employment relations in MNCs: ArcelorMittal (steel) and Allianz SE (insurance). 
During fieldwork data was generated through semi-structured in-depth interviews. 
Interview partners were management and worker representatives at different levels, 
including both European and national representatives. All interviewees currently 
participate or have participated in the past in one or more European arena of social 
dialogue, meaning EWCs, sectoral social dialogue or trade union negotiations.  
 
My theoretical approach to MNCs is based on Köhler and González Begega (2010: 
39) who suggest a meso-political conceptualization, defining MNCs as óarenas of 
political bargaining processes and struggles that often take place at the micro-levelô. 
The social network of a company is constituted by various actors inside and outside 
of the firm and their conflicts of interest. Recent trends in Organization Studies stress 
the political character and the power relationships in MNCs against traditional 
rationalistic and economic viewpoints (Geppert and Dörrenbächer, 2012, 2014). The 
basic argument here is that we cannot understand a company´s policy without looking 
at the actor setting and the relation between actors. Business decisions (including 
social dialogue) are always the fragile outcome of ongoing power games in the firm. 
The strategic formulation of the firm is therefore not an individual form of interest 
persecution, but rather a temporary outcome of the existent political balance among 
the actors of the firm (Köhler, 2004). Consequently, multi-level arenas of employment 
relations are constituted by internal (managements, employee representatives) and 
external actors (employersô associations, trade unions, governments, suppliers, 
consultants) in specific regional and temporal contexts.  
 
I define transnational employment relations with Köhler and González Begega (2010) 
as multi-level power arenas. This means that the various arenas of social dialogue at 
transnational level are interdependent and have to be analyzed together, not 
separately. As pointed out above, the main European arenas of employment relations 
are European works councils, transnational company agreements and sectoral social 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2060
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dialogue committees. Each arena forms a different level of social interaction because 
of the actors involved: while European works councils are in-company arenas, 
negotiations around transnational company agreements mostly involve international 
trade unions as outside actors. The sectoral social dialogue committee differs from the 
other two arenas in that it brings together the international trade unions with the 
respective employer associations. I argue that these main arenas of European 
employment relations, albeit different from each other in shape and outcomes, are all 
characterized by one main feature: their interrelatedness with each other (be it 
potential or real and intended or unintended). Multi-level governance (Keune and 
Marginson, 2013) in my understanding means the interaction between labour and 
capital in various transnational arenas: the negotiation processes, the outcome and 
the impact of both on the reality of working life in Europe.  
 
Case Study I: Multi-level arenas of European employment relations in 
ArcelorMittal (steel) 
 

The case study I presented at the Annual Colloquium 2015 at Wroclaw University 
deals with European employment relations in ArcelorMittal. The steel sector in Europe 
has a long history of social dialogue and worker participation and has always attracted 
the interest of scholars in the academic field of employment relations. The world´s 
biggest steel maker ArcelorMittal is standing out as the only true global player in this 
highly regionalized industry. The company has production sites all over the world and 
employs half of all European steel workers. Since 2006, the newly created corporation 
ArcelorMittal is headed by the Indian billionaire Lakshmi Mittal as CEO and has kept 
its place as the global leader in steel production with approximately 220 000 
employees and steel-making operations in 19 countries on four continents. The world 
economic crisis since 2008 has severely affected the steel sector. ArcelorMittal has 
closed some factories in Europe and workers are facing ongoing restructuring 
measures. The company policy has been to concentrate production in the most 
profitable sites which has intensified inter-plant competition with significant effects on 
employment relations and transnational trade union co-ordination in the group. 
Compared to 2007, employment figures in Europe have gone down from 130 000 
employees to 86 000. This has created many tensions between management and 
employees. 
 
The ArcelorMittal European company agreement was signed in 2009 and aimed at 
ñpromoting social dialogue at national and local levelò (R¿b, Platzer and M¿ller 2013: 
173). For this purpose, the agreement installs a new body of transnational employee 
relations, called ĂEuropean Social Dialogue Group . The mission of this body is to 
ensure a ñpermanent exchange at high levelò in Europe (EMF, 2009: 4-5) between 
national trade unions, the European trade union federation EMF and the ArcelorMittal 
central management. Today the overall assessment of the Social Dialogue Group 
among employee representatives is mixed but most agree that the arrangement laid 
down in the agreement have not developed their full potential. The slow progress and 
even temporal blocking of the Social Dialogue Group can partly be explained by a 
reduced interest from the side of management but divergent expectations from the 
various trade unions involved also play a role. 
 
The aim of the study is to examine how the ideational backgrounds of national trade 
unionists in ArcelorMittal play out in the companyôs European Social Dialogue Group. 
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The main argument brought forward is that the Social Dialogue Group is significantly 
influenced by divergent national perceptions of workplace democracy. The 
composition, purpose and rules of this innovative transnational body remain contested 
between management and employees as well as among trade unions from different 
countries. To understand these ódissonant cognitionsô I relate the European Social 
Dialogue Group to the national discourse on industrial democracy in Germany, 
Belgium and Spain. The international comparative case study contributes to the 
empirical literature on the practical implementation of TCAs and develops new 
theoretical tools to analyse actorsô identities, interests and strategies in the 
transnational contested space of the global firm (Edwards and Bélanger, 2009; 
Dörrenbächer and Geppert, 2012). The novelty of the case study derives from its focus 
at the transnational level of implementation. The main research question is whether 
and how European arenas of social dialogue that are constructed through a voluntarist 
company agreement can develop into effective institutions of industrial democracy at 
European company level.  
 

Case Study II: Multi-level arenas of European employment relations in Allianz 
SE (insurance) 
 

The case study I have presented at the Strathclyde Annual Colloquium 2015 deals 
with European employment relations in Allianz SE. The large German MNC from the 
insurance sector has the legal status of a European company (Societas Europeas, 
SE). This case reveals important links between different arenas of multi-level 
negotiations between management and employees at transnational level. Trade 
unions inside and outside Allianz have successfully used multiple arenas of European 
employment relations in order to promote progress concerning key issues of 
employment security and decent work, such as restructuring, work-related stress, 
performance-related pay or homeworking. The main argument emerging from this 
study is that in order to effectively use the still underdeveloped European level of 
employee representation trade unions have to link different arenas and transfer issues 
relevant to workers from one arena to the other. The success of such a strategy is 
visible in the case of Allianz SE where social partners have signed three important 
agreements in the recent past: on work-related stress, on life-long learning and most 
recently on teleworking. In my presentation I discuss the teleworking agreement as a 
multi-level trade union initiative.  
 
Company agreements at Allianz are formally proposed by its European works council 
(SEWC) company and then signed by the works council and HR managers. Today, 
the Allianz SEWC is characterized by a co-operative atmosphere between 
management and employees and can be labeled as a ñproject-orientedò European 
Works council (Rüb and Platzer 2015). This means that the works council develops 
own initiatives independent from management and ensures a substantial 
representation of employee interests. In the case of Allianz SE we can see an evolving 
multi-level strategy of worker participation that uses a fragile structure ï based on 
informal meetings such as the ATUN ï to produce stable outcomes in the form of 
official agreements signed both by management and the European works council.  
 
Most SSDCs are characterized by ñpartner lobbyingò (Dufresne 2006) as most social 
partner agreements are dealing with business interests and directed towards the 
European Commission rather than implementation-oriented. This is clearly different in 
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the SSDC Insurance where several agreements have been reached between the 
employersô association InsuranceEurope and the European trade union federation 
UNI Finance. The teleworking agreement from the sectoral committee had a 
remarkable spill-over effect into the European Works Council of Allianz SE. The 
recently signed SSDC agreement on teleworking currently serves as a blue-print for a 
company agreement under discussion in the Allianz SEWC. The text under negotiation 
in the SSDC was brought into the Allianz trade union network (ATUN) for discussion 
by the UNI Finance co-ordinator. Through the ATUN it became an SEWC proposal. 
The link between these arenas is created through the catholic Belgian trade union 
LBC-NVK. The current Allianz SE trade union co-ordinator from UNI Finance (the 
European trade union) is a Belgian trade unionist and also UNI Finance representative 
in the SSDC Insurance. In her position as co-chair of the plenary meetings of the 
SSDC Insurance she provides a stable link between company and sector level.  
 
The growing body of literature on European company agreements does not provide 
for cases in which trade unions and employee representatives have successfully 
combined initiatives at sectoral, company and trade union level. With my case study I 
aim to emphasize the potential of such a multi-level strategy but also the fragility of 
transnational employment relations that are based on relatively few highly engaged 
individuals, personal trust relations and informal arrangements.  
 
Dufresne A., Degryse C. and Pochet P. (eds.) (2006) The European Sectoral Social 

Dialogue. Actors, Developments and Challenges, Brussels, Peter Lang. 
Edwards, P. & Bélanger, J (2009). The multinational firm as a contested terrain. In 

Collinson, S. and Morgan, G. (eds.) Images of the multinational firm. 
Chichester: Wiley and Sons: 193-216. 

Dörrenbächer C and Geppert M (eds.) (2012) Politics and Power in the Multinational 
Corporation: The role of Institutions, Interests and Identities. Cambridge: 
Cambridge University Press. 

Marginson P., and Keune, M., (2013), ñTransnational Industrial Relations as Multi-
level Governance: Interdependencies in European Social Dialogueò, British 
Journal of Industrial Relations, Vol. 51, Issue 3:473-497. Article first published 
online: 22 NOV 2012, DOI: 10.1111/bjir.12005 

Köhler HD and González Begega S (2010) The European Works Council as a multi-
dimensional contested terrain. Employee Relations 32(6): 590-605. 

Köhler HD (2004) The TNC as a Transnational Political Complex: Research 
Questions Stemming from the DaimlerChrysler and BMW-Rover Deals. Actes 
Du Gerpisa 36: 127-142. 

Rüb S, Platzer HW and Müller T (2013) Transnational Company Bargaining and the 
Europeanization of Industrial Relations. Prospects for a Negotiated Order. 
Oxford: Peter Lang. 

Rüb S. and Platzer H.-W. (2015) Europaeisierung der Arbeitsbeziehungen im 
Dienstleistungssektor. Empirische Befunde, Probleme und Perspektiven eines 
heterogenen Feldes, Berlin, edition sigma. 
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T1 (ESR3 ï Dragoĸ AdŁscŁliŞei, Central European University) 
Project title: The nature of new management paradigms and the process of 
adoption-adaptation 
 
Introduction4 
Labour market reforms have been amongst the most widely spread policy 
intervention used by governments in recent years to address the negative effects of 
the global financial and economic crisis. However, these interventions have differed 
both with respect to their (i) motivation (e.g. enhance competitiveness or kick-start 
job creation); (ii) scope (e.g. increasing or decreasing protection), and; (iii) area of 
intervention (e.g. permanent or temporary workers, collective bargaining). This raises 
important questions about the rationales for which governments chose to pursue 
reforms, as well as about their effects on labour markets and quality of employment. 
 
The recent labour market changes are also important because they shed light on 
how the crisis has affected the institutional environments in which trade unions 
operate. As the paper will demonstrate in the following sections, the labour market 
reforms driven by the recent crisis have contributed to an impressive shift towards 
deregulation that diminished the institutional power that trade unions used to enjoy. 
This shift has taken place through two main channels. First, labour market 
reforms have substantially reduced the role of collective bargaining institutions by 
diminishing their functions in setting national standards (such as minimum wages) 
and by making the provisions of national level collective bargaining agreements non-
mandatory across sectors and companies. This has effectively eliminated national 
collective bargaining institutions and replaced them with a fragmented system of 
plant-level negotiations that gives employers significantly more bargaining powers. 
 
Second, labour market reforms have impacted the traditional constituencies of 
trade unions by promoting the use of non-standard forms of work. In this respect, 
most of the reforms passed during the last seven years have attempted to reduce 
protection for workers in permanent contracts and liberalized the use of temporary 
contracts or agency work. This has been especially true in Southern European and 
Central and Eastern European countries, where the crisis has been particularly 
severe. For example in Romania the list of reasons for using temporary contracts 
has been considerably expanded, the maximum duration of fixed term contracts 
has been increased, while the restrictions on the use of temporary agency work 
have been eliminated. Taken together, these changes impact the traditional base of 
recruitment for trade unions and contribute to a decline in the quality of employment. 
 
Moreover, a common denominator amongst the countries that have reformed the 
most their labour markets in the recent years, has been the need to counter the 
increase in unemployment levels that rose in the aftermath of the crisis. In this respect, 
strict employment protection legislation (EPL) has come under attack as 
governments promoted liberalizing measures as part of strategies to reduce 

                                                 
4 The summary is based on two co ïauthored articles:ò Labour market reforms since the crisis: 
Drivers and consequencesò available at: http://www.ilo.org/wcmsp5/groups/public/---dgreports/---
inst/documents/publication/wcms_414588.pdf and ñEmployment protection and collective 
bargaining during the Great Recession: A comprehensive review of international evidenceò, available 
at: https://mpra.ub.uni-muenchen.de/65509/1/MPRA_paper_65509.pdf. 

 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=3445
http://www.ilo.org/wcmsp5/groups/public/---dgreports/---inst/documents/publication/wcms_414588.pdf
http://www.ilo.org/wcmsp5/groups/public/---dgreports/---inst/documents/publication/wcms_414588.pdf
http://www.ilo.org/wcmsp5/groups/public/---dgreports/---inst/documents/publication/wcms_414588.pdf
https://mpra.ub.uni-muenchen.de/65509/1/MPRA_paper_65509.pdf
https://mpra.ub.uni-muenchen.de/65509/1/MPRA_paper_65509.pdf
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unemployment. Still, the short-term effects of deregulatory measures have gone 
in the opposite direction. Empirical evidence demonstrates that that more reforms 
decreasing existing levels of labour market regulation have been associated with an 
increase in the unemployment rates in the following year in developed economies. 
 
