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Foreword

Signs of rapid political, social and economic change abound in the Eu-
rope of the 1990s. Indeed, Europe is in the midst of transitions that are
often bewildering and difficult to track, and even more difficult to ana-
lyse for their impact on people s lives and particularly their health. Nev-
ertheless, health scholars must begin to develop an organized field of
inquiry into the relationship of these transitions to health status. Such
research is needed to provide a framework for public debate and govern-
ment and private-sector action to mitigate potential negative health con-
sequences, as well as to maximize potential benefits. Earlier research
warns of the health hazards associated with major social displacements
and the consequences of ignoring them. Thus, now is a good time to take
stock of what is known about the health impact of rapid social transi-
tions, identify the gaps in knowledge and provide guidance for further
study and social action.

For nearly a half century, the WHO European Region enjoyed the steady
growth of employment in an environment where workers were secure in
their jobs and where the employee—employer relationship was assumed
to be a lasting one, often spanning the employee’s working life. When
unemployment occurred, there was usually an ample government safety
net that provided essential support to workers and their families. Recently,
however, development in Europe has clearly emphasized more efficient
competition in the global market-place. This has inevitably led to massive
downsizing of the workforce in many traditionally labour-intensive
industries and service enterprises, which has affected employees at all
levels, including middle and upper management.

Reductions in force are being facilitated by advances in information tech-
nology, new work options (such as home and part-time work) and access

to low-cost global labour resources. The result is an apparently sharp
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rise in chronic anxiety among people who never before experienced un-
employment and a consequent threat to their sense of security, wellbeing
and social status. Chronic anxiety can be devastating to the health of the
worker, as well as the wellbeing of the workers family.

It was natural for the Finnish National Research and Development Centre
for Welfare and Health (STAKES) and the WHO Regional Office for Eu-
rope to join forces to tackle this issue. In 1993, the two partners launched
a series of symposia on the social determinants of health. The first led to
the publication Economic change, social welfare and health in Europe
(WHO Regional Publications, European Series, No. 54).

In June 1996, STAKES and the Regional Olffice invited about 30 interna-
tional scholars to a symposium in Kellokoski, Finland, to focus in depth
on one aspect of change in Europe: the anxieties that arise from changes
in the world of work. At the symposium, experts in economics, epidemiol-
ogy, health promotion, social policy, medicine, and the behavioural and
social sciences, labour market analysts and public health specialists
shared information and perspectives on the health impact of employment
insecurity. The list of participants comprises Annex 1. These issues have now
been taken up by the recently launched WHO Verona Initiative: investing for
health in the context of the economic, social and human environment.

The presentations and subsequent discussions in the symposium brought
into sharp focus the need for a strong link between research and govern-
ment policies. They clearly showed the need for an integrated, policy-
relevant, theory-driven and methodologically sound research framework
to deliver balanced, feasible and sensitive policy advice to governments.
Indeed, the framework could exemplify a research strategy for analysing
a wide range of structural determinants of health. The symposium par-
ticipants provided a rich menu of hypotheses and methodological op-
tions. They also offered sound advice on seeking ways of involving the
public in research to strengthen both the validity of findings and their
potential for positive legislative action.

This book is the result of the symposium. Additional technical input was
provided in the six months following the symposium. The overall work
was facilitated by the International Centre of Health and Society, De-
partment of Epidemiology and Public Health at University College Lon-
don, a WHO collaborating centre.
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We hope that this book will draw attention to and spark international debate
on the changing nature of work, trends in labour market policies and the
increase of job insecurity, which add up to chronic unemployment in so
many developed countries. The implications of these trends for social wel-
fare and health promotion need further research. We are confident that this
book is a first important step towards filling the gaps in both research and
action to develop policies that address the issues of labour market policies
and job insecurity from a social welfare and health promotion perspective.

Many of the research findings and lessons learned during the symposium
are being taken up in the renewal of the WHO strategy for health for all.
On the threshold of a new millennium, there is clear awareness that im-
proving the health of all Europeans will be a challenge to virtually all
public policy sectors, including employment, labour policy and economic
and social development. People working in public health must learn the
conceptual languages, the perspectives and the priorities of those sec-
tors. In the case of the employment sector, the symposium participants
laid out the causes, conditions, contextual realities and expectations of
employers that result in today s volatile employment situation. The task
is to discern the options and potential for adapting to these conditions through,
for example, retraining workers, experimenting with new work forms, en-
hancing lifelong learning resources and strengthening early retirement poli-
cies. The objective is both to mitigate the negative health impact of the chang-
ing work environment and to implement proactive practices and policies
that would enhance the compatibility of work and social life.

The European way of life is unlikely to return to past traditions of work
and leisure. It is everyone s responsibility to invest in practices and poli-
cies that are consistent with the equitable and sustainable promotion of
health. We hope that this book contributes practical guidance towards
achieving that goal.

J.E. Asvall
WHO Regional Director for Europe

Vappu Taipale

Director, National Research
and Development Centre for
Welfare and Health, Finland



Job insecurity
in a broader social
and health context

Michael G. Marmot

In a newspaper article on downsizing in the United States (/) the histo-
rian David Herbert Donald says:

It’s important to recall that, throughout American history, discontent has
always had less to do with material well-being than with expectations and
anxiety. ... You read that 40,000 people are laid off at AT&T and a shiver
goes down your back that says, “That could be me.” ... What we are reacting
against is the end of a predictable kind of life, just as the people who left the
predictable rhythms of the farm in the 1880s felt such a loss of control once
they were in the cities.

Something new is affecting contemporary western society; like all pro-
found social transformations, it has great potential to affect the health of
populations. This something is insecurity and a sense of loss of control.
In western Europe and the United States, the period after the Second
World War was characterized by economic growth and concomitant im-
provement in life expectancy. In western Europe and, to a lesser extent,
the United States, there was also the growth of the welfare state. As
always in economics, growth was not linear but followed the usual cy-
cles of boom and slow-down, even frank recession. The question now is
whether current conditions make up a relatively new trend: are they sim-
ply part of the economic cycle or is a qualitative shift occurring? When
Newsweek (2) has a cover that screams “Corporate killers”, and docu-
ments show that one leading corporation after another has richly rewarded

11—



2

shareholders through the growth of stock market prices and chief execu-
tives through various forms of remuneration, on the one hand, while
engaging in substantial downsizing (dismissals, layoffs and redundan-
cies) on the other hand, the picture shows something new. This is not the
familiar case of manual workers being laid off when a company’s order
books are empty but the new situation of middle-class managers and
professionals losing their jobs when they had thought they were in life-
long careers.

Unemployment affecting both blue- and white-collar employees may be
the tip of the iceberg and leads to widespread feelings of job insecurity.
A body of literature has shown that unemployment is associated with
increased mortality and morbidity (3). The question addressed here is
the implications of job insecurity for health and health promotion. Some
scene setting is needed to start discussion.

Job insecurity, economic inequalities and

general inequalities

Will Hutton describes Great Britain as the 40-30-30 society: 40% of
the population of working age have secure jobs, 30% are not working
and 30% are in insecure jobs (4). The figure of 30% not working may
cause some surprise, given that the official unemployment rate is around
8%. Of the working-age population, 21% are described as inactive: not
making themselves available for work. This includes men who have taken
premature retirement owing to incapacity or other reasons, single moth-
ers and wives caught in the poverty trap. The 30% who are newly inse-
cure include temporary and part-time workers and those who have been
self-employed for less than two years. If 30% of the people of working
age are in insecure jobs, this must have effects on the rest, who wonder
whether they will be assigned to this group. This is a change. Until rela-
tively recently, European countries were committed to security of em-
ployment. Now, the rhetoric emphasizes labour market flexibility (35).
The other side of flexibility is job insecurity.