EPL Reforms During and After the Crisis 
A clear trend towards deregulation has emerged in the last years. Overall, a total 
number of 643 labour market reforms have been registered between 2008 and 
2014 in the 111 countries covered in our database. A clear increase in the 
number of policy interventions has occurred across time. Indeed, the number of 
changes to labour market regulation implemented each year has increased from 
63 reforms in 2008 to a maximum of 147 in 2012. The trend has then stabilized with 
106 changes to labour market regulation registered in 2013; before decreasing to 
31 changes in 2014 (see Figure 1, Panel A). Out of these, 56 per cent of the total 
interventions have reduced existing levels of protection ï with this share varying 
significantly between developed and developing economies, see below. The trend 
towards relaxing labour market regulation has also increased over the period under 
consideration. Indeed, the share of reforms decreasing existing levels of 
employment protection has gone from 47 per cent of the total number of reforms in 
2008 to 73 per cent in 2011 and 65 per cent in 2012 ï before stabilizing at 48 per 
cent in 2013 and decreasing to 39 per cent in 2014. 
 

More so, a total of 415 legislative changes have been adopted since 2008 in the EU 
countries, with the majority of reforms, 71 percent, aimed at decreasing existing 
levels of labour market regulation. The number of reforms passed each year has 
gradually increased since 2008, and reached a peak in 2012, when a total number 
of 116 reforms were passed, out of which 88 aimed at liberalizing labour markets 
while 28 sought to increase existing levels of protection. 
 

 
Figure 1. Panel A (left): Total Number of Reforms since 2014 and Panel B (right): Total 
Number of Reform passed in European Union, by Country Grouping. 
 

Furthermore, a look at the distribution of reforms by groups of countries, suggests that 
the New Member 
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States (NMS) have been the most active reformers in the EU, followed by the 
Mediterranean countries (see Figure 1, Panel B). This heterogeneity can be only 
partially explained by the severity of the crisis. In the case of the NMS, the crisis was 
used as an opportunity to promote deregulatory measures in a bid to adjust national 
labour markets out of competitiveness concerns. Indeed, since most of the NMS, are 
small open economies, heavily dependent on foreign direct investment, their 
adjustment strategies relied on a host of deregulatory measures aimed at containing 
labour costs and liberalizing the rules concerning temporary contracts and other forms 
of employment. Similarly, in the Mediterranean group countries have passed 
substantial EPL reforms with a total of 151 reforms passed between 2008 and 2014, 
out of which 127 decreased existing levels of regulation. 
 

Impact of EPL Reforms 
While in the EU countries the increased reform activity described above has been 
motivated by the need to reduce unemployment and increase employment rates, 
empirical evidence 5  shows that their effect has been exactly the opposite. Thus, 
unemployment rates have grown in spite of the deregulatory measures passed in 
various EU countries, while the changes passed in collective bargaining systems have 
limited the capacity of unions to intervene in national level industrial relations 
especially in Eastern European countries. This has meant that the main effect of the 
deregulatory measures passed in recent years has been to decrease security for 
workers, and to contribute in some countries to a substitution of permanent contracts 
with temporary contracts. 
 

In particular, on Eastern Europe the crisis has effectively led to the disordered 
decentralization of collective bargaining systems that, with the exception of sheltered 
or parts of complex industrial sectors, has almost entirely eliminated the means of 
unions to articulate and defend their interests.  Taken in combination with the low 
levels of spending on welfare and social programs, the demise of industrial relations 
in the region suggests that employment will become more precarious as the 
proportion of workers in low-paid and insecure jobs will increase. 
 
 

 
 
  

                                                 
5 See: Adascalitei, Dragos, and Clemente Pignatti. 2015. Labour Market Reforms since the Crisis: 
Drivers and Consequences. ILO Working Paper Series 5. 
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Theme 2: Inclusion and exclusion 2013-16 
 

Summary 
Theme 2. Considering our second research theme, ñInclusion, exclusion and 
precarious employment in Europe: the story so far from the UK, Belgium, France and 
Polandò, research has found a number of overlapping themes and research findings 
that emphasize both the ongoing problems faced by people when working outside their 
homeland and the rhythms imposed by wider structure and conjunctural factors 
including labour and migration regimes in the era of globalised capitalism. 
 
The ESRs focused on ñtracking migrantsô work and employment; analysis of media 
discourse about migration (discourse analysis) and the images of migrant workplaces 
in local media (visual sociology) and biographical narrative interviews with migrant 
employees. The case studies included research in several geographic locations and 
across a variety of employment sectors:  case studies of migrantsô workplaces in 
Belfast, Edinburgh, London, Brussels, Wroclaw, Paris and Madrid in hospitality and 
personal services, agriculture, construction, IT and cultureò.  
 
The key findings emerged where researchers assessed ñé the experiences of work 
and employment of mobile citizens from new European member states (particularly 
Poland) and third country nationals in the European Union (EU)ò  Theme 2 research 
revealed ñnuanced and integratedò roles of migrant workforces in the labour market in 
European?.  Furthermore, ñé the link between geographical borders and borders 
across legal (such as citizenship, residence and work permits) and social (racialization 
or social citizenship) statuses tend to become less straightforward.ò  The findings 
highlighted the importance of ñé macro-level transformations of labour and 
immigration regimes[...] defin[ing]  the ways these transformations affect individualsô 
access to citizenship, occupational trajectories, professional identities, perception of 
belonging as well as forms of formal inclusion.ò 
 
Precarity is also the daily experience of many migrant workers whose conditions of life 
and labour, ñédetermine not only migrantsô daily experiences but increasingly 
determine a chance for transnational mobility and the very scope of rights 
accompanying itò.  Thus, the research and research results indicated that while 
contextualising migrants lives within the variant migrant regimes across Europe 
matters it is also crucial to situate their experiences, and recorded experiences, ñéin 
the larger transformations of the local, national and transnational labour markets and 
relations that point to ongoing processes of precarization.ò  Our injunction was and is 
that ñé that immigration is happening against the background of [é] ongoing 
crumbling of the welfare statesô provisions and austerity measures that decrease 
European job security and increase flexibilization of contracts and precarization of 
working lives.ò 
 
Research by Theme 2 indicated the ñformation and the growth the temporary working 
programs, which, in our view, most directly illustrates the link between the domestic 
labour markets and immigrationò.  
In addition, ñTemporary work programs have been widely popular in many European 
countries seeking a quick restoration after the destructions of the World War II. While 
the countries in the newly formed socialist block relied mostly on virtually free labour 

http://www.changingemployment.eu/Research/Themes/2InclusionandExclusion/tabid/2869/Default.aspx
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of prisoners of war and masses of political prisoners to restore their economies (Polian 
2003) countries such as the UK and Germany turned to mobilizing their female 
populations and bringing in temporary workforces from abroad in the decades 
following WWII (Wills et al. 2010, Lutz and Palenga-Möllenbeck 2011, Berger and 
Mohr 1975). However, even in times of crisis such as that of post-war restructuring, 
the question of hierarchies in the workforce remained central; gender, race and 
ethnicity have been always ñinscribed in the definitionsò of European labour market 
needs (Lutz and Palenga-Möllenbeck 2011: 352). Thus, in the post-war UK, the native 
male labour force moved up the employment hierarchies while women and immigrants 
primarily from the countries of the Commonwealth filled the niches in low-paid 
manufacturing and service jobs in large metropolitan areas (Wills et al. 2010). The 
1955-73 West Germany guest workers programme on the contrary, supported stay-
at-home wives by continued recruitment of male workers from abroad (Lutz and 
Palenga-Möllenbeck 2011). Thus, Europe, despite the long post war boom providing 
secure employment to core workers has also seen the reconstruction of a precarious 
workforce, in which ethnic, gendered, and racially defined óothersô have suffered.ò   
 
In this respect we argued that ñé the inclusion of the migrant labour and exclusion of 
migrants through a system of differentiated and limited rights. Responding to this 
analytical challenge our conceptual inquiries are closely linked to the question of the 
nature of neoliberalism (as an ideology and practice that transforms the relationship 
between labour and capital), and citizenship (as an open for interpretation or formal 
membership that often sets aside migrant and non-migrant workers).ò 
 
Theme 2 concluded the interim assessment of results with the following question: 
 
ñWhat is neoliberal in the role states play in shaping labour-capital relations through 
employment, migration and care policies?ò  One of the suggested responses offered 
was that due to the stateôs intricate links with the development of neoliberalism that 
transformations of the meaning and practices of citizenship cannot be divorced from 
attributions of exclusion and inclusion-subordination.  Accordingly, questions 
concerning migration cannot be disassociated from an understanding of the character 
of neoliberal work and employment regimes. 
 
Berger, J. and Mohr.J. (1975). A Seventh Man: Migrant Workers in Europe. 

Harmondsworth; Baltimore : Penguin. 
Lutz, H., and Palenga-Möllenbeck.E. (2011). Care, Gender and Migration: Towards a 

Theory of Transnational Domestic Work Migration in Europe, Journal of 
Contemporary European Studies 19(3): 349-364, 

Polian, P. (2003). Against Their Will: The History and Geography of Forced Migrations 
in the USSR. Budapest: Central European University Press. 

Wills, J., Datta, K., Evans, K., Herbert, J., May, J. and McIlwaine. C. (2010). Global 
Cities at Work: New Migrant Divisions of Labour. London: Pluto Press. 
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An analytical overview of Theme 2 (Inclusion and exclusion) initial 
research findings 
 
T2 ï (ESR5 ï Karima Aziz, LondonMet)   
Project title: Migration aspirations & realities: Experiences of Polish migrants in 
the UK  
 
Current Stage of the PhD 
My PhD project investigates the experiences of female Polish migrant workers in the 
UK and I am currently engaged with data analysis and writing up. In order to present 
the current stage of my PhD the following includes a reflection on the rationale and 
aim of the thesis, the position of Polish women in the UK labour market, my applied 
methodology and preliminary findings. 
 
Polish post-accession migration to the UK has, due to its numerical significance, 
attracted a broad range of research generally conceptualising this movement as 
economic or work migration. More than 10 years since EU enlargement however there 
is some agreement that this is not a homogeneous group (Burrell 2010). As European 
citizens female Polish migrant workers enjoy freedom of movement, but often start out 
working in low-paid, as well as gendered, employment in the UK labour market. While 
some women are able to overcome barriers and progress professionally, others in the 
words of my respondents can feel stuck in disadvantaged positions. Female migrants 
have either been framed as oppressed and disadvantaged subjects in a world full of 
structural constraints characterised by gender regimes, migration regimes and 
economic systems or as active agents in their origin and destination countries full of 
agentic capabilities to confront and change structural constraints (Moch 2005). The 
PhD sets out to examine how migration aspirations and realities and within these the 
possible dynamics of work trajectories might be mediated by different strategies found 
in the experiences of female migrant workers. These patterns emerge on the 
background of the conditions of post-accession Polish migration to the UK and 
established gender regimes. This analysis uncovers on the one hand the structures 
active in transnational spaces, which are often defined by gendered and migrant 
employment patterns, and on the other hand what agency women seek for themselves 
and how they enact agency in their narratives of migration and work trajectories. 
 
Quantitative data on the situation of Polish women in the UK labour market from the 
2011 census highlight their characteristics as migrant workers with higher full-time 
employment rates and lower part-time employment rates than their female 
counterparts of all residents. Polish women are also, more often than women in the 
UK labour market in general, represented in elementary occupations and ótypical 
migrantô sectors such as ómanufacturingô and óaccommodation and food servicesô. On 
the other hand the dynamics of a gendered segmentation of the UK labour market 
(Anderson 2000) as well as existing gender roles shape their participation. They are 
more often than their Polish male counterparts engaged in ólooking after home or 
familyô and better represented in gendered sectors such as óhealth and social workô, 
óadministrative and support servicesô as well as óeducationô. 
 
The PhD benefits from thirty-one biographical narrative interviews (Schütze 1983) 
conducted with female Polish migrant workers in the UK and twenty-two such 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2053
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interviews with female Polish return migrants from the UK in Poland. The sample in 
Poland consisting of return migrants sometimes with and sometimes without intentions 
of further migration helps to overcome the boundaries of a one-way understanding of 
migration and expands the experiences of the interrelation between gender, work and 
agency to where this dynamic can lead to return or further mobility. The interviewees 
in the UK were mainly employed in manufacturing, public administration, health and 
education, hotels and restaurants as well as banking and finances. The returnees 
additionally had experiences in the informal economy in the UK as waitresses, au pairs 
and nannies. The sample is diverse in terms of demographic characteristics such as 
age, educational background, length of stay and mobility. Further diverse markers are 
relationship statuses, family situation, citizenship and ethnicity background of 
partners, geographical location in the UK and Poland and work experience in Poland. 
Approximately half of the interviewees in the UK were furthermore trade-union 
members enabling a reflection on how they potentially might have expressed collective 
agency. Additional to the biographical narrative interviews with respondents, there 
were semi-structured expert interviews (eleven in the UK and seven in Poland) 
conducted with academic experts, trade union officers, community activists, and 
Polish public institutions. These provided further insights into the context and enabled 
an exploration of the phenomenon and the positioning of the interviews. The method 
of data analysis follows the basic principles of grounded theory, which aims at the 
generation or discovery of a theory from data (Glaser and Strauss 1968). The 
grounded theory approach used here aims at the construction of analytic categories 
developed from the data, which I approach with theoretical sensitivity (Charmaz 2006). 
 
The analysis of my interviews with female migrant workers as well as female return 
migrants supports the understanding of moving, staying and returning as different 
sides of the same migratory agency (de Haas 2014). In this context aspirations and 
capabilities provide the framework in which my respondents made migration 
decisions. These can be guided by instrumental reasons ï such as work migration or 
livelihood strategy in the family context ï or an intrinsic value assigned to mobility ï to 
experience new things or pursue independence. The aspirations of my respondents 
were manifold and spread from local integration and community activities to 
educational ambitions and personal and professional fulfilment. While European 
citizenship has provided many benefits to Polish women and is actively being used by 
my interviewees in choosing and combining different possibilities of living, working and 
studying, the availability of all the facets of this right appears to be limited to single 
working women with no dependants. Women with caring responsibilities also make 
use of these rights, however often in a way that will satisfy their familiesô needs and 
not necessarily their personal preferences. These interviewees for example talked 
about their wish to move back to Poland or re-emigrate to the UK, but they did not 
pursue this because of their familiesô preferences to stay. The Polish education of my 
respondents often remained unused and unrecognised in the UK labour market. My 
findings show that many young, single women will accept this pattern of downward 
social mobility, since their stay is intended to be short-term, they in some cases have 
not had prior work experience in Poland and they plan on fulfilling their professional 
aspirations back in Poland following time in the UK. However, those women that intend 
to stay in the UK may try, predominantly without success, to find work in their 
profession. In order to achieve professional progression some pursued additional UK 
education, a pathway limited to women with enough time and financial resources. 
Some respondents feel stuck in their employment situation, which is often related to a 
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lack of employment possibilities in their geographical location, limited mobility because 
of the settledness of the family and difficulties of finding new work at a higher age. Age 
and the family situation are also relevant to experiences before, during and after the 
economic and political transformation in Poland, which can shape aspirations and the 
idea of decent work. The agency of women with caring responsibilities is impeded to 
a certain degree and they experience occupational stagnation or even leave beneficial 
employment arrangements, in both Poland and in the UK, to comply with their 
gendered expectations. Others pursue what Grabowska-LusiŒska (2012) called a 
stable óprojectô or a more flexible óexplorationô in their work trajectories progressing 
professionally, more often within a ótypical migrantô sector, which may also leads to 
challenging gender roles. These pathways require active agents, who either pursue 
personal and professional fulfilment and have made conscious decisions as to what 
this trajectory should be, or are not willing to put up with unsatisfactory work conditions 
and want to explore what they can achieve elsewhere. The empirical data has shown 
that various factors determine migration aspirations, realities and work trajectories, 
which are interconnected with gender roles. At times these reflect a conservative ideal 
or undermine traditional roles by actions, and at other times these are actively reflected 
upon and challenged. If gendered expectations are challenged they are those from 
the origin society, while the status of being a migrant worker dominates the experience 
and the gendered segmentation of the UK labour market is continued. 
 
Emerging puzzles, difficulties and analytical dead-ends 
In addressing the challenge of putting forward analytical questions and dilemmas that 
emerge out of my work, I would like to raise two main difficulties I experience in working 
with my material at the moment. 
 
The first difficulty ï of analysing how structure and agency influence the migration 
experience and migrant work trajectories ï derives from their interrelation as co-
constitutive elements (Bakewell 2010; King 2010) if as part of the duality of structure 
(Giddens 1984) or conceptualised as separated by time (Archer 2003). In any case 
there is a kind of consensus in that agency ï as the capacity of a person to take action 
and cause change ï is conditioned by structures and that structures ï as patterns of 
social, political and economic relations ï can be transformed by agency (King 2010; 
Emirbayer and Mische 1998). However, this leaves the difficulty of how to address this 
interrelation in the analysis and representation of qualitative data. Morawska (2011) 
suggested a three-step structuration analysis, from the macro-, meso- and micro-level 
structures to the human actors and back from these actors to the micro-, the meso- 
and the macro levels. The difficulty then still lies in how to frame and discuss agency 
in a sensitive manner, because of this conceptual difficulty my analysis tends to merely 
label experiences and actions of the respondents as characterised by more or less 
agency while discussing much more in-depth the relevance of the consequences of 
certain structures. 
 
The second difficulty I would like to address is closely related to the above-mentioned 
dilemma and relates to the systematisation and presentation of the data. The 
biographical narrative interviews have provided me with rich and complex data, which 
I struggle to present in a meaningful, abstracting, yet not too generalising or cluttered 
manner. The choice that presented itself to me is between a horizontal analysis of 
themes and categories across all interviews and a vertical approach of developing 
narrative groups. The difficulty of the first option lies in the potential confusion about 



 

 

 
 

23 | P a g e  

 

the data and a lack of synergy. However, the second option on the one hand could 
lead to repetitions in relation to themes central to more than one narrative group and 
on the other hand could lead to overly unifying typologies, even though the 
experiences are complex, overlap and change throughout the life courses. Following 
my supervisorsô advice that the two perspectives do not exclude but rather follow each 
other and should speak to each other, I am currently working on this difficulty and hope 
to be able to discuss a potential solution at the Annual Colloquium. 
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T2 ï (ESR6 ï Radek Polkowski, University of Strathclyde)  
Project title: Pathways to citizenship (inclusion) and conflict (exclusion): 
employment relations in migrant workersô workplaces in Belfast, Edinburgh and 
Wroclaw  
 
Research question 
The present research aims at contributing to ongoing debates about CEE migration 
and to migration theories more broadly by offering a new way of theorising the role of 
the place of departure and place of destination in migration. Therefore, the main 
research question posed in this thesis is: ñPlace of origin.....place of arrival? To what 
extent does context of departure and context of destination matter for migration 
experience?ò  
 
Conceptual framework 
In answering to this research question, the study focuses specifically on the role of 
ideologies, discourses and ethics conveyed by them in shaping migration. To account 
for this role, it develops the concept of óstructures of feelingô that originates from 
cultural and literary studies of Raymond Williams. Williams (1961) explains the 
concept through its relation to public discourses. The latter manifest certain ethic or, 
as he calls it, social character. Whereas the notion of discourse refers to public ideals, 
the concept of structures of feeling óhas to deal not only with the public ideals but with 
their omissions and consequences, as livedô (Williams 1961: 63). In other words, while 
discourses are about normative ideals, values, beliefs, or, in other words, ethics of 
different social groups, organisations or cultures, structure of feeling is about the actual 
experience of these ideals, values, beliefs and ethics. It is a shared experience of 
people: in the case of Williamôs conceptualisation, it was a class or a generational 
experience. As he put it: structure of feeling is óa particular community of experience 
hardly needing expression, through which the characteristics of our way of life that an 
external analyst could describe are in some way passed, giving them a particular and 
characteristic colourô (Williams, 1961: 48).  
 
Williams developed his concept chiefly in relation to cultural and literary studies but 
there have been attempts to use it beyond them. For example, Stranglemanôs (2015) 
used a notion of óindustrial structure of feelingô to account for feelings of nostalgia and 
interpretation of new working environment by older workers at the now-closed 
Guinness Brewery at Royal Park. Similarly, in one of his earlier studies, he looked at 
similar interpretations and experiences among older male workers in the railway 
industry in the UK arguing that it would be foolish to dismiss them as óprivate troublesô 
or óas simple nostalgiaô and, instead, suggests that óthese narratives can be 
understood as valuable organic critiques of industrial and social change emergent 
from work cultureô (Strangleman, 2012: 411-423). For him, workersô feelings and 
experiences signified a clash between ethic which they had taken with them from the 
industrial era of Fordist capitalism in Britain and the clash of this ethic with the 
experience of life in the post-Fordist economy. This is an important contribution to the 
concept, especially when it comes to a potential of bringing it out from cultural and 
literary studies into the field of migration studies. Just like the ethic of the older workersô 
in Stranglemanôs studies met the new context of post-Fordist capitalism that came 
upon them and generated specific experiences, migrant workers may be carrying their 
ethic that they developed in their countries of origins and experiencing it in the new 
context of the country of destination. 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2061
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This assertion becomes particularly interesting in the light of the formulation of the 
concept of structure of feeling by Evans et al. (1996). These authors propose a 
concept of ólocal structures of feelingô as they argue that óeach urban area, region, and 
locality involves a given inheritance of geographical form (morphology), climate, 
industrial base, labour market and labour history, patterns of in-migration and 
emigration, ethnic and cultural mix, conflictsô which endow it with a specific identity 
that can be best thought of as ólocal structures of feelingô. They define this concept as 
an identity of a place conveyed in ways in which different publics live and actively 
reinterpret them (Evans et al. 1996: 32) and see structures of feeling as composed of 
a sense of a place, everyday practices and cultural assumptions, interpretations and 
meanings of a place, as well as local wisdom and folklore about a place.  
 
While Evans et al. (1996) explored structures of feeling that different publics develop 
in relation to the two English cities (Scheffield and Manchester), the present thesis 
puts a following question: what happens when people move to another country and a 
city where the ethic that they brought with them from the country of origin meets a new 
social, political and economic reality? To explore this issue the present thesis suggests 
conceptualising structures of feeling not as an identity, as it was done by Evans et al. 
(1996), but as a process. The approach taken by Evans et al. (1996) indicates 
something more fixed and stable whereas the notion of processes brings out the 
dynamism that is involved in peopleôs experiences and potentially changing 
interpretations stirred by the experience of moving between different countries and 
places. Therefore, drawing both on the original studies by Williams and on the 
subsequent developments of his concept by other scholars, structures of feeling can 
be best thought of as process of living and actively reinterpreting places by different 
publics that occupy them; a process that emerges out of the meetings between the 
ethic and an experience. In this thesis, the specific public of concern are migrant 
workers who have come to these places from elsewhere. These experiences and 
interpretations include both those directly narrated by individuals as well as less 
directly conveyed feeling about the place that can be deducted from their narratives 
and actions.  
 
Research methods 
The research is based on semi-structured interviews with Polish migrant workers in 
the UK and migrant workers from Eastern European non-EU member states (primarily 
Ukraine) in Poland. Three specific migrant destinations were chosen in order to gain 
valuable data for exploring the research question. These are: Belfast (Northern 
Ireland), Edinburgh (Scotland), and Wroclaw.  
 
The total number of 54 people were interviewed on two occasions. The first round of 
interviews took place in 2013 and the follow-up interviews were conducted a year later. 
The initial number of respondents was drafted from personal contacts and then 
snowballing technique was used to access more interviewees. Acknowledging the 
limitations of these techniques, they allowed to collect a sample diverse in terms of 
respondentsô social, economic and educational background as well as employment 
experiences and trajectories prior to and after migration. All interviewees had lived in 
the destination country for at least five years uninterruptedly prior to the first interview. 
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Initial findings 
1) The role of a place of departure: 
Among studies on Polish migration to the UK that focus on individual motivations, one 
of the recurring themes has been the notion of migration as a pursuit of normality or a 
normal life. GağasiŒska and Kozğowska (2009) indicate that when justifying their 
decisions to live and work in Britain, Polish migrants talk about longing for a normal 
life. The authors note that óthis discourse of normality, of longing for ña normal lifeòô, 
has already been observed and explored within studies on post-communist societies 
(GağasiŒska and Kozğowska 2009: no page number available). In these studies, a 
discourse of normality has been understood as one that expresses a longing for a 
comfortable, affluent life and unproblematic identity that have been subjectively 
associated with developed Western and Northern European countries. Building on 
these studies, GağasiŒska and Kozğowska (2009) show how discourse of normality as 
it is used by Polish migrants in Britain signifies a set of normative standards and 
expectations that migrants see as not being met in Poland. These normative standards 
and expectation have a broad meaning and refer not just to the quality of life that is 
allowed for by different income levels in the receiving and sending country but also 
employment standards not related to wage or the functioning of the state institutions 
more broadly.  
 
The findings of the present study confirm these observations. Four types of normative 
standards and expectations are identified which are related to 1) extrinsic aspects of 
employment 2) intrinsic aspects of employment, 3) the functioning of state institutions, 
4) social and political climate. However, going beyond such focus on migrant 
motivations alone, the analysis shows also how some of these normative standards 
and expectations are driven by what can be thought of as three types of ethic that, 
drawing on the relevant literature, is related to transformation into neoliberal capitalism 
in Poland. In this way, the approach taken in this study sees the individual narratives 
of normality and individual motivations as embedded within the political economy 
context of the country from where these migrants come from. In so doing, it contributes 
to existing literature which explores how neoliberalism has shaped East-West 
migration in the enlarged EU. While studies up to date have focused on the impact of 
neoliberal policies on workers in CEE countries, the present thesis explores how 
ideologies and discourses associated with neoliberalism might have also contributed 
to this migration. Specifically, the analysis shows that the different ways in which the 
three types of ethics conveyed in neoliberal discourses (i.e. the ethic of independent 
adult-citizen, the ethic of a free and choosing consumer-citizen, the entrepreneurial 
ethic) have been experienced in the two countries results in different structures of 
feeling that Polish migrant workers come to develop in relation to the UK and their 
country of origin. These, in turn, appear to be related to their migration experiences 
and decisions.  
 
2) the place of destination 
In addition to this, the study discusses how the normative standards and expectations 
that migrants bring with them from the country of departure are experienced in different 
destinations within the UK. Not everywhere in Britain the actual experience of life fits 
such idealised and universalised image as that conveyed in the discourses of 
ónormalityô. Therefore, what happens to this discourse when migrants come to parts of 
Britain where it cannot be easily sustained? To answer this question the study focuses 
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on Northern Ireland where the discourse of normality meets sectarian discourses and 
an actual experience of the ongoing ethno-sectarian divisions. How normality is to be 
achieved in a place where peopleôs use of public services, choice of workplaces, and 
even leisure patterns have been shown to be determined by ethno-sectarian divide 
(Shirlow and Murtagh 2006)? It then contrasts this place with Scotland which, as it will 
be showed, is another óextremeô case in the country but, arguably, it is extreme in more 
favourable terms, at least from the perspective of Polish migrants. Therefore, these 
two destinations were chosen because they are arguably the extreme cases within a 
single country when it comes to context of migration for Polish migrants.  
The data analysis shows that, indeed, interviewees interpreted and experienced the 
social, political and economic context of the two places in contrasting ways. In short, 
owing to continued ethno-sectarian divisions, the former place was interpreted as 
parochial and not living up to an ideal of a modern, liberal, open society. This 
interpretation was associated with different degrees of feelings of uncertainty, 
insecurity, frustration and suffocation. Therefore, the discourses of normality and a 
peaceful and modern Britain seems to go uneasily with the local structures of feeling 
in Northern Ireland. In contrast to this, the latter place tended to be experienced as an 
ideal of a modern, open, liberal and multicultural society where individuals could forge 
their unique identities and live unconstrained lives.   
 