In many countries, job insecurity has been accompanied by rising in-
come inequalities. In the United States from 1977 to 1988, for example,
family income declined for the bottom 80% of the population, but
increased by 16.5% for those in the top 10% of income distribution
(Fig 1.1), and by 23.4% and 49.8% for those in the top 5% and 1%,
respectively (6). Has this affected the population’s perceptions and



Fig. 1.1. Changes in family income (1987 dollars)
in the United States, 1977—1988
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expectations? In a poll conducted by the New York times, half the
respondents thought it unlikely that today’s youth would attain a higher
standard of living than they had, and only about half said they were as
well off as they expected to be at this stage of their lives (7). According
to this poll, in a third of all households, a family member had lost a job
since 1980 and nearly 40% more knew a relative, friend or neighbour
who had lost a job. Not surprisingly, those who had lost jobs were more
likely to report that their financial circumstances were below expecta-
tion. They were also more likely to be divorced or separated. The effects
of job insecurity reach beyond the individual to the family.

Phillips (6) describes this effect graphically. He says that, in the past,
blue-collar workers in the so-called rust belt industries, such as auto
workers in Michigan, could expect to have a secure job for life, with
gradually rising income, a country cottage and the ability to send their
children to college: in short, to participate in the American dream. With
the decline in real income for these people and the widespread job inse-
curity, this is no longer a realistic possibility. It is striking that in the
United Kingdom, as in the United States, this job insecurity has now
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spread to managerial and professional workers with, presumably, simi-
lar social and psychological effects.

In addition, income inequalities have increased in the United Kingdom.
Real incomes declined for the bottom 20% of households through the
1980s. The degree of increase for the better-off 80% depended on their
starting position. As shown in Fig. 1.2 (7,8), the greater their income at
the beginning of the 1980s, the greater the relative increase (9). Grow-
ing income inequalities have not been confined to the United Kingdom
and the United States, but have affected many countries (8).

In the established market economies, therefore, high unemployment rates,
high job insecurity and, in many, growing income inequalities are cause
for concern. The situation in the countries of central and eastern Europe
(CCEE) and the newly independent states (NIS) of the former USSR has
given greater cause for concern. It can be argued that the collapse of the
former regimes in the CCEE and NIS was related to the inability to sus-
tain their rule in the face of the widespread dissatisfaction of the popula-
tion. For example, an account of the situation in Czechoslovakia runs as
follows. After the Second World War, idealistic sections of the popula-
tion in Czechoslovakia welcomed communism, which succeeded in de-
livering education, housing, food, jobs and care for old people. In the
1960s, growth began to slow and, with growing exposure to western televi-
sion, dissatisfaction began to grow. This led to the so-called Prague Spring
of 1968. Its suppression led to a heavy-handed repressive regime, which
resulted in a widespread feeling of effort without reward (70). Rose (per-
sonal communication, 1996) has described such societies as “hour-glass™:
having a large bureaucracy at the top and informal networks at the bottom
and an absence of the middle layers that are the usual matrix of civil society.

An immediate economic downturn, the collapse of the regimes in these
countries and negative growth in gross domestic product accompanied
widening income inequalities (/7). It is hard to gauge the effects on
employment precisely. Official unemployment figures rose dramatically,
but in 1994 in Poland, for example, up to a third of workers were esti-
mated to work full- or part-time in the so-called informal sector. This
restructuring seems likely to have brought a widespread increase in job
insecurity. Informal accounts suggest that this transitional period has
also seen increases in insecurity in other areas: housing, education, medi-
cal care and care for elderly people.



Fig. 1.2. Change in real net income in the United Kingdom,
[961-1979 and 1979-1991/1992
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Thus, the CCEE and NIS, in addition to carrying into the 1990s the
burden of their own considerable problems, are also experiencing some
of the problems of the established market economies.

Health in Europe

Two general features of the health situation in the WHO European Re-
gion give cause for concern: wide and, in some cases, increasing in-
equalities in health within countries and between the eastern and west-
ern halves of the Region.

In the United Kingdom, evidence indicates that social inequalities in mor-
tality have widened (/2). There are also substantial social inequalities in
morbidity (73). The quotation opening this chapter suggested that dis-
content has had less to do with material wellbeing than with expectations
and anxiety. Wilkinson (74) has shown that life expectancy in countries
is related more closely to income distribution than to overall wealth as
measured by the gross national product. This has now been shown for the
states of the United States (15). If inequality, rather than an absolute level of
deprivation, is the driver of health differentials, discontent related to expec-
tations and anxiety may have important consequences for health.

In the European Region, the east—west differentials in life expectancy
are striking (16). During the 1950s, mortality rates in Czechoslovakia,
for example, were similar to those in neighbouring Austria and the Fed-
eral Republic of Germany. Around the late 1960s, this changed (17):
improvement continued in western European countries, but life expect-
ancy stagnated or even declined in the CCEE and NIS. The major con-
tributors to east—west differences in mortality are cardiovascular dis-
eases and accidents and violence.

Among the countries hardest hit by this phenomenon is Hungary. Fig. 1.3
shows that life expectancy in Hungary declined against a background of
improving infant survival. This implies a marked decline in life expect-
ancy in middle-aged men. According to the probability of survival be-
tween ages 35 and 65 years, the situation in Hungary was slightly worse
in 1994 than in 1920. A comparison of mortality in Hungary and in
England and Wales showed the clearest contrast in unmarried men. What-
ever is happening in Hungarian society to cause the declining life ex-
pectancy in middle age, it bears hardest on men who are divorced or
widowed or never married (19).



Fig. 1.3. Life expectancy at birth and infant mortality in Hungary, 1966—1994
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A link between the health situation,

job insecurity and larger social trends?

Perhaps a number of research traditions should be brought together to
try to discover how job insecurity may fit into the pattern of explana-
tions of health differentials within and among countries. Research has
revealed that:

* mortality is lower in people with supportive social networks;

* mortality is higher in divorced, widowed and unmarried men than in
those who are married;

* therisk of cardiovascular and other diseases is higher in people with
jobs characterized by low control;

e cardiovascular risks are high in people in jobs with high effort and
low reward;

* smoking and unhealthy eating patterns are more common in people
with external locus of control (those who believe that there is little
they can do to prevent illness); and

* unemployed people show higher mortality and morbidity.

If the notion of social capital is added, one starts to build a picture.
Putnam’s formulation (20) chimes with the literature on social networks
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and support. Communities that invest in supportive networks and insti-
tutions are likely to function better. In this context, the hypothesis is that
this “better” equates with better health.

Low levels of job insecurity and the resultant economic insecurity may
be part of living in a society in which people have both a sense of control
over their own lives, of social cohesion and fairness of optimism for the
future, and social institutions that serve their interests. Such a society
seems likely to be beneficial to health.
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New patterns of
employment in Europe

Harald Bielenski

One of the most interesting changes in the labour market is the declining
role of the traditional standard employment relationship and the emer-
gence of a broad variety of new or non-standard forms of work, includ-
ing part-time work or fixed-term contracts, new forms of self-employment
and telework (often at home). There is a heated debate as to whether
such atypical forms of work are needed and, if so, to which interests
they might respond. On the one hand, catchwords such as “the flexible
firm” (1) underline the economic need and the advantages to employers
of non-standard work forms, while terms such as “bunch of working
hours” (2) —used by Volvo to describe its very flexible system of work-
ing hours — point out the benefits of a wider range of options for em-
ployees. On the other hand, the term “precarious work™ (3) is used to
signal that new work forms might reduce social security and stability for
workers.

It is still an open question as to whether atypical work forms increase
job insecurity and therefore harm the welfare of individuals and society,
or whether they increase social welfare by opening up new job oppor-
tunities or by making jobs respond better to the needs and wishes of
employees.

This chapter raises a couple of questions related to the increasing impor-
tance of non-standard work forms. After giving a general view of the broad
variety of new forms of work, it discusses their role in the context of labour
market policy. The chapter also raises the question of how well new work
forms fit into the existing systems of social welfare, and gives some an-
swers, using part-time work and fixed-term contracts as examples.

— 11—
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The variety of new forms of work

Most of the countries of the WHO European Region show a general
trend towards new patterns of employment. These new patterns com-
prise all the forms of work that differ from the standard employment
relationship: that is, from full-time lifelong dependent employment that
is carried out on the premises of the employer for about 7—8 hours a day
from Monday to Friday.