Surprisingly, however, it is also showed that these structures of feeling in relation to 
Northern Ireland do not exclude the discourse of normality and a normal life as a 
defining feature of life in the UK. This discourse is still present in migrant narratives. 
In this sense, migration to Northern Ireland appears as not significantly different from 
that of Scotland. To account for this, it is suggested that migrants can reconcile such 
tension between discourses of normality and a lived experience of it in this part of the 
UK because of their exclusion from the dominant local communities. This exclusion 
allows them to continue their ónormalô, ócomfortableô lives as freely choosing 
consumers and self-entrepreneurs. However, the scope to which this is available will 
depend on their employment circumstances (i.e. it may be more constrained for people 
towards the lower end of the labour market). Moreover, the sustaining of this kind of 
life requires what can be thought of as a óprivatised mode of livingô. As such, migrant 
workers may become a permanently disadvantaged and excluded as a social group.  
 
3) comparison with non-EU migration and Poland as a destination country 
Finally, the study also compares the case of Polish migrants in the UK with migrants 
in Poland from Eastern European countries, primarily Ukraine, that are not members 
of the EU. With this comparison, the study attempts to account further for the role of 
the destination in shaping migrant experiences as well as for the role of migration 
policy framework. In a way, the experience of the óborderless Europeô and ófortress 
Europeô are compared.   
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T2 ï (ESR7 ï Ben Egan, K U Leuven)   
Project title: Workplace diversity in MNCs and trade union inclusion strategies: 
Belgium, France and the UK  
 

Initial findings  
This short draft paper seeks to provide an over view of the current state of the doctoral 
research including some initial findings to emerge from the ongoing content analysis 
of relevant documents and the series of semi-structured interviews. It charts some of 
the development of the research issues firstly. 
 

Development of the research questions and themes 
The role of private contractors in delivering public services in Europe has been highly 
contentious since the 1970s (Keune et al. 2008). However the recent tightening of 
neoliberal doctrine via the establishment of austerity policies in many countries has 
pushed the issue to the fore as a major issue facing unions and workers more broadly 
as both the economic and industrial relations literature highlights that it is used to 
circumvent the former (Grimshaw et al. 2015). For unions this can mean 
marginalisation from the previous institutional embeddedness in the employment 
relationship enjoyed under public management; while for the latter, a deterioration in 
pay and conditions of employment (Berlinski 2008), as well increasing work intensity 
and expectations of flexibility (Drahokoupil 2015). Increasingly, this contracting out of 
public services is finding its way to a relatively small number of multinational 
companies who have turned to a model of winning public sector contracts, rather than 
previous strategies of developing their own markets in various sectors of the global 
economy. Many well-known multinational companies associated with public service 
delivery fit this model, including G4S, initially a security firm and Serco, originally a 
division of the Radio Corporation of America supplying cinema equipment and now an 
independent and multinational outsourcing firm listed on the British stock market.  
  

The transition to multinational employment relations from the public sector provides a 
fertile and under-explored field of study, particularly in relation to its impact on unions, 
bargaining and outcomes for workers that transfer. Unlike many other forms of 
outsourcingði.e. private company to private companyðthe tendering of public 
contracts typically involves the contractor taking on the staff that have hitherto been 
responsible for the work on behalf of the public organisation. Furthermore, the 
conditions of service that govern subsequent employment are constrained in two 
important ways. Firstly by European legislation, in the form of the Transfers of 
Undertakings Directive (TUPE) (European Council 2001) ï or more accurately national 
interpretations thereof. This directive seeks to afford (very limited) protection to the 
contracts of employment of people working in organisations that are transferred 
between employers. This applies to all transfers such as those that come about as a 
result of mergers and acquisitions in the private sector. 
 

The second way in which such private contractors are constrained is much more 
specific to the nature of public service procurement and more pertinent to the present 
research. That is that when public organisations contract out services the agreement 
will typically have many more stipulations on how the work can be organised and 
remunerated than if it were a private-to-private outsource. This means that although 
employees involved in a public service being outsourced will change employer, many 
of their conditions of service will have limited scope for standardisation to those of the 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2056
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contracted company. This is often as a result of union intervention in the transfer 
process, with such concessions representing small victories for union groups in return 
for preventing industrial action and other forms of organisational resistance. This is 
best understood as a conflict of ótwo standardisationsô ï that of the public body on the 
one hand and the contracting firm on the other. 
 

Such restrictions in the nature of employment in these unique forms of organisationð
conceptualised as the ópublic service multinationalôðinevitably limit the range and 
scope of standardisation of policies and practices across the organisation. Contrary to 
the rich stream of literature of a wide range in policy transfer within multinational 
companies, ópublic service multinationalsô are largely limited to diversity management 
strategies. These are often tied in to ócorporate social responsibilityô initiatives 
(Subeliani & Tsogas 2005). 
 

From the perspective of trade unions diversity and inclusion/equality remain difficult 
topics, in two very distinct yet important ways ï subjectively, as a bargaining issue; 
and objectively, as organisations which themselves have mixed records at including 
underrepresented groups. Both of these are implicit in the research questions. 
 

Subjective diversity management: This refers to the employer-initiated human 
resource management practices in relation to designated segments of the workforce 
that are perceived as under-represented. Typically including women, black and 
minority ethnic staff as well as those with disabilities. Here we use ósubjectiveô because 
from the union perspective diversity management is a subject of consultation or 
negotiation with the employer. This is where the potential for conflict arises between 
conceptions of what diversity managementôs objective should be and what an inclusive 
workplace looks like. 
 

Objective union inclusion: This refers to the inclusivity fostered within the organisation 
by the trade union. This is called óobjectiveô because the union itself is the object of 
analysis. Separate to any negotiations with employers about workplace management, 
this relates to how successful unions are at having representation of a particular 
workforce that is representative of that workforce. Do workplace representatives/shop 
stewards and those involved in dialogue represent the mixed backgrounds of both the 
membership more broadly, and does that membership then match the characteristics 
found in the broader workforce?  
 

The selection of the company and unions on whom to focus in conducting research 
into these ótwo sides of diversityô is based on several factors, the most significant of 
which is the chosen companyôs excellent reputation with regards to its diversity 
management initiatives. It has won several awards from organisations like the 
European Network Against Racism at the European level and many others for national 
subsidiaries in the dozens of countries in which it operates. In Belgium and the UK 
there are several unions that organise in its public service contracts ï but they are 
dominated by Unison in the UK, with a less pronounced but nonetheless primary role 
played by the Confederation of Christian Trade Unions, ACV-CSC, in Belgium. The 
two branch case studies are therefore based around these two unions. The point of 
this doctoral research is not to test whether the company in question ódeservesô its 
various awards and corporate reputation for strong diversity management, but to offer 
a contribution to understanding how diversity management within the company 
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functions as a bargaining issue. Power resources that actors are able to mobilise have 
broader employment relations implications within the organisation. In a European 
context of increasing privatisation in the public sector and increasing outsourcing in 
even the private sector an understanding of how to affect organisation-wide 
employment policy is invaluable for unions. 
 

The first of the two research questions investigates what type of organisation the 
ópublic service multinationalô this is and how it functions; while the second asks what 
this means for trade union activists as actors in changing public service employment 
relations.  
 

The first question is how are diversity policies developed in a ópublic service 
multinationalô and to what extent is the implementation specific to the organisation 
type? Implicit within this question is the acknowledgment that the company is a 
recognised leader in the management of workplace diversity yet as an organisation 
type it is under-theorized. Why is this so? What lessons can be learned to enhance 
the inclusiveness of workplaces of other similar companies ï or indeed dissimilar 
ones? What role does the public sector and pre-existing employment relations play in 
instilling these values? The relative shortage of research into employment relations in 
service multinationals more generally, as well as diversity management specifically, 
means that an in-depth analysis of how positive outcomes can be achieved for workers 
who have traditionally seen pay and conditions diminish under privatisation is both 
required and overdue.  
 

The second question concerns the horizontal perspective and how the changes 
brought about by the outsourcing process affect the employees involved and their 
representation. The central question is what role do workplace diversity policies play 
in developing union activists in public service contracts? Public sector outsourcing is 
ordinarily associated with a diminishing role for trade unions as private sector 
employment relations supersede those of the more structured public sector. However, 
this is not a uniform process and structural factors on the part of both employers and 
unions will influence whether this happens and to what extent. It is much harder to 
circumvent a union group with strong workplace organisation, for example. The 
second question therefore raises the issue of leadership; the potential for managers 
but more importantly union representatives to develop themselves. This includes the 
ways in which power resources can be captured by actors, in what is already a 
politically contentious environment, to create workplaces that are, or are not, inclusive 
for all. Again, the distinctive role of the ópublic service multinationalô is crucial to 
understanding here the power resources with a mixture and staff, including 
management, and union representation structures from public sector backgrounds 
and the sense of organisational memory that this carries. The power analysis raises 
further questions in relation to workplace inclusion, such as whether diversity policies, 
as a widely accepted objective generally, represent a relatively safe area of work for 
union activists in which employees feel more confident in becoming involved in union, 
and existing activists to develop themselves further in the role. What is the result of 
differing motivations to developing diversity strategies in multinationals on the part of 
management and unions? Do business case justifications inevitably contaminate 
union equality objectives and what are the power dynamics that lead to this, or its 
rejection? Here the business case justification of diversity policy will also need to be 
considered: how does this interact with multinational structure? For example if 
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subsidiaries are in competition via any kind of constructed internal markets how does 
this affect a business case approach to diversity?  

 
 

Initial Findings  
Many of the initial findings derived from the interviews and document analysis can be 
headed under three broad categories: the role of class; the role of nationality, and; the 
role of organisational co-ordination. These topics are then applied to the approaches 
of both management and unions in Belgium and the UK ï as well as France, where 
the company is headquartered. 
 

The role of class 
The traditional role of class as a determining feature of the development and culture 
of trade unions ï yet one that has been of diminishing significanceðhas a specific and 
counterintuitive manifestation in the present case study. This unique configuration, in 
which class is used by management but not to any great extent by the relevant unions, 
is heavily influenced by the issue of race as it relates to the MNC country-of-origin 
(France). Partially driven by the legal prohibition of the requesting and monitoring of 
racial and ethnic characteristics in France by employers, there has developed among 
diversity managers the concept of óoriginsô to incorporate óEthnicity, Culture and 
(Social Class)ô referred to by the president of the Association of French Diversity 
Managers as óstill tabooô (AFMD 2014, p.3). The specific way in which discrimination 
along the lines of social origin is spatially dependent in France ï in the banlieues 
suburbs of cities where unemployment is high, among other social problems ï has 
provided an indirect opportunity to explore a new concept around which workplace 
inclusion/exclusion is located. Of course this raises important questions around what 
constitutes óclassô and, as with so many of the concepts around workplace diversity 
management, who is able to define and mobilise it. 
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The role of nationality  
While, the management strategies are concerned with class, the topic of nationality 
has been more pronounced among union respondents ï particularly in the case of 
Belgium. Here, the language distinction between Dutch and French speakers is very 
important in the approach taken to diversité/diversiteit in the workplace. In Brussels 
each workplace is able to effectively choose between the two approaches of Wallonia 
and Flanders. The former is characterised by resistance to discussions of race and 
ethnicity, while the second is closer to the anglo-saxon approach. This means that 
within the single workplace there is a constant uneasy dual model in which the 
language preference is more instructive than the union confederation 
 

The role of organisational co-ordination flexibility  
The transfer of policies and practices around an organisation is a well-established field 
of literature within the employment relations tradition, yet the nature of concepts of 
diversity and inclusion precludes centralised policy dictation. The legal frameworks 
and cultural norms of nations and language groups are specific. The company and 
unions therefore provide space for these to be developed and explored at more local 
levels with networks that are able to disseminate and scrutinize pilot programmes. 
These include via groupings associated with the EWC for the company and self-
organised groupings within the unions ï though the level to which they are óself-
organisedô is highly uneven. 
 

 Management Unions 

Class Y  

Nationality  Y 

Organisational flexibility  Y Y 
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T2 ï (ESR8 ï Mateusz Karolak, University of Wroclaw)   
Project title: Return migrants inclusion and employment: the case of return 
migration from the UK to Poland  
 
Research background 
The opening of the internal borders of the enlarged European Union (EU) as well as 
creating a common labour market were accompanied by the tightening of the external 
EU borders, growing flexibilisation of labour and the dismantling of the welfare state. 
For the first time in the contemporary history of Europe state with its apparatus of 
control cased to be an intermediary between migrating worker (from the poorer Central 
Eastern Europe) and foreign labour market (in the richer Western European 
countries). This ñleapò was supposed to enable faster and more adequate employersô 
and labour responses to global market fluctuations and thus to strengthen the EU 
position in the global competition. The CEE migrants were expected to be only 
temporary workers in ñlow skilledò jobs, who return to their countries of origin instead 
of becoming a burden for the remains of host countries welfare provision. However, 
many post-accession migrants by ñvoting with their feetò and working abroad already 
expressed their disappointed with the poor working conditions in their countries of 
origin, which after 1989 were affected by the shock therapy and low road neoliberalism 
(Meardi 2012). Nevertheless, most of the CEE migrants perceived their stay abroad 
as temporary. Indeed, around half of 1,2 million Poles who had worked in the United 
Kingdom between 2004 and 2013 returned to Poland.  
 