New work forms may differ from the standard pattern in many ways.
The most important ones are working time, location and the form of the
contract.

The standard length of working time is defined by that of full-time em-
ployment, which ranges from 35 to 40 hours per week, depending on the
country and the sector of activity. Part-time work is one of the most im-
portant new work forms. It comprises all arrangements setting working
hours below the full-time level. Using a certain number of working hours
per week to define part-time work makes no sense, since the full-time
standard varies largely. Thus, in a sector or country where full-time work
is 35 hours per week, part-time work includes all working time arrange-
ments below 35 hours; it could include arrangements of up to 39 hours in
a sector where the full-time work week is 40 hours. This chapter does not
discuss other deviations from the full-time standard, such as short-term
work (temporary layoffs) or overtime.

Both the length of the working week and its position in the day or week
affect social welfare. The standard form is work during daytime (from
9 a.m. to 5 p.m., for example) from Monday to Friday. Of the new forms,
evening work and Saturday work raise special interest, since in general
there are no restrictions on extending working hours into the evening or
Saturday. Some industries favour such an extension to increase plant
operating hours and thus improve productivity. Apart from these two
work forms, others are atypical in the position of working time. These
include shift work, which has a long-standing tradition in certain sectors
of activity or professions, and work at night or on Sundays, which is
more or less strictly regulated.

The standard in gainful employment is dependent employment. Many
governments promote self-employment as a means of reducing unem-
ployment. Here, new forms, such as quasi-self-employment, are of special



13

interest. Quasi-self-employment means that a worker has all the charac-
teristics of a dependent employee, but a formal status as self-employed
(and very often freelance). Such workers are therefore excluded from
the social protection provided by the status of a dependent employee.
Experts estimate that the number of quasi-self-employed people is small
at present (estimates for Germany vary between 100 000 and 1 million
people working under such conditions out of a total workforce of 36 mil-
lion) but may grow (4).

The standard for dependent employees is a permanent contract for an
indefinite period, whose termination is restricted by legislation on un-
fair dismissal. A new form is the fixed-term contract, which is discussed
in detail below.

A dependent employee normally works on the premises of the employer,
but new information technology has renewed interest in telework. It is
not very widespread at the moment, and reliable data are not available.
It is estimated, however, that there are only some 30 000 teleworkers in
Germany, although experts believe that this figure could rise to 800 000
by the year 2000 (5).

Describing all work forms that differ from the standard as new is some-
what misleading. Many — such as part-time work, fixed-term contracts
and work on weekends — have existed for a long time. What is new is
their increasing incidence and the high political interest in these work
forms in the current debate on labour market policy.

New work forms in labour market policy
Unemployment is a major political issue in almost all European coun-
tries. The average unemployment rate in the member states of the Euro-
pean Union (EU) was as high as 11% in 1995. Only Austria and Luxem-
bourg had rates below 5%, and rates in Finland (18%), Ireland (15%)
and Spain (23%) were clearly above average (6). In countries such as
Spain, high unemployment has been a problem since the beginning of
the 1980s; in other countries, the problem emerged only recently, as in
Finland, where the unemployment rate rose rapidly at the beginning of
the 1990s.

The promotion of non-standard or new work forms is a major element of
all national labour market policies. Three concepts support the idea that
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these work forms might help to solve or at least alleviate unemploy-
ment.

The concept of sharing work suggests promoting part-time work to dis-
tribute the existing amount of work and pay among more people.

The concept of deregulation assumes that employers will be encouraged to
hire new staff if certain legal restrictions are removed, particularly those
introduced to protect employees. In the Federal Republic of Germany and
Spain, restrictions on fixed-term contracts were removed in the 1980s.

The concept of flexibility suggests that companies become more com-
petitive if working hours follow the needs of the production process or
customers’ demands more closely. This includes a wider range of op-
tions for working time, including part-time work, work at so-called un-
social hours and flexible arrangements. In this view, increased competi-
tiveness leads to more employment or at least increases the security of
existing jobs.

These three concepts are not mutually exclusive, but are considered com-
plementary in many cases. Nevertheless, each contains some contradic-
tory elements.

Shared work arrangements work well if an increased supply of part-time
jobs encourages full-time employees to reduce their working hours, and
if employers hire unemployed people to fill the gaps. An increased sup-
ply of part-time jobs, however, might attract people to the labour market
who would not want or be able to hold full-time jobs. More part-time
jobs might therefore increase unemployment, not reduce it.

Deregulation promises additional jobs, while bringing more insecurity
for employees by removing protective legislation.

Flexibility promises more or more secure jobs through increased com-
petitiveness, but can also be seen as a highly effective cost-saving strat-
egy. A closer adaptation of working hours to the workload means that
fewer personnel can provide the same amount of goods or services.

These few considerations show that the question about new forms of
work remains open. Do they produce more or less security for the
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workforce and contribute to a higher or lower level of social welfare?
This question can be rephrased. Do new patterns of work serve the inter-
est of employees, employers or both?

The function of the standard work form

in social welfare

The standard work form is mostly seen as a norm or target that is consid-
ered socially desirable. Legal regulations and collective agreements serve
to define or defend this norm, either directly by positive definition or
indirectly by defining exceptions from the general rule. A positive defi-
nition might set the regular working week at 38 hours, for example. Simi-
larly, an indirect definition might permit night work or fixed-term con-
tracts only under certain circumstances, which implies that normal work-
ing hours are during the day and that the normal employment contract is
a permanent one.

The normal work form can be defined as the one that is socially
desirable or that occurs most frequently. These definitions are not
necessarily congruent. Empirical evidence shows an increasing gap
between them. Based on recent data for Germany, Bauer et al. (7)
claim that only a minority of dependent workers have normal work-
ing hours. In 1987, 73% had more or less flexible or atypical work-
ing arrangements; the corresponding figure for 1995 was 83%, with
part-time work (20%), flexitime (28%), overtime hours (50%), week-
end work (31% on Saturdays and 15% on Sundays) or shift and
night work (13%).

One must not go as far as Bauer et al. (7) in defining atypical work
forms. Nevertheless, work forms different from the standard are becoming
numerically more and more important, although the norm-setting function
of the standard work form is still of great importance. This is due only
partially to the intrinsic value of the different aspects of the standard
work form; for example, work during daytime is more in line with human
biological rhythms than night work. More important, the normal work
form provides employees with a certain level of social welfare and
security, while atypical work forms might not. For example, a worker
with a permanent contract enjoys a certain protection against unfair
dismissal that an employee with a fixed-term contract does not have, or
part-time workers may be ineligible for certain fringe benefits or excluded
from the social security system.
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Thus, new or atypical work forms are often considered precarious. Some
authors use the two terms as synonyms, but this is not accurate. Atypical
work forms do not necessarily provide an inferior status as far as social
welfare is concerned. Empirical evidence from research on fixed-term
contracts is discussed below. Keller & Seifert (8) rightly argue that atypi-
cal work forms are located on a continuum, with the standard of social
security provided by a normal employment contract at one end and a
high degree of precariousness at the other.

A work form’s position on the continuum depends in part on its nature,
but much more on the practical regulations in labour law and the social
security system. A worker in the United Kingdom, for example, has rela-
tively little legal protection against unfair dismissal during the first two
years of job tenure, so there is practically no difference during that time
between a normal permanent contract and an atypical fixed-term contract,
as far as legal job security is concerned. In contrast, fixed-term contracts
confer inferior status in countries such as Germany, the Netherlands or Spain,
where a permanent job is largely protected against unfair dismissal and a
fixed-term contract automatically ends at the date specified.

In the United Kingdom, legal protection against unfair dismissal is with-
held from people working less than 16 hours per week, while all part-
time workers in Germany enjoy the same protection as full-time work-
ers. In most countries, people working less than a certain number of hours
per week or earning less than a certain amount of money are excluded
from the social security system, and are therefore ineligible for any ben-
efits when they are old, ill or unemployed. The thresholds set are rather
arbitrary and vary widely between countries and sometimes between dif-
ferent branches of the social security system in one country. Thus, these
thresholds assign an inferior status to groups of part-time workers.

This means that an inferior status in social welfare is not necessarily
related to new work forms. Changes in legal regulations could reduce or
remove the precariousness of some atypical work forms. A good exam-
ple of this policy can be found in Ireland (9), where two laws, passed in
1990 and coming into force in March 1991, improved the status of part-
time workers.

Until March 1991, employees with less than 18 hours’ regular weekly
employment were excluded from protection against unfair dismissal and
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from the right to redundancy payments, maternity leave, minimum no-
tice and paid holidays. The law for the protection of part-time employ-
ees extends the scope of protective labour legislation to all employees
who normally work not less than 8 hours per week. The law gives to
these workers the right to paid holidays on a pro rata basis and to mater-
nity leave. Parallel changes took place in social welfare law. The Irish
social welfare system provides contributory and pay-related benefits in
case of illness, unemployment, maternity and retirement. Until the 1990
law on social welfare came into force in 1991, employees working less
than 18 hours per week were in a separate social insurance category,
with lower contributions that entitled them only to benefit for occupa-
tional injuries. Under the new law, contributions and subsequent entitle-
ments depend purely on gross pay, and the pay thresholds are set at a
level that is assumed to bring nearly all part-time workers within the
pay-related social insurance system.

The Irish example shows that reducing the precariousness of atypical
work forms can be relatively simple. Sometimes, however, things are
more complicated, owing to the general assumptions on which the sys-
tems of social welfare and labour law are based.

In arecent article, Hinrichs (70) argues that social policy is mainly based
on two closely related concepts of the standard work form and the male
breadwinner family. The assumption is that a male breadwinner, holding
a full-time, lifelong, permanent, dependent job, normally earns the liv-
ing of a whole family. In case of the unemployment, illness, old age or
death of the male breadwinner, benefits from the social security system
replace his job-related earnings. Today, however, this model is becom-
ing less and less realistic. On the one hand, there is an increasing number
of single people and couples in gainful (full-time) employment and with-
out children; such couples are called DINKs (double income, no kids).
On the other hand, there is an increasing number of single parents who
have to care for children and thus can only work part-time, with accord-
ingly lower income and income-related benefits in case of unemploy-
ment, illness or old age. Of course, tax systems and the system of trans-
fer payments take some account of these deviations from the model of
the male breadwinner family and the normal work form, but they re-
main exceptions from the general rule. Further, one must question how
well a social welfare system reflects reality if more and more people live
in circumstances that differ from the pattern regarded as normal.
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The increasing incidence of new work forms must be seen within this
context. This chapter can raise only some of the resulting questions, not
propose consistent solutions to the problems. Research in this field is
only beginning, and it will be a challenging task for interdisciplinary
research to put together all the information needed to make a full de-
scription of the problems and work out proposals for their solution.

Empirical evidence

The political debate about new forms of work is often based on fears
and hopes rather than experience. This is not surprising; because rela-
tively few people practise some of these work forms, there is not much
experience on which assessments can be based.

Some new forms of work, however, are more widespread and have been
the subject of comprehensive research. This section uses two work forms —
part-time work and fixed-term contracts — as examples to set out more
thoroughly the particular interests of employers and employees. Data
from representative survey research are used to assess the benefits and
shortcomings of these work forms and to show how new work forms can
be used to improve social welfare.

The evidence is drawn mostly from a survey on new forms of work (9),
which was carried out in eight European countries (Belgium, Denmark,
the western Ldnder of Germany, Ireland, Italy, the Netherlands, Spain
and the United Kingdom) on behalf of the European Foundation for the
Improvement of Living and Working Conditions (9). Data were collected
in 1989/1990. Unless otherwise stated, all figures below are drawn from
the report of the survey (9)

Part-time work

The incidence of part-time work has steadily increased in the majority
of EU member states. This is particularly true for the Netherlands, where
the proportion of part-time work rose from 5% in the beginning of the
1970s to more than 30% in the 1990s. A steady growth is also reported
from the Federal Republic of Germany, where the part-time rate went
from 4% in 1960 to 13% in 1987 and still continues to grow. The number
of part-time workers in the United Kingdom rose from 3.4 million in the
beginning of the 1970s to 5.6 million in the beginning of the 1990s,
while the number of full-time jobs decreased. In some countries (such
as Italy or Spain), however, part-time rates stagnated for a long time.
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Empirical evidence shows that there still is much room for growth. In
1994, 17% of the workforce in the 12 EU member states at that time
were working part-time (compared with 15% five years before), while
13% of full-time workers (or 11% of the total workforce) would have
preferred a part-time job, and 30% of the part-time workers (or 5% of
the total workforce) would have preferred to work full time (71).

The extent of part-time work in the EU varies widely. In Greece, Portu-
gal and Spain, less than 8% of the workforce do part-time work, while
the figures for Denmark, the Netherlands, Sweden and the United King-
dom are over 20% (6). These differences are due to such factors as:

* the levels of female participation in the labour market;

* structures of economic activity (particularly the importance of the
service sector);

e legal or contractual regulations applicable to part-time work (in la-
bour law, in the system of social security and in collective agree-
ments); and

e the general attitude of governments, trade unions and employers’
organizations towards part-time work within the general framework
of employment policy.

In general, rates of female labour force participation and of part-time
work are closely related. Countries with many women in the labour force
tend to have a relatively high share of part-timers among their total
workforce, as in Denmark, Sweden and the United Kingdom, and part-
time rates usually are relatively low where female participation rates are
low, as in Greece, Italy or Spain. Some countries, however, do not fit
into this pattern. Finland and Portugal have relatively high female la-
bour force participation rates but low part-time rates. In these two coun-
tries, only 11% of the female workforce work part time. In contrast, the
Netherlands has only an average female participation rate but an ex-
tremely high part-time rate (36%), as most employed women (63%) have
part-time jobs (12,13).

Attempts at assessing the benefits and shortcomings of part-time work
for employees and employers must take account of a great variety of
ways to organize this type of work. Although half-day work carried out
in the morning remains the standard form, some part-time contracts re-
quire very few weekly working hours, while others are only slightly below
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the normal full-time level. In addition to the typical form of reduced
working hours every day, some part-time schemes combine full-time
work with days or weeks off. The extent of such atypical part-time ar-
rangements varies between countries. In the survey in eight European
countries, relatively broad experience of atypical types of part-time work
(at establishment level) was reported from Denmark, Germany and the
Netherlands, while these types of work were rare in Italy and Spain (9).
Of course, part-time arrangements vary more in countries with a high
part-time rate, but other factors promote or restrict the use of atypical
part-time arrangements. These include the structure of institutional child
care (school hours, opening hours of kindergartens, etc.) or the general
attitude of employers and unions towards non-standard work forms (with
Italy as an example of a rather restrictive attitude and Belgium as an
example of a rather liberal one).

Whose interests are served by part-time work remains one of the crucial
questions in the political debate. Empirical evidence shows that, while
part-time work entails both advantages and disadvantages for employ-
ers, the former clearly outnumber the latter in the eyes of managers (9).

All in all, managers from companies (with or without part-time work)
that employ as much as 37% of the workforce consider part-time work
helpful in making their establishments more competitive. Only a minor-
ity of managers (from companies with 14% of the workforce) consider
part-time work harmful. The others say that they cannot see any influ-
ence of part-time work on the competitiveness of their firms.

Managers in companies with part-time workers report more advanta-
geous aspects of part-time work (on average, 3.1 out of 15 possible posi-
tive items) than disadvantageous aspects (on average, 1.5 out of 9 possi-
ble negative items). Further, managers from companies with 25% of the
workforce report only advantages; very few report only disadvantages.