In my research I asked:  
1) What are biographical pathways of returning post-accession migrants.  
2) What generative mechanisms lead to return migrantsô inclusion or exclusion in the 
labour market and how does it intersect with other dimensions of social 
inclusion/exclusion.  
3) What is migrantôs perception of work standards as well as how and why it changes 
in course of migration & after return?  
4) How do returnees cope with the emerging tensions after return? 
5) In what biographical and structural circumstances returnees bring about social 
change (social remittances), in particular in the sphere of work? 
 
Methodology 
Following the methodologies established in the biographical tradition of Fritz Schütze 
(2007), between November 2013 and January 2015 I carried out 26 biographical 
narrative interviews with Polish returnees from the UK (14), and re-emigrants to the 
UK (12). The research concerned long-term migrants, who had worked in the UK at 
least one year, and after return lived in Poland for at least six months, irrespective of 
their reasons for migration, return, and re-emigration (if such occurred). Interviews with 
returnees were conducted in the Lower Silesia region of Poland and in Warsaw, while 
those with re-emigrants were conducted in the major cities of Scotland as well as in 
London. Fourteen of the interviewees were women, and twelve were men. They were 
from different social, economic and educational backgrounds and aged between 23-
50, with a predominant number of those interviewed between 25-35 years old. The 
respondents were initially recruited by snowball sampling, mailing, and via Internet 
forums for migrants. During the second stage of the research the sampling became 
theoretical and interviewees were chosen from the established contacts database. 
 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2058
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Initial findings 
 

Biographical pathways of returning post-accession migrants 
The examination of the life stories of Polish returnees allowed to distinguish four types of 
returns. The typology is constructed on two axes:  
1) direction of return (either return to or departure from)  
2) ultimate concerns6, to which return is supposed to lead (either instrumental reasons, 
understood as a motivation related to present or future employment or non-instrumental 
reasons, when employment is of secondary importance) 
 

direction of return  
ultimate concerns return to departure from 

instrumental reasons investment test 

non-instrumental reasons moral choice refuge 

Typology of returns. Authors compilation. 
 

Investment ï this type of return is based on successful conversion of different capitals 
(financial, social and cultural) consciously accumulated abroad. It is carefully planned 
by returnees and usually occurs after finding employment from abroad. Despite the 
possibility to work in the UK, returnees perceived Poland as a country where one can 
achieve more in terms of occupational carrier. Mobility is perceived as an important 
asset and return is not treated as a permanent one. This type reflects the classical 
approaches to migration, however it was the least frequent in the sample.   
 
Test ï a non-definitive return, which occurs after realization of disadvantages of 
migrantsô live and work in the UK. It is typical for young migrants who had not worked 
in Poland before their initial emigration. Reaching the glass ceiling in the UK 
accompanied with the Age Thirty Transition and changing the hierarchy of ultimate 
concerns leads to this return. Following media coverage from Poland and positive 
signals from those who already decided to return migrants ñgive Poland a chanceò, 
however at the same time they make use of their transnational networks and maintain 
close personal and institutional contacts in the UK.  The search for an employment 
started in Poland, often after few weeks or months of the migration holidays. In 
narrations of the interviewees, in contrast to those treating return as an investment, if 
the test failed and re-emigration to the UK took place the decision was permanent.  
 
Moral choice ï this type of return was motivated by attempts to pursuit life project 
based on non-instrumental ultimate concerns, such as family life, caring for elderly 
parents, commitment to the local community or indulging passion/hobby. Employment 
is of secondary importance and vulnerable position on the Polish labour market is 
often treated as a necessary cost for achieving higher values (eg. maintaining 
relationship). Whereas Poland was perceived as a place enabling to pursuit a chosen 

                                                 
6 Ultimate concerns are understood according to Margaret Archer: Ăultimate concerns: those internal 
goods that they care about most, the precise constellation of which makes for their concrete singularity 
as persons. No one can have an ultimate concern and fail to do something about it. Instead, each 
person seeks to develop a concrete course of action to realise that concern by elaborating a óprojectô, 
in the (fallible) belief that to accomplish this project is to realise oneôs concern.ò (Archer 2007, 7) 
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life project, this type of return was also implicitly linked with the difficulties encountered 
while working in the UK. People explaining their return in moral terms often have very 
fragmented careers without a dominant career path and are among most precarious 
workers both in Poland and in the UK. They often fall into migratory trap described by 
Krystyna Iglicka (2010) and leave Poland once they run out of money.  
 
Refuge ï the last type of return is primarily departure from the receiving country and 
consist in search for security back in Poland. It might by motivated by the problems 
with law, loss of job or breakdown of relationship. This most spontaneous type of 
return, which sometimes might occur overnight, became possible due to new 
opportunity structure, relatively cheap flights and ease of crossing UK borders in both 
directions. Fleeing returnees often are not prepared for a job search in Poland, what 
might end with falling into experience trap and taking up employment below their 
qualification - analogously to one they had in the UK. With the time, however, 
returnees reevaluate their hierarchy of ultimate concerns and redefine their life 
projects, what might lead either to re-emigration or stabilizing their lives in Poland.  
 
Redefinition of normality - migrantôs perception of work standards and it changes in 
course of migration. 
All the returnees I talked to had worked in the UK. Upon return those who found 
employment compared different aspects of work óhere and thereô, redefining what is 
ónormal at workô. The returnees admitted that they óchanged their expectationsô and 
started óthinking in an English wayô. The aspects of work which - in comparison to what 
returnees experienced in the UK - appeared to them most striking, were: more 
adequate earnings, different workplace relationships, more harmonious work-
life balance, different attitude towards formal education.  
 
Example 1: Workplace relationships: Return migrants underlined the differences in 
the way they were treated as employees. They refer to the óprofessionalismô, 
óemotional moderationô and ódiplomacyô of their bosses in the UK. While this relatively 
high level of workerôs autonomy is appreciated by Polish migrants, it differs depending 
on the sectors in which the migrants worked. The ópartnership approachô and trust 
resulting from it is perceived not only as a feature of the work environment, but more 
broadly as a feature of British society and institutions. Returnees complained about 
the lack of the mutual trust in Poland and pointed out that it is also demonstrated by 
the state administration. Although returnees noticed also negative aspects of work 
environment in the UK, they tend to idealise it. This might have several sources. On 
the one hand faced with difficulties after return migrants might feel nostalgic about the 
idealised past abroad. On the other hand, in case of the re-emigrants the emphasizing 
of the contrast between work in Poland and UK serves as a mean for easing 
sometimes difficult transition between countries. Moreover, it might be understood as 
an element of the rationalization of the re-emigration and perceiving it as a necessity. 
It still requires further examination to fully understand such attitudes.   
 
Example 2: Earning: Returnees underlined not so much the absolute level of income 
as the possibility of living a ñdecent lifeò, maintaining themselves on a single and 
relatively simple work abroad. They lacked the óincome securityô, identified by Guy 
Standing (2011:10) as an óadequate and stable incomeô, assured not only by work 
itself but in case of lower paid jobs also by certain state policies such as minimum 
wage or progressive taxation. Returneesô income insecurity also concerned its 
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regularity, which in turn depended on the type of employment contract. Savings 
brought from the UK might serve as a buffer reducing income instability, but this 
however is a short-term solution. An interesting paradox emerged from the interviews. 
Although Polish migrants in the UK are often employed in the secondary labour market 
and migrants are considered to be in vulnerable and precarious position, they donôt 
consider themselves as such, since they use their previous experiences as a reference 
point. In Poland in turn, even with a so called ótypical contractô, due to inadequacy of 
income the subjective sense of security is lower than those from the UK. Since young 
people in Poland tend to normalise the work-related insecurity, the question arises 
whether the transfer of returneesô experiences might impact non-migrantsô 
perception of work standards and contribute to the slowly growing protests 
against the precarious nature of work in Poland. 
 
Coping with the emerging tensions after return? 
Analysis of the interviews enabled me to distinguish four main strategies employed 
by return migrants facing distress resulting from the discrepancies between the 
employment standards experienced in the UK and in Poland. Those are: re-
emigration, adaptation, activism and entrepreneurship.  
 
Re-emigration - might be interpreted in terms of the óexit optionô proposed by 
Hirschman (1970). The identified tensions are relieved by the employment of such an 
individualised strategy, which is perceived to be the easiest solution in cases of 
discontent with labour market conditions. Although Hirschman saw a negative 
correlation between exit and voice, when we take a transnational perspective we can 
observe that exit might also develop a voice. So far Polish migrants however seem to 
organize in the UK mainly in order to improve their situation there rather than change 
the (work) reality in Poland.  
 
Adaptation - despite the clear differences observed in the sphere of work, a portion 
of returnees eventually adjusted to the Polish reality and after an initial period of 
disagreement changed their attitudes. The lower income and worse employment 
standards are perceived to be a result of the óPolish mentalityô and Polandôs economic 
position, sometimes ascribed to the post-socialist legacy. These factors are seen as 
structurally embedded, hence one needs to adjust. The returneesô conviction of their 
own agency is rather weak. 
 
Activism - strategy employed by the smallest group of interviewed returnees. Faced 
with tensions related to work they undertake actions in order to improve their situation 
at workplace. This strategy might be seen as a resorting to voice, which is defined as 
óany attempt at all to change, rather than to escape from, all objectionable states of 
affairsô (Hirschman 1970: 30). Activism and a conscious striving for change is a 
strategy undertaken by returnees convinced of the high level of their agency. Their 
stay abroad reinforced, or even brought about, their feelings of self-esteem and self-
determination. In the case of potential remittances in the sphere of work, the crucial 
factor seems to be the structural position of the employee, defined in the relation other 
employees and, most of all, to managers. A migrantôs charisma and ability to attract 
non-migrants is also of significance. However, the relatively low autonomy 
experienced by employees in Poland gives them little space for change. The activism 
of returnees could be also institutionalized and directly linked with their return as an 
union organisers. 
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Entrepreneurship - usually takes the form of self-employment. A few interviewees 
admitted that among the reasons which pushed them towards working on their own 
account was óthe fear of working for somebody in Polandô. The decision was obviously 
also motivated by other factors, such as the desire for self-realization, expectation of 
higher earnings, and a need for independence, however the returnees did not perceive 
these as problematic when they were an employee in the UK. The self-employment of 
returnees might be seen as a specific form of a strategy on the Polish labour market 
which combines all three options: exit, loyalty and voice. It allows the returnees to 
express their disappointment with the domestic labour market for employees and at 
the same time remain loyal to the country.  
 
Challenges:  
- The results so far are rather fragmented. The main challenge I face is how to link 

into one consistent analytical framework typology of returns, returnees situation 
on the labour market (objective and subjective dimensions) and their coping 
strategies on the labour market. 
 

- Post-accession return migrants are very diverse group. Among other factors 
returnees differ by age, sex, class, educational attainment, place of origin, length 
of stay and situation on the labour market (sectors they work in, employment 
status, form of contract etc.). On the one hand it is hard to cover such a broad 
group in rather small research sample on the other hand too much focus on 
particular cases blurs the overall picture. I recognize that there are too many 
relevant factors, which eventually impact on returnees position on the labour 
market and the very fact of migration and return is not necessary the crucial one.  
 

- Among young people in Poland (migrants and non-migrants) an ñatypicalò and 
precarious employment became a ñtypicalò one in terms of absolute numbers (eg. 
LFS) and process of normalisation of insecurity. In this context I struggle to define 
what shall we understand through inclusion/re-adaptation, since the situation of 
many returnees is as precarious as that of their non-mobile peers.    
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T2 ï (ESR9 ï Nina Sahraoui, LondonMet) 
Project title: Life on the margins - the social implications of precarious work 
specifically in relation to young minority ethnic workers  
 
Theoretical background 
 
The theoretical approach draws upon Williamsô writings on the transnational political 
economy of care and her claim that ña countryôs care regime intersects with its 
migration regime and its employment regime which provides the institutional context 
that shapes the experiences of both migrant women employed in domestic/care work 
and their employers, as well as the patterns of migrant care work to be found in 
different countries (Williams in Anderson and Shutes 2014: 17, authorôs emphasis). 
The concept of ñregimeò is central here. Borrowed from Esping-Andersenôs 
categorization of welfare regimes (1990), the term has been defined in the literature 
on care regimes as follows: ñthe organization and the corresponding cultural codes of 
social policy and social practice in which the relationship between social actors, state, 
(labour) market and family is articulated and negotiatedò (Williams and Gavanas, 
2008, p.13-28).  
 

Findings: four themes  
 
Routes into elderly care and trajectories within and out of the sector 
 
Title: Similar segmentation, different outcomes 
 
Questions: To what extent and under what conditions does elderly care rely on a 
migrant and minority ethnic workforce in these three capital cities? How does this 
labour market segmentation happen on the ground? What is the profile of the 
workforce in each of these cities? And finally, do care jobs constitute a stepping-stone 
or an entrapment for migrant and minority ethnic workers? 
 
Summary of findings: The cross-national comparison in this chapter analyses how 
migration, care and employment regimes impacted differently migrant and racialised 
workers in three European capital cities. Looking into why and under what 
circumstances migrant workers enter the care sector uncovered the differentiated 
roles of intermediaries such as employment agencies, migrant associations, churches 
and informal networks against the background of various employment regimes. From 
workersô narratives three main categories emerged: óthe overqualifiedô, óthe compelledô 
without overqualification and those with professional aspirations in care. These 
variations in the workforce profile between the three cities under study here revealed 
the significant impact of migration policies on who these care workers were in terms 
of nationality, gender and qualifications. Finally, the articulation of migration and care 
policies impacted differently workersô aspirations and employment trajectories within 
the care sector, and respondentsô plans for the future appeared revealing in relation 
to the social mobility enabled or on the contrary hampered by these policies. It 
illustrated how these spaces made of constraints and opportunities were navigated 
and it hinted at some of the coping strategies that migrants developed through their 
translocational positionality (Anthias, 2011). 