As for employees, part-time work in general meets their personal wishes
for reduced working hours, enables them to combine paid work with
other activities or obligations, such as family duties or education, and
provides job opportunities for people in poor health. Nevertheless, the
survey results gave indications of involuntary part-time work: cases in
which employees accepted part-time jobs only because no full-time jobs
were available. Data from a labour market survey of the EU (72) show



21

that, on average, 30% of part-time workers would prefer full-time jobs.
The incidence of involuntary part-time work differs between countries,
ranging from 62% in Portugal, 43% in Italy and 41% in France, to 15%
in Germany, 14% in Denmark and 8% in the Netherlands (72).

According to the employee representatives interviewed in the survey
sponsored by the European Foundation (9), in general part-time workers
do not have to suffer from specific disadvantages related to working
fewer than the standard number of hours. Nevertheless, part-timers are
worse off than full-time staff in some ways, suffering especially from a
lack of adequate career prospects and unequal treatment with regard to
monetary aspects (such as lower hourly wages or exclusion from fringe
benefits).

Although part-time work seems to offer more advantages than disad-
vantages to both employers and employees, all in all this work form — as
it is practised now — seems slightly to favour the interests of employers.
A majority of the interviewed managers (in establishments with 44% of
the workforce) said that part-time work had been introduced mainly for
economic or organizational reasons; that is, in the interest of the com-
pany. In companies with 31% of the workforce, part-time work had been
introduced to meet employees’ wishes for fewer working hours. Manag-
ers in companies with 22% of the workforce thought that both reasons
were equally important.

According to managers, the most important advantages of part-time work
to the company are those that are related to work organization: in their
words, part-time work “helps to meet regular variations of workload”,
“provides more flexibility” or “provides manpower reserve”, or there is
“not enough work for a full-time employee” (9). Direct cost advantages,
such as lower hourly wages, lower social security contributions or fewer
fringe benefits, were mentioned relatively seldom. This result is encour-
aging because it shows that some of the disadvantages of part-time work
to employees (particularly unequal treatment with regard to pay and fringe
benefits) should be able to be reduced without removing the most im-
portant advantages to employers.

Although both parties profit from part-time work, the type that employ-
ers prefer to offer might differ from the type that employees would like
to have. This assumption is backed by survey data that show some
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structural differences between part-time work that responds to employ-
ers’ needs and part-time work that responds to employees’ wishes (9).
Companies where part-time work was introduced mainly to meet em-
ployees’ wishes showed an above-average incidence of long weekly work-
ing hours (20 hours or more), of the standard working time arrangement
(some fixed hours every morning), of clerical or administrative staff
among the part-timers and of part-timers with relatively high skills. In
contrast, companies that introduced part-time work mainly to meet their
own economic or organizational needs showed an above-average inci-
dence of short weekly working hours (below 20 hours), of atypical working
time arrangements (such as “flexible working hours which are fixed a few
days in advance according to the establishment’s needs”), of manual work-
ers among part-time staff and of part-time workers with low skills (9).

Similarly, the reason for introducing part-time jobs seems to influence
managers’ views of the work form. Managers of companies that initi-
ated part-time employment in the company interest tend to identify many
advantages to the company and few disadvantages. Managers in enter-
prises that introduced part-time employment in response to employees’
wishes hold the opposite view.

The survey evidence gives some further indications that part-time work,
introduced mainly in the interest of the company, does not fully meet the
interests of the employees. Employee representatives from such compa-
nies report an above-average rate of involuntary part-time work, and
managers report an above-average incidence of problems that are usu-
ally taken as a sign of employees’ discontent with their working condi-
tions: higher turnover rate, lower productivity, higher absenteeism or
lower motivation in part-time staff than in full-time staff.

These structural differences signal that there are limits to dovetailing
companies’ and employees’ interests in part-time work. The survey re-
sults, however, clearly show that in many cases the two parties managed
to develop practices that allowed both to profit. Nevertheless, improve-
ment is both needed and feasible.

Fixed-term contracts

The example of fixed-term contracts raises the question as to whether
reduced individual job security can contribute to social welfare. Some
European countries have promoted fixed-term contracts to encourage
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employers to take on additional staff without being bound by the legal
regulations set up to ensure job security.

Considering fixed-term contracts as atypical means that the typical or
normal work form is supposed to be permanent, lifelong employment.
EU member states, however, show some differences here. The idea that
an employment contract normally should be permanent and lifelong pre-
vails in some countries; in others, an employment contract is accepted to
establish relations between employer and employee only for a certain
period. While the differences between countries are not great, these two
views are reflected by different national legal or contractual regulations
on protection against unfair dismissal, layoff procedures (such as con-
sultation of employee representatives or the labour office), terms of no-
tice and conditions for concluding fixed-term contracts.

A fixed-term contract may offer advantages to the employer in terminat-
ing employment. The contract runs out at a specified time; no notice of
termination is needed. In contrast to a permanent contract, the expiry of
a fixed-term contract is not subject to the provisions of the law against
unfair dismissal; in practically every European country, such laws lay
down more or less strict rules on dismissal procedure and the protection
of employees against wrongful dismissal. In a sense, fixed-term con-
tracts therefore constitute a completely legal means of bypassing the leg-
islation on dismissal. To prevent abuse, the legislators or courts in some
countries have ordained that fixed-term employment contracts may be
concluded only on quite specific grounds. Such contracts are generally
deemed to be admissible if the task to be performed has limited duration
from the outset. In Germany and Spain, such restrictive legislation was
revised in the 1980s. Since then, few remaining restrictions have affected
the conclusion of fixed-term contracts. Governments hoped that this de-
regulation would encourage employers to take on additional staff, even
though permanent employment could not be guaranteed in the medium
term. It was intended to help to reduce high unemployment.

In all countries, the vast majority of contracts are permanent, and only a
minority of workers hold fixed-term contracts. If one looks at the stock
of employees, an average of about 10% of the present workforce hold a
fixed-term contract. If one looks at the flux of employment, however,
fixed-term contracts are much more important; on average, one out of
three newly hired employees has one (6,11).
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A more detailed assessment requires a distinction between fixed-term
contracts for temporary jobs and those for permanent jobs.

Temporary jobs involve activity whose duration is limited by the em-
ployer (such as seasonal work or the replacement of employees absent on
maternity leave or military service, for example) or the employees (such
as work during school holidays). The legislation in all European coun-
tries permits fixed-term contracts for temporary jobs: so-called tradi-
tional fixed-term contracts. In these cases, a fixed-term contract not only
makes it easier for the employer to terminate the employment at a given
moment, but also clarifies the limited perspective of the contractual rela-
tionship to both parties. This explains why fixed-term contracts are often
made for temporary jobs, even if the periods covered are so short that the
protective legislation against wrongful dismissal would not be applica-
ble. This type of fixed-term contract is not politically controversial. It is
not only permitted by legislation but also accepted by employers and
employees.

Fixed-term contracts for permanent jobs do not share these characteris-
tics. This new form of fixed-term employment has evolved only recently
in some countries. Such contracts are made mainly for the following
reasons.

First, a company may not be certain that future orders will suffice to
ensure permanent employment for newly hired staff. Thus, staff are ini-
tially recruited on a fixed-term basis.

Second, the company may wish the trial period for new staff to be longer
than that permitted by the relevant statutory provisions. New employees
are therefore initially engaged for a fixed term and convert to permanent
employment only after they have proved satisfactory.

Third, the managers interviewed in the survey of new forms of work (9)
said that some enterprises offer fixed-term contracts expressly to evade
labour regulations that make it too difficult or too expensive to lay off
redundant staff.

These new reasons represent a transfer to the employee of risks that
usually rest with the employer. Thus, laws in some countries, such as
Italy, forbid fixed-term contracts made for these reasons. As mentioned,
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however, countries such as Germany and Spain have expressly allowed
such new reasons for the conclusion of fixed-term contracts in the hope
of inducing employers to take on additional staff.

The survey of new forms of work clearly shows a close relationship
between the legislative framework (especially the legal provisions for
dismissals and fixed-term contracts) and the situation on the labour
market on the one hand and the extent of use of fixed-term contracts
(especially those made for the new reasons) on the other hand (9). The
stronger the legal protection against dismissals, the more attractive fixed-
term contracts are to employers, provided that such contracts are legal
and enough employees are willing to accept them. Consequently, the
incidence of fixed-term contracts was highest in countries such as the
Netherlands and Spain, with a high standard of protection against dis-
missal, few or no restrictions on concluding fixed-term contracts and a
high unemployment rate, which urges employees to accept fixed-term
contracts even if they would prefer permanent jobs. The incidence of
fixed-term employment was much lower in countries with lower unem-
ployment rates (such as Germany at the time of data collection) or laws
that restrict or forbid fixed-term contracts made for new reasons (such
as Belgium or Italy). Incidence was lowest in Denmark, Ireland and the
United Kingdom, where the low degree of protection against dismissal
seemed to create no need for fixed-term contracts.

Even if individual managers and employee representatives claimed that
some employees in their enterprises prefer fixed-term employment, the
survey clearly shows that, in the overwhelming majority of cases, em-
ployees accept fixed-term contracts only because they are obliged to do
so (9). A large majority of the employee representatives stated that, in
their companies, staff accept fixed-term contracts because no perma-
nent positions are available or — in more positive terms — because they
hope that a fixed-term contract is the first step towards permanent em-
ployment. The large degree of compulsion indicates that the incidence
of fixed-term contracts — unlike that of part-time work — is liable to
shrink considerably when the labour market situation eases. A small
number of managers already report that people whom they wished to
engage had refused fixed-term contracts.

In the existing conditions, the hope that a fixed-term contract may pave
the way to a permanent post is not unjustified. Managers from companies



26

representing 45% of the workforce stated that fixed-term employees are
always or mostly transferred to permanent employment. Managers from
companies representing about one third of the workforce, however, indi-
cated that fixed-term employees never or hardly ever receive permanent
contracts.

Recent research in Germany (74) gives more detailed information about
the effects of fixed-term contracts on the labour market. This research
supplied all the figures set out below.

Experience from Germany shows that more possibilities to conclude
fixed-term contracts do encourage employers to take on additional staff,
but the quantitative effect is relatively small. Before 1985, fixed-term
contracts were allowed for the traditional reasons mentioned above. Since
1985, the Beschiftigungsforderungsgesetz (employment promotion act)
has permitted the making of fixed-term contracts without any legal re-
strictions, provided that the period covered does not exceed 18 months.
As amatter of fact, employers in Germany — in contrast to those in Spain —
have made only very moderate use of the new option. In 1992, 31% of
all newly hired employees were engaged on the basis of a fixed-term
contract. Most such contracts were made for traditional reasons; new
reasons accounted for only 7—13%. This means that fixed-term contracts
permitted under the new legislation were held by only 2—4% of all newly
hired staff in 1992: 60 000—110 000 people.

About three quarters of these people, according to personnel managers,
would not have been hired if fixed-term contracts could not have been
made for the new reasons. This means that the deregulation of fixed-
term contracts created 45 000—85 000 additional jobs in 1992, and that
some 15 000-25 000 people were hired on the basis of fixed-term con-
tracts although, under the old legislation, they would have received per-
manent contracts. In other words, the ratio of the use to the so-called
abuse of the new possibilities to conclude fixed-term contracts is 3:1.
The positive labour market effect of 45 000-85 000 additional jobs in one
year is small in relation to the number of unemployed people at that time:
about 3 million. The political question is whether the intended positive ef-
fect (additional jobs) outweighs the negative side effects (reduced security).

Looking at the side effects, one must distinguish the formal security
provided by the legal regulations against unfair dismissal from the actual
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security of employment. One must also take account of how employees
perceive the security of their jobs.

As mentioned, in legal terms a fixed-term contract provides less security
of employment than a permanent contract. In reality, however, neither
security nor insecurity is absolute. Even a permanent contract does not
necessarily mean long-term employment. Evidence from Germany shows
that only 71% of the people hired on the basis of a permanent contract in
1992 were still employed in the same company one year later; 29% had
left the company for some reason. The corresponding figure for people hired
on the basis of a fixed-term contract was lower; 45% were still in the same
company one year later, on either fixed-term or permanent contracts (74).

This means that the actual security of a permanent contract is relative, as
is the insecurity of a fixed-term contract. People hired on permanent
contracts bear a certain risk of losing their jobs, while those hired on
fixed-term contracts have a chance to move to permanent employment.
The evidence from Germany shows that the probability of getting a per-
manent contract directly after the termination of a fixed-term contract in
the same company is relatively high (about 50%) if the contract was
made for new reasons, but much lower (about 20%) if it was made for
traditional reasons.

Interestingly, employees do not seem to perceive the differences in job
security. Evidence from the Federal Republic of Germany (74) shows
that as many as 40% of the employees on fixed-term contracts will con-
tinue with their present companies after the termination of their con-
tracts, while only 38% of the newly hired staff with permanent contracts
will still be employed in their present companies two years from now.
Apart from the fixed-term workers who are not interested in further em-
ployment, only 15% of fixed-term employees think that their present
employment will not continue beyond the end of their current contracts,
while only 19% of newly hired staff on permanent contracts fear losing
their jobs in the next two years. Despite some objective differences, a
fixed-term contract — in Germany at least — does not seem to entail the
subjective feeling of a higher level of job insecurity (14).

All in all, assessing fixed-term contracts — particularly the new forms of
such contracts — is a complicated task. On the one hand, such contracts
provide much less legal protection against dismissal than permanent
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contracts, and actual job security is lower, although only slightly. On the
other hand, fixed-term contracts encourage employers to take on addi-
tional staff and thus help to reduce unemployment, although at a low
quantitative level. In addition, employees holding fixed-term contracts
do not feel less secure about their prospects for continued employment
than newly hired staff with permanent contracts.

An evaluation of these findings must recognize German employers’ very
moderate use of their opportunities to conclude fixed-term contracts under
the new law. This factor eludes any regulation and probably accounts for the
positive effects on the labour market and the lack of effect on the subjective
perception of security. This means that only a sense of responsibility and
mutual trust between employers and employees can ensure that the possi-
bilities opened up by deregulation are realized in a socially desirable way.

Conclusions

The changes in the labour market that are induced by new patterns of
employment open up new chances for both employees and employers,
while carrying the risk of increased insecurity.

The new forms of work — part-time work, fixed-term contracts, telework
or self-employment — might help:

* to combine paid work with family duties;

* to create new jobs;

* to facilitate access to jobs or entry or re-entry to the labour market;
or

e to improve living and working conditions.

Thus, employees show a certain and possibly increasing demand for these
new forms of work, particularly for part-time jobs.

In addition, these new work forms are often useful to employers as a
means to reduce risks and costs or to improve service for clients. Man-
agers often consider greater flexibility desirable or necessary to main-
tain or improve competitiveness.

Within the framework of labour market policy, governments promote
new forms of work to alleviate unemployment problems and to strengthen
national economies for international competition.
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While employees, employers and governments are all interested in new
forms of work, their interests and aims are not the same. For example,
employees and employers might have different ideas about the same work
form. A young parent who wants to work part-time may prefer fixed
working hours in the morning, when the child is at school, while the
employer may prefer flexible working hours in the afternoon, when there
are workload peaks. In addition, employees may wish for part-time jobs
for 25-30 hours per week and with full social protection; employers might
prefer to offer few weekly working hours and no social protection. Fi-
nally, governments might promote part-time work to encourage the shar-
ing of existing work among more employees, while the employers’ aim
might be to adapt working hours more closely to the actual workload.

In view of the different interests involved, the question remains open as
to how socially desirable results can be secured from the promotion of
new forms of work. Regulation of substantive or procedural aspects can
contribute to achieving this goal. For example, the opportunities to evade
social security contributions for certain types of part-time work could
be reduced or removed. An example of procedural regulation would be
to give more rights to employee representatives (work councils) if the
employer wants to make fixed-term contracts with new staff.