  

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2062
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Precarious employment and work  
 
Title: A gendered analysis of the concept of precarious employment in neoliberal 
times from the standpoint of paid care 
 
Questions: What are respondentsô perceptions of job stability and employment 
rights? What are the social implications of óprecarious employmentô in terms of 
workersô own caring responsibilities?  
 
Summary of findings: This chapter demonstrated that the concept of precarious 
employment, while allowing for a political economy analysis of workersô employment 
terms and working conditions, needs further theoretical developments in order to 
account for the complexities that the notion of óprecariousnessô entails. The analysis 
of migrant and racialised care workersô narratives has illustrated that ójob stabilityô was 
hardly measured by the type of contract but was better accounted for through a more 
comprehensive approach that takes into account the sectorôs specificities as well as 
the undergoing privatisation. Similarly, entitlements to sick pay appeared to be of 
central importance to workersô perception of security: here the limitations that workers 
encountered not only exposed them to the risk of ill health but created a feeling of 
insecurity. In the last section, it is argued that the concept of óprecarious employmentô 
should not replicate the devaluation of social reproduction and include a gendered 
analysis of workersô own caring arrangements.  
 
Emotional labour 

 
Title:  Emotions in care work: a workerôs best asset or biggest threat? 

 
Questions:  How to reconcile workersô discourse of authenticity and love with the 
emotional labour they perform? What does this tension reveal as to the place of ócareô 
in our societies?  

Summary of findings: This chapter looks into the complex role of emotions in care 
work. It highlighted how carers actively mobilize emotions to provide care and 
continuously perform emotional labour for the tasks they carry out. Simultaneously, 
emotions and feelings such as attachment and love play an important role in rendering 
the job bearable in a segmented section of the labour market characterized by low 
wages and precarious employment terms. The óethic-of-careô referred to at the 
discursive level also contributes to build a positive occupational identity in spite of the 
devaluation of care work within society at large. Finally, workers are also deeply 
affected by feelings that their interactions with residents trigger and the care work they 
accomplish can cause emotional distress. Building upon these findings, this chapter 
interrogates the concept of óemotional labourô in order to assess to what extent the 
latter could account for the great diversity of dynamics at work within social care. 
 
Experiences of racism and discrimination at work 
 
Title: Varieties of institutional racism: Care workersô experiences of racism and 
discrimination in London, Paris and Madrid 
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Question: How are respondentsô experiences of racism and discrimination embedded 
into institutionalized forms of racism? 
 
Summary of findings:  The nature of these experiences differs according to the 
power relationships in which these are embedded: being insulted by residents, being 
bullied by colleagues or being harassed by managers, each of these settings has 
different implications for workers. The analysis of various forms of racism and 
discrimination told by respondents revealed nonetheless how these are in fact 
interrelated and the symptom of broader institutional racism with national declinations. 
Challenging these situations is complex and no unique framework can possibly 
improve workersô experiences from all of these perspectives. Anti-discrimination 
legislation appears to be of very limited efficacy: in spite of the numerous experiences 
told by respondents in this research no one actually resorted to anti-discrimination 
legislation. The great majority of cases go unchallenged, which suggests that it is 
difficult to fix structurally created unequal power relationships through individual legal 
action. Moreover, most abusive situations are created or exacerbated by the space for 
arbitrariness derived from the articulation of migration and employment policies. 
Therefore, over-stating the relevance of anti-discrimination legislation runs the risk of 
equating anti-racism with anti-discrimination policies instead of conducting a political 
economy analysis of the conditions under which racism and discrimination thrive. The 
comparative analysis conducted here has illustrated that by defining workersô rights 
employment and migration regimes actually shape the conditions for workersô 
exposure to racial discrimination, harassment and abuse. Low levels of employment 
protection weaken in this perspective the possibility of denouncing an employer for 
harassment, due to the unfavourable power relationship it establishes. Furthermore 
workersô well-being depends on solutions adapted to workplaces ï as the specifics of 
elderly care have demonstrated- that can only be designed and implemented if 
workersô voices are heard and taken into account through more balanced power 
relationships. 
 
Analytical issues for debate  
 
óNon-EU migrant workersô and óminority ethnic workersô: opportunities and challenges  
 

¶ The design of the research included non-EU migrant workers and óminority ethnicô 
workers for several reasons:  
- because the workforce in the sector in Paris and in London is composed of 
migrants and minority ethnic workers to a significant extent; 
- to allow for a broad analysis of racialization processes; 
- to account for differentiated patterns of inequality. 
 

¶ In the process of data analysis, several challenges emerged however: 
-Minority ethnic workers represent a small share of respondents, which nevertheless 
allows accounting for differences as compared to migrant workers on specific issues, 
but also creates certain limitations for the analysis. 
- Large sections of the analysis concern migrant workers and minority ethnic workers 
are not concerned by it, notably in relation to the articulation of migration regimes with 
social care and employment policies.  
 



 

 

 
 

42 | P a g e  

 

 
The way I have addressed these challenges so far:  
 

¶ I analysed the differences between these 2 groups whenever relevant (e.g. dynamics 
of racialization, hierarchies within the workplace) but this distinction does not always 
need to be highlighted and the analysis can build upon commonalities (e.g. emotional 
labour).  

 
The cross-national design of the research 
 

¶ Bringing different literatures together and notably ónationalô scholarly traditions 
represented a challenge. It has also been a fruitful process that enriched the analysis 
but at times schools of thoughts appeared to some extent contradictory and thus 
required me to position myself and justify the corresponding choices. This was mostly 
the case around the following topics:  
 
-Race, Racism and Racialisation. Anglo-Saxon and French literatures use different 
approaches, even if some of the arguments can be seen as complementary. I 
attempted to combine progressive concepts developed in the Anglo-Saxon literature 
such as óinstitutional racismô with an approach inspired by the scepticism of French 
sociologists (see for instance the political essay by Guillaumin, 1972/2002) around the 
use of óraceô and óethnicityô in social sciences. I argued therefore for the use of 
óracialisationô or óethnicisationô in place of a mere reference to óethnicityô. This however 
might raise criticism on behalf of scholars who support the concept of óethnicityô as an 
emancipatory tool.  
 
-Precarious work. French literature addressed the concept of óprecarityô since the 
1970s while the concept gained prominence in British scholarly context only in the 
past decade. The concept as developed by French (and German) sociologists is more 
comprehensive and in many aspects goes beyond work-related dimensions. Building 
upon these contributions that imply an analysis of the implications of precarious 
employment for all dimensions of life, I have argued for a reformulation that would take 
into account the feminist literature on social reproduction to avoid replicating the 
production/reproduction divide that a focus on a narrow definition of óprecarious 
employmentô would suppose. 
 
Bringing in intersectionality without claiming to apply intersectional lenses throughout 
the analysis  
 
I found that in specific sections intersectionality as theoretical framework was relevant 
for the analysis of my material, without aiming however at applying intersectional 
lenses to all issues raised. The classical categories of class, gender and 
órace/ethnicityô are obviously often relevant, but different categories might have more 
prominence to account for specific patterns of inequality, for instance migration or age. 
The methodological question revolves around working with intersectional lenses 
without claiming a thorough application of this framework (I also avoided extending 
the classical triptych so as to contain any socially constructed category).  
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Theme 3: Employee Wellbeing and Work Life Quality 2013 - 2016 
 

Summary 
In the current research there is still a gap regarding the status of job quality at 
organizational level within the post-crisis context and the new ways of dealing with 
pressures that involve increase of use of flexibility arrangements. 
 
ESRs within Theme 3 study debates on the rise of flexibility that has become the reality 
on European labour markets despite different country institutional arrangements. The 
flexibility is discussed as a term that became saturated with values, hence it is difficult 
to be against it or question its utility. Nevertheless, as the research conducted within 
Theme 3 confirms, flexibility is always ófor someoneô (Fur¬ker, H¬kansson, Karlsson 
2007) ï employers and workers, employers, workers, or none of them. As a backdrop, 
Theme 3 studies flexicurity project as a solution that eventually brought more flexibility 
but was not that successful in providing security for workers (Gallie 2007, 2013).  
 
The ESRs discuss different approaches to job quality in order to look what happened 
to the European Commissionôs assumption that it contributes to economic 
sustainability, social cohesion and individual well-being, especially in times after the 
crisis in Europe and in the context of growing market pressures. They point out the 
usefulness and the drawbacks of the employment regimes theory (Gallie 2013) that 
was widely used to present the differences in approaches to job quality in different 
European countries. Although this perspective provides an interesting overview, it is 
static and does not allow understanding the different experiences of job quality of 
workers within the same sector or even same organization, and the impact of flexibility 
that is used as an answer to market pressures.  
 
The research undertaken by ESRs in Theme 3 aims to show the variety of job quality 
dynamics on sectorial and organizational level within the context of growing market 
pressures and changes in the employment policies on European scale. Theme 3 looks 
at numerical and functional flexibility arrangements (Atkinson 1984) introduced by 
managements in form of atypical employment ï casualization, non-standard contracts, 
segmentation of workers within one company and the use of temporary work agency 
services. We argue that with the growing extent of flexibility and the multitude of 
employment arrangements, the job quality should be studied in a dynamic perspective 
that can be grasped at sectorial and organizational level, as an outcome of managerial 
strategies, workersô agency, market pressures and institutional arrangements. 
 
ESRs study different dimensions of job quality: skills development, forms of contracts, 
working time, autonomy, social work environment, and work pressures in order to look 
at changes in work quality and employment quality and the interconnections with 
flexibility arrangements; in manufacturing, service sector, and temporary work 
agencies in the UK, Sweden, Poland and Belgium. By taking a dynamic perspective 
we study multidimensionality of job quality from the perspective of a constant process 
of change.  
 
Different components of job quality are discussed, with the use of Munoz de Bustillo 
et al. (2009) model that divides job quality into employment quality and work quality. 

http://www.changingemployment.eu/Research/Themes/3EmployeeWellbeingandWorkLifeQuality/tabid/2870/Default.aspx
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However this model serves as a starting point to show different interrelations between 
different dimensions of job quality, their mutual interactions and their constant change.  
 
In case of focus on employment quality, the introduction of atypical contract 
arrangements is studied as a starting point to show their impact on different 
dimensions of job quality ï job security, task discretion, work intensity, social work 
environment and access to skill development. 
 
ESRs look at job and contract types at the sectorial and organizational level and 
analyse the different outcomes of job quality dynamics related to different contract 
statutes: casualization of work force, introduction of self-employment, triangular 
employment relations with temporary work agencies and other distancing practices 
with the use of flexibility tools in employment. The authors ask about the outcomes of 
use of flexibility for job quality under a overarching question óflexibility for whom?ô. The 
studies raise issues of changes of responsibility, loyalty, precariousness, possibility of 
career planning and the validity of the core/ periphery distinction in contemporary 
segmented workplaces. 
 
In case of studies on work quality, the ESRs show how new, flexibility inspired work 
pressures impact on attributes of the work and working environment, including the 
speed, the noise, the physical efforts and increase of work in unsocial hours, the extent 
of autonomy and task discretion, which are also connected to a job quality dimension 
ï access to skill development. 
 
The ESRs present a variety of cases of different sectors and organizations, in different 
countries, using a dynamic approach to the process of shaping the job quality as an 
interaction between workers and management in forms of various strategies and 
rationalisations. 
 
The research conducted by ESRs deals with variety of multinational comparisons in 
the European setting and multiple levels of analysis by including workersô agency such 
as individual and collective voice, trade union mobilisation, and guild craft, and using 
different organizational contexts. They show what happens to job quality in the times 
of prevailing flexibility.  
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An analytical overview of Theme 3 (Employee Wellbeing and Work 
Life Quality) initial research findings  
 
T3 ï (ESR10 ï Pille Strauss-Raats, University of Gothenburg)   
Project title: Flexicurity and temporary agency work: an international 
comparative study on organizational practices and consequences on employee 
wellbeing  
 
Background 
The main aim of this PhD project is to understand how does the practice of temporary 
agency work as óthe model of flexicurityô shape the work life quality and wellbeing of 
both agency workers and their user firm colleagues at workplace level. The research 
will be based on two multi-level case studies conducted in comparable production units 
of one MNC in two EU member states: Sweden and Poland.  
 
Theoretically, the project contributes to the discussions around quality of work and its 
objective and subjective dimensions in the óera of flexicurityô. It is understood that in 
terms of quality of work, the flexicurity framework carries an implicit understanding that 
a combination of the four dimensions of security7 (Wilthagen & Tros, 2004) ensures 
decent work in the face of flexibility expected from employees (European Commission, 
2008). Taking this as a starting point but nuancing the discussion, the project includes 
additional dimensions of (in)security as proposed by Standing (2009) as well as social 
aspects of work, looking at these in relation to alternative approaches to job quality 
(Gallie, 2013, Munoz-Bustillo, 2009) as well as their consequences for employee 
wellbeing.  
 
The mixed-methods multi-level study aims to triangulate data from national, 
organizational and individual level to understand the drivers of quality of work for blue-
collar workers at a multinational production company that profiles itself as a high-
performance work organization, the ótop employerô in its sector in both countries. The 
global HR policies and the same production help to control for the organizational level 
of research and look for effects of national differences of regulatory regimes in Sweden 
and Poland (including industrial relations practices). 
 