Further, many of the new patterns of employment do not fit with the present
system of social security, which is largely based on the concept of the stand-
ard employment relationship and the male breadwinner family. For example,
in Germany, a widow who has never been in gainful employment might
receive a considerably higher old-age pension, based on the social insur-
ance contributions of her deceased husband, than a single parent who has
worked part-time and paid his or her own social security contributions.

In a second example, legal regulations on health and safety at work are
usually based on the assumption that paid work is carried out on the
premises of an employer. Consequently, the employer is responsible for
health and safety at work. The renewed interest in telework (often at
home) raises the question of how these regulations can be enforced if
the workplace is the private home of the employee.

New patterns of employment might therefore call for new ways to pro-
vide and secure the customary level of social welfare. Lots of problems
need to be tackled: challenging tasks for researchers and policy-makers.
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New dimensions of
labour market citizenship

Asko Suikkanen & Leena Viinamdki

Nobody in Finland agrees on how or why Finnish society has changed
in the 1990s. The debate has brought forward problems associated
with the change and shows three main lines of interpretation, stress-
ing economic factors, sociological considerations and social contracts.
The interpretations reflect differences in conceptualization and in
focus among political, economic and social factors.

The economic interpretation primarily emphasizes the political and
social potential deriving from the economy and the terms on which it
operates. The sociological interpretation stresses political factors, con-
sidering all others as their secondary consequences. Views based on
the social contract consider social conditions as directly affecting
economic and political circumstances, not as constituting a separate
area of societal activity derived from the two. The differences among
the interpretations rest on their underlying assumptions about the
causes of the recession of the 1990s, the yardstick being whether the
causes are attributed more to economic or to structural factors. De-
pending on the emphasis made, one can see recession as either a
temporary economic decline or a more permanent change in societal
structures.

The view chosen is important because the interpretation of societal
change has repercussions for the system of services in the welfare
state and for the nature, number, quality and focus of measures taken
to promote education and employment. In the final analysis, these
measures translate into the options available to individuals in the

31—
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education and labour markets and for participation as citizens of the
labour market.

In a society based on wage labour, citizenship of the labour market has
largely defined people’s opportunities to function in life in general and
in education and work in particular. In addition, it has determined their
opportunities to make use of the system of services provided by the wel-
fare state. Wage earning has been a general norm in society, and exclu-
sion from the working population an exception among people of work-
ing age. For example, welfare services are mainly based on earnings.
Nevertheless, the massive unemployment seen in Europe in the 1990s
has gradually prompted people to question the dominant position of la-
bour market citizenship.

Interacting structural and individual factors shape labour market citi-
zenship. For the individual, these factors comprise a combination of the
following circumstances: work history and present status in the labour
market; the nature of current employment; vocational, educational and
social qualifications; the opportunities and limitations created by family
circumstances; and study and job opportunities. The structural contexts
for labour market citizenship include institutional practices (in the oper-
ating principles of welfare services and the educational labour markets)
and legislative opportunities and their limitations.

Changes in the nature of employment and the structure of welfare ser-
vices give structure to labour market citizenship at the institutional level.
The factors operating on the individual level include changes in the na-
ture and functions of the family and the new relationship between the
education and labour markets. Labour market citizenship is changing,
taking on new dimensions and becoming a more individualized phe-
nomenon with an increase in new study and employment paths and a
broadening of the subsistence base.

This chapter associates labour market citizenship with the line of inter-
pretation based on social contracts, distinguishing a third level or sector
of social activity beyond the traditional levels of family and society. We
consider this level to exist as an institutionally invisible dimension be-
tween the individual and societal structures, reinforcing people’s adher-
ence to society’s goals and creating opportunities for society to guide
people’s lives.
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In the 1990s, people enter, act in and leave the labour market through
unique, individual routes and have varied sources of income. The sys-
tem of welfare services and the institutional practices of the education
and labour markets, however, form constraints on these individual ca-
reer paths and sources of income. Changes in labour market citizenship
are reflected in study and employment opportunities, the amount of in-
come available to the family and the type of housing. Crucial to one’s
subsistence is the range of income sources that comprise it; in the case
of housing, the salient factor is form of ownership.

Interpretations of social change in the 1990s

In Finland and the rest of the European Region, both scientific debate
and everyday discussion reflect an uncertainty about the nature of soci-
ety today. For example, in Finland one finds a number of different and
partially conflicting interpretations of the societal changes of the 1990s.
Both politicians and researchers argue about the nature and content of
these changes, the means of managing them and the impact that they
will have. Social science is just now turning to address current changes
in social order. The debate in Finland has not treated the new situation of
the early 1990s seriously enough. Decision-makers dream of returning
to the earlier status quo or at least of using old means to achieve equilib-
rium. The credibility of social science declines as interpretations of ex-
ternal and cyclical considerations increasingly shift towards an empha-
sis on internal and structural factors (7).

Since the 1950s, an interpretation of societal change based on social
contracts has emerged alongside economic and sociological interpreta-
tions (2). It has sought to challenge the view that the economy has its
own internal dynamic, asserting that social, political and cultural factors
constantly shape the working of the economy. In other words, the amount
and forms of wage labour done are connected to cultural practices, not
to economic necessities. The quantity of labour represents only a certain
baseline in economic necessity.

The late 1980s clearly saw the end of a relatively long period of eco-
nomic growth that began in the late 1950s. During that period, society
was structured in terms of the social contracts of an industrial society
and a growth economy; the prevailing models encouraged so-called nor-
mal (year-round) employment, training for a single profession, owner-
ship of housing and two-wage-earner households. Since the beginning
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of the 1990s, this social contract has begun to crumble. Project-based
employment, lifelong learning and alternatives to housing ownership
have gradually become more common, and the subsistence base has
broadened both qualitatively and quantitatively.

In Finland, researchers of working life have sought to demonstrate and
understand the reshaping of the terms of wage labour in the new situa-
tion. Case studies conducted by the universities of Joensuu, Tampere
and Lapland have revealed that, for many people, normal employment
has become short-term work or careers combining short, fragmented
periods of work with periods of unemployment, education and state-
supported employment measures (3—1//). Year-round, relatively regular
employment is giving way to uncertain employment of varying duration
and terms, with periods of work alternating with longer or shorter peri-
ods away from salaried employment. Uncertainty and constantly chang-
ing life situations now characterize what had been relatively stable sala-
ried employment. Beginning during the economic boom, the terms and
structure of salaried employment have changed. We contend that this
reshaping is not exclusively a function of economic development, but
rather reflects the actors’ new structural conditions and options.

Research with long follow-up times, comprehensive data and a design
based on triangulation enables a better grasp of the terms on which la-
bour market citizenship is being reshaped. Such research must include
both quantitative material (statistics and register data) and qualitative
material (from mail and telephone surveys to telephone and theme inter-
views). For a systematic exploration of the relationship between social
change and social order, one must not only examine (and often place in
context) quantitative materials but also study on an experiential level the
available options in both the education and labour markets.

Traditional life course of the labour market citizen

Labour market citizenship is defined primarily by the traditional dimen-
sions of citizenship, with its attendant rights and obligations: civil rights,
which are defined in legislation; political rights, which are generally
exercised through universal suffrage; and social rights, which include
those accorded to citizens in the welfare system. For a person to achieve
and maintain full citizenship, his or her rights, resources and opportuni-
ties interact with the different dimensions of citizenship (12—14). A sec-
ond set of circumstances defining labour market citizenship comprises
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the general state of employment and the institutional practices in the
education and labour markets. Third, citizenship is shaped by the cul-
tural, social, economic and other resources in a person’s professional
and, to a certain extent, family domain. The family circle comprises the
people whom an individual considers part of his or her family. Besides
relatives, these may include acquaintances, and study and work mates
who are considered close or important in one way or another. The family
circle is more open, more dynamic and more subjective than the nuclear
family (15). Age, gender and family define both citizenship and labour
market citizenship in new terms.