The final PhD thesis will consist of the general framing and theoretical background, 
followed by 3-4 separate articles. The work will be in English with an additional abstract 
in Swedish. Preparations and fieldwork for the project took place in 2013-2015; project 
end is currently planned for summer 2017. Information on the three first papersô aims, 
methodology and current status is presented in Table 1. 
 

 Paper 1. 
Temporary safety. 
Comparative case of 
occupational health 
and safety of 
temporary agency 
work in Sweden and 
Poland. 

Paper 2. 
Social relationships in a 
fragmented workplace: 
case studie(s) of 
integration of 
temporary agency 
workers in (Sweden 
and) Poland. 

Paper 3. 
Temporary agency 
work: low road to high 
performance?  

                                                 
7 Job, employment, income and combination security 

http://www.changingemployment.eu/Research/Themes/3EmployeeWellbeingandWorkLifeQuality/tabid/2870/Default.aspx
http://www.changingemployment.eu/Research/Themes/3EmployeeWellbeingandWorkLifeQuality/tabid/2870/Default.aspx
http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2283
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Status WIP, presented at ILPC 
in Athens in April 2015.  

WIP, preliminary data 
from Poland presented at 
conference Work2015 in 
Turku, August 2015. 
Swedish data collected in 
October 2015, data 
analysis ongoing. 

Idea, abstract submitted 
to ILPC 2016, Berlin. 
Data analysis on-going. 

Level of 
analysis 

Focus on macro-meso, 
complemented by 
micro? 

Main focus on micro, 
nested in meso and 
macro 

Main focus on micro, 
nested in meso and 
macro 

Aim & 
research 
questions 

To investigate if 
temporary agency 
workers are at risk in 
terms of health and 
safety at the point of 
production and what are 
the relevant 
mechanisms. 
a) How do 
organizational strategies 
and practices affect 
OHS for temporary 
agency workers at point 
of production? 
b) What is the role of 
trade unions in shaping 
the working conditions 
for temporary agency 
workers in these two 
cases? 
c) If, how and why do 
these mechanisms differ 
in the Swedish and 
Polish case? Can the 
similarities or differences 
be traced back to the 
national regulatory 
regimes or EU 
regulation? 

To investigate how the 
practice of temporary 
agency work affects 
social integration and 
social support patterns in 
a user firm for both 
agency workers and 
firmôs direct-hired 
employees. 
a) If and how does the 
social integration of 
temporary agency 
workers differ from that of 
permanent and 
temporary staff directly 
hired by the host 
organization?  
b) If and how do the 
patterns of perceived and 
received social support 
differ for temporary 
agency employees when 
compared to permanent 
and temporary staff 
directly hired by the host 
organization?  
c) If and how are the 
possible differences in 
social integration and 
support patterns 
associated with individual 
wellbeing.  

To investigate how the 
use of temporary 
agency workforce 
impacts work life quality 
for workers of a high-
performance work 
organization, focussing 
on employees of the 
host organization.  
a) Does the presence of 
temporary agency 
workers enhance or 
harm the job quality of 
direct-hired workforce? 
b) Are there differences 
between the cases of 
Sweden and Poland 
and how can these be 
explained? 
 

Data  Semi-structured expert 
interviews with employer 
and employee 
representatives: 8 in 
Poland and 5 in Sweden 

Employee-level survey 
data from Sweden and 
Poland, contextualized at 
meso- and macro level.  
 
  

Employee-level survey 
data from Sweden and 
Poland, contextualized 
at meso- and macro 
level. 

Preliminary 
findings 

-In both cases the two-
way lack of direct duty of 
care leaves agency 
workers vulnerable in 
terms of risk prevention  
-In both cases agency 
workers under high 
pressure to perform to 
gain permanent 
employment with user 
firm 

First results from Poland 
show no statistically 
significant differences 
between groups of 
employees on different 
contracts in feelings of 
work community, isolation 
at work, number of 
contacts for personal 
advice, informal 
participation nor extra-

Preliminary descriptive 
data from Poland shows 
that for many scales it is 
the direct-hired temps 
who report highest work 
quality and satisfaction 
whereas permanent 
employees have highest 
work intensity, lowest 
opportunities to learn 
new things etc. They 
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-Critical difference 
between the countries is 
the type of contract ï 
permanent employment 
in agency in Sweden vs 
short-term assignments 
in Poland 
-In Poland the user firm 
takes more responsibility 
for agency workers, 
there is low job security 
but short-term 
predictability 
-Permanent employment 
with the agency in 
Sweden has lead to 
strategic use of TAW in 
the user-firm 
organizational periphery, 
distancing of the agency 
worker from the user 
firm and higher 
commodification under 
the disguise of security 
-The concept of 
óassignment insecurityô 
relevant in Sweden ï 
preference for a place of 
work as a motivator for 
work effort, leading to 
high work intensity, low 
control 

roleh behaviour directed 
towards colleagues.  
The results show that 
agency workers have 
significantly higher 
number of work-related 
contacts, have most 
chances to talk to 
colleagues when working, 
report highest support 
from user firm supervisor, 
take least part in formal 
activities at work and 
show lowest extra-role 
behavior directed at 
organization. 
 
 
Permanent workers have 
least opportunity to talk to 
colleagues when working, 
take least part in informal 
social activities in and out 
of work with colleagues 
and report most verbal 
abuse.  

also have lower 
objective but higher 
subjective job insecurity 
than direct-hired temps, 
report worst self-
reported health and 
highest stress when 
compared to other 
groups. The data will be 
further investigated 
through regression 
analysis. 

Next steps Further analysis and 
write-up. 

Adding the survey data 
from Sweden, regression 
analysis, contextualizing 
and analysis, write-up. 

Developing the idea, 
adding the survey data 
from Sweden, 
regression analysis, 
contextualizing and 
analysis, write-up. 

Issues, 
puzzles, 
questions, 
problems 

- including micro-level 
survey data on hazard 
exposure, accidents and 
incidents, risk 
assessment etc in the 
analysis 

- context of the interviews 
in Poland influencing the 
validity of data, specially 
for employees 
(interpreted by HR 
manager) 
- low response rate from 
survey in Poland 
- comparability of 
Swedish/Polish survey 
tools 

- using the data best to 
focus on the effect of 
temporary work 
practices to permanent 
workers 
-contextualizing the 
case in the environment 
of a high-performance 
work organization 

Table 1. Articles based on project results. 

 
Methods  
The multi-level mixed method case study uses both qualitative and quantitative 
methods 

- Documentary analysis of EU, national and organizational level documents 
o Directives 2008/104/EC, 91/891/EEC 
o National legislation on employment protection, temporary agency work, 

health and safety etc. 
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o Yearly reports and topic reports, information from the websites of 
national labour inspectorates in Sweden and Poland 

o Yearly reports, codes of ethics, news etc from websites of trade unions, 
associations of temporary work agencies in Sweden and Poland 

o Company safety policies, accident and incident data, flexibility matrix, 
general internal survey results 

- Secondary data on strictness of employment protection legislation by OECD 
- Qualitative interviews  - list provided in table 2 

 
 Poland Sweden 

HR manager 1 (English) planned 1 (English-Swedish) 

HR specialist 1 (English) - 

Line production manager 1 (English) 1 (English) 

Head of local trade union  1 (Polish, translated into English) planned 1 (English-Swedish) 

Trade Union head safety rep 1 (Polish, translated into English) 1 (English) 

Company safety rep 1 (English) no comparable 

function 

Employee-company 1 (Polish, translated into English) Planned? 

Employee- TAW 1 (Polish, translated into English) Planned? 

Work agency ? planned 

Metal workersô union regional safety rep for agency 

workers 

- 2 (English) 

Total interviewed (planned) 8  5 

Table 2. Conducted and planned interviews in Poland and Sweden.  

 
- Quantitative questionnaire survey, scales and items include 
Å Subjective perception of high-performance work practices 
Å COPSOQ quantitative demands, influence, predictability, skill discretion, social 

isolation, work community 
Å Organizational support (user firm, trade union, work agency) 
Å Social support from supervisor, colleagues and friends/family 
Å Social integration: connections and event participation 
Å Extra-role behavior 
Å Burnout (OLBI), stress and self-rated health 
Å Hazard exposure, health and safety (European Working Conditions Survey 

questions) 
Å Job security (subjective and objective) 
Å Job satisfaction 

 
Changes to Swedish questionnaire based on interviews in Sweden and the 
Polish survey experience: 
Å Added Q about fairness of task distribution 
Å Added scale for work agency supervisor support 
Å Changes to social support scale 

 
- Social network analysis module for investigating social integration in 2 
departments of the Swedish case (possible article 4, not yet able to say if collected 
data is adequate for the method) 
 
References 



 

 

 
 

51 | P a g e  

 

European Commission (2008). The Employment in Europe report, 
http://ec.europa.eu/social/main.jsp?langId=en&catId=89&newsId=415 

Gallie, D. (Ed.). (2013). Economic crisis, quality of work, and social integration: the 
European experience. Oxford University Press. 

Muñoz de Bustillo, R. M., Fernández-Macías, E., Esteve, F., & Antón, J. I. (2009). 
Indicators of Job Quality in the European Union. Employment and Social 
Affairs. European Parliament. 

Standing, G. (2009), Work after Globalization: Building Occupational Citizenship. 
Cheltenham: Elgar.  

Wilthagen, T. and Tros, F. (2004). The concept of óflexicurityô: A new approach to 
regulating employment and labour markets. Transfer 10(2) pp. 166-186. 

  



 

 

 
 

52 | P a g e  

 

T3 ï (ESR11 ï Pedro Mendonça, University of Strathclyde)  
Project title: Examination of the impact of the changing nature of employment 
regimes on employees in the supply chain  
 
This report describes the point that I am at regarding my research project. The first 
section gives an overview of the rationale in which this research project is grounded 
on, and clarifies the contribution that aims at making to the literature. It continues by 
setting the research questions, and describing the research strategy. Lastly, this report 
sets the main problems encountered during the course of the research project. 
 
Rationale 
This thesis aims at exploring and analysing job quality drivers, shapers and outcomes 
in the Scottish Spirits Industry (SSI). In doing so, and to fully understand how 
individuals are affected by the quality of their jobs, it engages not only with the 
institutional setting as main shaping driver, but also the market as a potential actor in 
job quality outcomes. The inter-firm dynamics and production networks prevailing in 
SSI in the UK are explored as political-economic context, which allows the impact of 
organisational changes at the workplace level to be framed in a broader context. 
Moreover, having labour process theory as theoretical background for this thesis, 
labourôs agency is regarded as a fundamental driver and shaper of job quality. 
 
This study comes as a response to the literature that tends to frame job quality around 
static institutional frameworks of analysis, such as varieties of capitalism (VoC) (Hall 
and Soskice 2001) or employment regimes (Gallie 2007, 2013). These have been 
mainly concern in mapping the quality of jobs across Europe by considering different 
institutional differences (Hall and Soskice 2001; Gallie 2007, 2013; Holman 2013). 
Analytically, such a method has the tendency towards a static description of the 
outcomes, rather than a dynamic analysis of what are the multiple actors and forces 
shaping the quality of jobs (Crouch 2005; Hancke et al 2007). Consequently, they have 
been lacking the capacity to explore how these institutional frameworks feed into the 
organisational level, leaving the workplace as a óblack boxô in two ways: firstly, the 
cross national market pressures; and secondly, the role of labour in shaping the quality 
of jobs.  
 
The first critique to the institutional-based frameworks is the capacity of global capital 
to transcend national borders. The constant emphasis on national states underplays 
the nature of international capital and the cross-border impact on work organisation. 
Scholars have highlighted that countries, whether highly or loosely regulated, are not 
immune from universal market mechanisms. For instance, Gereffi et al (2005) argues 
that the mechanisms of global capital are nowadays built in supply chain systems 
which operate through a value chain of production and services across countries. This 
first critique goes in line with Thompson and Newsomeôs (2004) argument. Although 
they agree that the national state plays a significant role, ñtrends in product and capital 
markets are making the world a smaller place and the extent of institutional 
distinctiveness is diminishingò (ibid: 154-155). Therefore job quality cannot be 
explored and understood solely under an institutional umbrella; rather the factors that 
shape job quality have to be explored accounting the market forces at a national level. 
 
The second critique is related to the role of workers in shaping the quality of their own 
jobs. Whilst VoC completely neglects the role of labour as a shaping agent of job 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=3024
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quality, the Employment Regimes framework in a way acknowledges its relevant part, 
however it lacks depth in its analysis. Crouch (2005) brings attention to the fact that 
focusing the analysis in clusters of countries with similar institutional frameworks, 
tends to blur potential variations within them. The regulation covering the organisation 
of collective labour varies from one country to another, even when they belong to the 
same political-economic cluster (Crouch 2005). Thus, when bringing such institutional 
frameworks to job quality analysis, one may overlook and/or simplify what has been 
defended as a key point to understand the changes and dynamics of the quality of 
work ï labourôs agency (Taylor 2010; Newsome et al 2015). Moreover, as Hancke et 
al (2007) argues the tendency of staying at an institutional level hampers these 
frameworks to fully explore the shaping agents of job quality. In the UK that shortfall 
is particularly acute. As Hyman (2001) argues, it is not the labour market regulations 
that block employers from restructuring the workplace and dismissing employees, 
rather it is the formal response of collective labour that tend to resist and reshape 
these managerial attempts. Therefore, in the UK it is particularly important to go 
beyond the political-economy context in which institutions are embedded, and include 
the dynamics and actors that are functioning at an organisational level. 
 
These arguments set the terrain for this thesis. The managerial argument is set within 
the discussion of the political economy of manufacturing production, which allows the 
impact of organisational changes at the workplace level to be framed in a broader 
context. This discussion focuses particularly on the issue of lean production within the 
context of contemporary networked forms of production (Glucksmann 2006; Wright 
and Lund 2006; Raworth and Kidder 2009), but also within the context of the workplace 
(Womack et al 1991). Thus, the argument here is that lean production is no longer 
confined to a workplace; rather its philosophy is being applied across supply chains 
increasing the capacity to curtail dimensions of job quality such as job security, skills 
and task discretion, and work pressures. The second argument is the capacity for 
workers to act as a collective agent of change in order to resist and reshape objective 
managerial structures. Although the conceptualisation of this section is not fully 
developed (which in itself is a problem/puzzle/question), it will be grounded on 
formal collective ways of labour organisation ï trade unions.   
 
Research Questions 
RQ1 ï What is the nature of óleanô production networks in the SSI? 
RQ2 - How do óleanô production networks pressures influence job quality: 
RQ2a ï Do óleanô production network pressures promote new divisions and 
inequalities in terms of job security among workers? 
RQ2b ï Do óleanô production network environments promote new opportunities for skill 
development? 
RQ2C ï Do óleanô production network environments enhance work pressures? 
RQ3 - By what processes do workers regulate and reshape óleanô management 
practices and influence job quality? 
RQ3a ï Does the network form represent a new concentration of power among 
employers better able to avoid or oppose the collective demands of labour? 
 
Research strategy and fieldwork 
This research project draws upon primary research into shop-floor workersô job quality 
experiences in three firms in the SSI. The three firms are: SpiritsCo, which is a spirits 
producer with HQ in Glasgow but with various production sites across Scotland that 
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were included in the project (such as a cooperage site, a distillery/maturation site, and 
a bottling/packaging site); TranspCo, which is involved in haulage activity and located 
in Glasgow; and MaltCo, a malt producer located in north of England. The three firms 
are involved in a production network where SpiritsCo is the lead firm and the other two 
are its suppliers of services and goods. The companies were chosen due to different 
reasons. SpiritsCo is a partner of Changing Employment network and therefore they 
agreed on authorizing access to their facilities (although in a very limited way). The 
three different SpiritsCoôs production sites (cooperage, distillery and bottling site) were 
included in order to give a more comprehensive and interesting account of job quality 
in the SSI. TranspCo and MaltCo were chosen due to their relevant role in the 
SpiritsCoôs production network: either because one is involved in logistics, and thus is 
in a position of great power (TranspCo); or either because it is the sole SpiritsCoôs 
supplier of the main good (malt) for the production of whisky (MaltCo). Moreover, the 
inclusion of the two companies allows an interesting comparative study because 
TranspCo is unionised and MaltCo is not. Qualitative enquire was conducted in 
Scotland and England during the period of 2014 and 2015. The main research 
methods involved were semi-structured interviews with shop-floor workers, union 
representatives, managers and line managers. In addition to the interviews, 
attendance of union meetings and observation of social interactions were crucial for 
the development of this research.  
 
Questions and puzzles 
Methodological and Fieldwork 
a. A methodological aspect that has been undermining (in my view) the 
comprehensiveness of the fieldwork is the access to specific groups of workers. For 
instance, in TranspCo the access was granted by the union representative, and with 
that I have been able to gather insightful information either during individual interviews 
or during union meetings. This type of access allows me to create a very close relation 
with the drivers, which has been important in order to get the workersô side of the story. 
However, on the other hand, I havenôt been able to get contact with management, and 
the prospects to get it are not promising. The union representative claims that he does 
not hold the best relation with managers (understandably, as he is a very militant type 
of rep); therefore he is not very keen to be my point of contact (or gatekeeper if you 
will) with managers. He claims not feeling very comfortable letting management know 
that he has allowed a researcher to investigate job quality in their company without 
management consent. Although I have been able to gather data about supply chain 
pressures and managerial types of control, it is certain that this lack of ómanagement 
perspectiveô is a problem for the full analysis of this particular case study. Moreover 
the lack of ómanagement perspectiveô within this company contrasts with the other 
companies, where I had access to both workers/union and management. 
 
Analytical  
b. Gender issues were not considered in the beginning of the research project but 
with its development it would be relevant addressing them. These issues did not 
emerge during interviews as being drivers and shapers of job quality. What has 
emerged is gender issues being an outcome of firms responding to market pressures 
in some workplaces For instance, in the bottling hall at SpiritsCo, managers and 
workers claim that the male population is growing comparing to the female, due to 
men being more flexible in terms of working hours, and thus being more easily fitted 
into different shifts. Managers report that women tend to apply (in internal and external 
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recruitment processes) to jobs in the dayshift because of their ñresponsibilities at 
homeò. This preference was demonstrated at MaltCo as well. Although the physical 
part of the job plays an important part in choosing men in detriment of women, 
managers claim that the demanding work patterns are also a crucial factor. However, 
this trend was not generally observed in other workplaces at SpiritsCo, where the 
majority of shop floor workers have been male throughout the years, and the division 
of labour is more ñtraditionalò ï men on the shop floor and women in administrative 
roles.  
 
c. The cooperage site is a very unique workplace. I would say is a typical case of 
a craftsmanship workplace ï piece rate is still used; very skillful manual labour; 
coopers have the complete dominance of their workspace; they are highly paid (50K 
a year); they work at the pace they want; highly unionised, and so oné Very 
interesting because is a classic case of collective resistance that was able to maintain 
all important aspects of their working conditions against management (and in a way 
market) will/demands ï it is like a pocket of resistance in a world of change, you can 
see it as almost the Asterixôs Village Galois against the roman imperialism. However, 
my problem is in communicating this particular workplace with the literature review 
and all the other workplaces. I am afraid that I will struggle to fit it in theoretical 
framework, as I would have to develop arguments about different types/stages of work 
organisation. I think it had to be a completely separate case because I would have to 
theorise about craftsmanship, the main aspects of it etc. First I donôt think I have 
enough space (word count) to address all of it, secondly I donôt know exactly how it 
would fit with the entire supplier dynamic argument. Another way of approaching it 
(and this is how I consider to be the most suitable) is to take into account how their 
collective resistance was successful in maintaining certain aspects of job quality, and 
not focusing so much on the differences that craftsmanship has with more 
contemporary forms of work.  
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T3 ï (ESR12 ï Laurens Deprez, Université d'Évry-Val-d'Essonne)   
Project title: Work rationalisation and intellectual work of engineers in high 
performance work organisations  
 
This report describes at which point I am regarding my research project. The first 
section gives an overview of the preliminary results and general observations made 
studying the ICT sector in Belgium, France and the UK. It continues by listing the 
research questions, followed by the general research strategy and state of fieldwork. 
Last, some of the main problems encountered during the course of this research 
project are described. 
 
Preliminary results 
The main goal of this PhD project is to research if work rationalization has been taking 
place in the work organization of highly skilled ñwhite collarò workers, more specifically 
ICT workers. In the last decades the ICT industry has risen to a prominent place in the 
global economy, and people working in it have become the poster child of the 
knowledge economy. The ICT industry itself has a lot of things in common with other 
sectors, but there are a few crucial differences pertaining to rationalization and 
pressure on workers, simply by the nature of the ICT industry. Chief among these 
differences is the extremely high pace of technological and job change, as well as the 
constant learning and training. 
 
The constant uncertainty what skills to learn or maintain is a constant pressure given 
that technology changes at an increasing rate, especially when measured over the 
entire career. This pressure is especially prevalent in the ICT industry, and it gives ICT 
workers, even those higher up in the profession an aspect of precarity as it is 
impossible to settle into a job without fear of becoming redundant due to the march of 
technology. The fact that this is an external pressure outside the control of the worker 
makes it weigh heavier. 
 
This means there is a constant pressure to learn, to adapt and up skill oneself. Given 
there is a contextual aspect to knowledge as well, especially in those jobs demanding 
more creative application of knowledge, this seems conductive to a nomad career of 
frequent job changing to improve oneself and stay at the edge of technological change. 
This can viewed positively, as a challenge and a way to expand the comfort zone of 
oneôs knowledge, but it also breeds career insecurity and individualization.  
 
Because of the high level of skill required, the creative aspect and the relatively tight 
labor market, some groups within the sector are better able to withstand rationalisation 
and commodification of their work and labor time. However, this is not the case for all 
groups within the sector. Preliminary research suggests that ICT workers such as 
network administrators, technicians and helpdesk workers who keep the infrastructure 
system running and do maintenance on a system already in place are more vulnerable 
to rationalisation of their work than those workers such as programmers, test 
engineers or developers who are involved in the creation software or more broadly 
speaking ICT products.  
 
Especially this last group displays tendencies of being more akin to a pre capitalistic 
craftsman: they have a strong guild mentality and ethics, they consider themselves 
more part of an (online) community than of the company they currently work for, and 

http://www.changingemployment.eu/Default.aspx?tabid=2948&uid=2055
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they are more focused on learning and creating technology than on climbing the 
corporate (management) career ladder. This tendency is especially prevalent in those 
ICT workers that are also active in the open source world. 
 
Within the sector new forms of organizing teamwork such as agile software 
development are becoming more and more part of the work process, both as a 
reaction to older software development models like the waterfall method but also as a 
way to protect the interests of software engineers at work. The Agile manifesto8 does 
this by arguing for a limitation of working hours, demanding autonomy and self-
management, rejecting the arbitrary dominating power of management, preventing 
jobs from being shipped overseas, and ensuring that software engineers are involved 
in their workplace as decision makers. These forms of organisation are also highly 
self-policing: the work one does is being constantly scrutinised by colleagues as they 
are best able to judge the quality of oneôs work, but on the other hand it does offer 
considerable autonomy to software development teams. 
 
There is a tension between the craftsman aspect and the drive for quick profit from 
management: good work may be less profitable than fast work in the short term. A 
shorter time cycle for the product means higher efficiency and more profits, but this 
point of view fails to take into account the creative process of the application of 
theoretical knowledge to specific contexts, and is at odds with the craftsman ethic of 
doing the best work one can regardless of profitability. This is also reflected in the 
challenges agile faces by the rise of Taylorist and user-centered design software 
development methodologies. 
 
All these tensions are strengthened by several management strategies attempting to 
categorize ICT workers within strict frameworks of skills and certifications, and 
attempting techniques of knowledge management to make all this possible in the first 
place. The constant rejuvenation and revitalization of the work force through constant 
firing due to performance based evaluation certainly is also a pressure, even though 
this does not happen everywhere. It seems the way management is handling ICT 
workers is not through a control system based on fear, or even force, it is simply based 
on uncertainty.  
Another thing to consider is that ICT workers are not only the recipients of 
rationalisation, through their work they are often the instigators of rationalisation and 
automatisation in other sectors as well. The ICT sector itself also creates tools of 
rationalisation for other sectors. Technological concepts like the internet of things are 
poised to have a profound impact on work and the rate of profit, while at the same time 
the open source and peer to peer movements are undermining those industries based 
on cognitive capitalism. These are fields of future research. 
 
Research Questions 
I would like to summarize this overview in following research questions: 

 

¶ Presumably the intellectual work of ICT workers in Europe has been subject to the 
historical process of work rationalization following the strong growth in the ICT 
sector: how does this express itself, and what means and tools of rationalisation 

                                                 
8 http://www.Agilemanifesto.org/principles.html 
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can we observe in the sector? More rigorous supervision, the deskilling of worké? 
What is the nature of knowledge in the ICT sector and how is this rationalised? 

 

¶ In a framework of occupational sociology, what groups can we distinguish in the 
ICT sector today? Are there national differences? Are there differences between 
job quality outcomes for the different groups that make up the ICT profession? Is 
there a continuing polarization between different groups? What kind of career 
paths can we distinguish within the sector, and can we observe differences in 
career paths between different groups? 

 

¶ What are the historical and current ideas behind teamwork and autonomy in the 
software sector? How can we explain those ideas in terms of labour sociology? 

 

¶ Can we observe strategies of resistance to managerial strategies to rationalise 
work? If so, what forms does this resistance take? 

 
Research strategy and fieldwork 
These preliminary results are based on unstructured qualitative interviews with ICT 
workers using the snowballing method. In these interviews people can talk almost 
unrestricted about their job and career history, with follow up questions asked about 
subjects they bring up during the conversation.  
 
Based on my own experience in the sector I also have a small ethnographic research 
going on working together with some programmers on a hobby project outside office 
hours. Through observation and integration it is hoped we can observe some 
characteristics on how these kind of projects serve to improve technological 
knowledge without any workplace pressures, and how self-organisation comes about.  
 
The third method of obtaining data is a survey in Dutch, French and English asking 
about first starting out in the ICT sector, the current job in the ICT sector and current 
company, and experiences with control, stress and autonomy. Finally some general 
questions about the career, the ICT sector and future prospects are asked. This survey 
is in the process of being rolled out, with at the time of writing around 160 respondents. 
Preliminary analysis of this survey has started.  
 
Difficulties 
The main difficulty at the moment is getting the amount of respondents of the survey 
up, especially in the UK. Institutions in the three countries were contacted and invited 
to spread the survey amongst their membership, but the response rate of these 
institutions was low. In Belgium I gained some traction with the Socialist Trade Union 
ñABVVò, only by virtue of personal contacts. In France ñlôassociation professionelle des 
informaticiensò gave support, as well as ñCINOV-ITò, an employers organisation 
representing ICT sector SMEôs. In the UK no such organisation pledged their support.  
 
Many online for a where developers gather were contacted in the three languages, 
and the success rate here was marginally better. Also an appeal to the Changing 
Employment network was made through the newsletter. 
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The other major problem is that interviews and literature tend to be on the technical 
side, and sometimes I lack the technical knowledge to really connect. This is the case 
when looking at the history of programming languages, and why for example Java has 
become so popular both in programming education as well as industry work. Java is 
object orientated and has a rather rigid syntax I am told, but for somebody who has a 
very basic knowledge these answers tend to be very abstract. 
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