Traditional labour market citizenship has been defined in terms of rela-
tively distinct phases in a person’s life. Education, work and retirement
have been assumed to be separate and relatively independent periods.
Since the 1960s, entry to and exit from each of these phases have been
institutionalized by the state, while support systems have been devel-
oped for the transitional phases and the risks they entail. This has led to
the emergence of a relationship between the individual and society that
is more clearly defined than before as a system guiding an individual’s
life course. For example, each functional phase has its own subsistence
policy and its own institutional subsistence arrangements.

The traditional model describing the actions of the labour market citizen
is based on linear progress through the education and labour markets, in
which one first studies, then goes to work and finally retires (Fig. 3.1).
To achieve the status of a labour market citizen, one has needed as stable
and harmonious an educational and employment history as possible.
Indeed, remaining in a single field and holding only a few jobs have
been considered meritorious. An unbroken education and work history
has reflected loyalty to one’s employer. The worthy labour market citi-
zen has progressed from the lower levels of the hierarchy to the higher in
the same workplace. According to the predominating norms of the la-
bour market, a fragmented study and work history has been typical of
marginal labour. A standard has been set for retirement age. The ser-
vices provided by the welfare state have most often been based on earn-
ings (16—18).

The linear model of the life course of the labour market citizen is char-
acterized by a fragmented socialization to work (the process through
which one becomes a productive member of the labour force), in which
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Fig. 3.1.The linear model of the life course of the labour market citizen
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study, work and leisure time are separate arenas in life (79). In this model,
one’s private or family life, with its periods of leisure time, and one’s
public life on the labour and education markets are opposites. Conse-
quently, they can become competing spheres of life that do not allow
much room for compromise or individual solutions.

The first phase of the life course of the traditional labour market citizen
comprises childhood, youth, study and entry into working life. In Eu-
rope, the structural practices related to this phase pose the most diffi-
culty between the end of compulsory schooling and the age of majority.
The life course is assumed to be linear, although it may differ between
individuals. Societal changes have meant a steady increase in the age at
which people enter the labour market, which differs according to educa-
tional level; in recent years, the average figure has been 27 years. In
Finland, entry into the labour market has been based on a pattern of thinking
in which one prepares for a single profession during one’s comprehensive
and professional education and pursues it throughout one’s working life.

Many widely held assumptions also accompany the second important
phase in life: participation in the labour market. For example, when work-
ers’ pensions were established in Finland in the early 1960s, it was esti-
mated that people would be in the labour market for 40—45 years; this
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would entitle them to full pensions. The duration of participation in the
labour market began to change in the 1980s, as fragmented employment
and non-typical forms of employment became more common. This de-
velopment was first observed in Finland in redundancy studies carried
out in the late 1980s.

The third phase is retirement and life as a retired person. One important
trend is the increase in average life expectancy and thus in the number of
years spent in retirement (towards 20-25 years, depending on genera-
tion). A second trend is towards people leaving working life at ages lower
than that set for early retirement (20). Retirement is no longer connected
very closely to old age. Owing to the decrease in the age at which people
leave working life and the increase in the age at which they enter the
labour market, the lives of comparatively young people on the labour
market can take on features typically associated with retirement (21).
The transition from work to retirement is evolving into a longer process
that is becoming more diverse and individualized throughout Europe.

The model of the life course of the labour market citizen incorporates
the idea of a single source of income (Fig. 3.1). Financial support from
one’s parents or family circle is assumed to cover the transition from
childhood to youth. The state financial aid system and one’s summer or
term-time earnings provide financial support during one’s studies. While
in the labour market, one lives on the combined wages of the family. As
more and more women work outside the home, the idea of the husband’s
wage as the family wage has begun to break down. Transfers of income
through social policy measures have provided a temporary solution for
handling risks in the labour market. Finally, the principal source of in-
come during retirement is one’s pension and/or national social security.

The idea of a single source of income has been based on generational
income: the idea that each generation is responsible for supporting it-
self. The linear model for the life course of the labour market citizen has
been part of the social contract during times of economic growth, a con-
tract that has bound the state, employers and wage-earners alike to the
implementation of a certain type of welfare policy and personnel policy,
and individual life strategies.

For example, 70—74% of Finnish men born in 1925 had year-round and
full-time salaried work between 1960 and 1982; the corresponding figure
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for women was 65—70%. Part-time, seasonal and generally fragmented
employment was rare, even negligible. Year-round jobs have dominated
the participation in working life and conditions of retirement of people
born in the 1940s. The permanence and duration of work among people
born in 1925 were special. From 1962 to 1990, 50% of men and 40% of
women worked for the same employer for over 20 years. The average dura-
tion of employment per person for the period studied was 15.4 years (22).

Reshaping labour market citizenship

Employment opportunities reflect structural changes in economic life
and the labour market. We think that the development in employment
clearly illustrates the structural change in Finnish society. Where there
were 1.9 million jobs in 1960 and 2.59 million in 1989, some 515 000 jobs
were lost during the recession between 1990 and 1992.

In the 1980s, before the recession, fixed-term employment began to take
a larger place alongside long-term and permanent work. The conditions
of some members of the workforce could be best described as tempo-
rary temporariness, in which periods of work and unemployment alter-
nated before permanent employment began (3). Temporary employment
was often voluntary during the economic growth of the 1980s, as work-
ers attempted to maximize the benefits of being in the labour market. In
contrast, the condition of part of the workforce in the 1990s can be de-
scribed as permanent temporariness, which is characterized by the in-
crease of fixed-term employment, and alternating periods of unemploy-
ment, employment and (more so than in the 1980s) study (23). Workers
increasingly view this change as detrimental, because employers have
begun to favour fixed-term employment in both the public and private
sectors.

Need for new skills

The qualifications required in working life have expanded. Today, pro-
fessional competence in a single job or specific task is no longer suffi-
cient. The changes taking place in the nature and content of employment
are increasing the demands for multiple skills in all professional groups.
Workers need not only basic professional competence but also other skills,
including general vocational skills; a basic knowledge of fields related
to one’s own; entrepreneurial skills; skills in dealing with other cultures,
using a computer, cooperating with others and using information effec-
tively; and a readiness for continuing study (24).
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The changes in the content of work and the consequent new qualifica-
tions required are related to the structural and qualitative reshaping of
traditional wage labour. Jobs in the labour market of the 1990s, regard-
less of their level in the hierarchy of a particular workplace, require
workers to have a constant interest in and the ability to acquire new
skills and information. Study and multiple skills constitute one of the
central factors determining how well workers cope in the labour market.
The value of study and degrees will depend on the extent to which they
meet increasingly workplace-specific requirements.

Both within and outside Finland, the circle of qualifications is growing,
because workers are now expected to have both a good basic education
and the requisite professional and social qualifications. A sound basic
education provides a foundation for professional studies and the learn-
ing of new things, while professional skills enable workers to complete
their particular work duties. Social skills, or coping and personal rela-
tions skills, are important because people increasingly carry out their
tasks in pairs or small groups. Further, social skills equip people to deal
with changes in the labour market and to adjust to new demands in work-
ing life (6).

People in working life must reappraise their decisions in the labour
market, particularly when risky situations emerge: that is, when they
lose or may lose their jobs, their qualifications become outdated or in-
sufficient, or changes in their health impair their employment opportu-
nities (25). People of different ages have a number of different roles and
life courses that they attempt to reconcile. They must deal with their
roles in youth, the transition from youth to adulthood, and adulthood.
They can have simultaneous careers in working life as parents and part-
ners in families, and in different forms of housing. They also have ca-
reers as students.

The constraints on people’s opportunities in the educational and labour
markets vary with their phases of life. The decisions made by people
entering, acting on and leaving the labour market are guided by their
past (their educational and employment history), their present (their
present life situation with its opportunities and constraints) and their
future (their plans and ambitions for the future). While young people
can already accustom themselves to the notion of working in non-typical
employment when they join the labour market, people already in the
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labour market or gradually leaving it have to reorient themselves to the
new conditions in the 1990s and to the professional qualifications re-
quired in working life.

People of different ages experience the changes in working life and new
demands for qualifications in different ways. Older working people have
not had much formal training; they have gone straight to work and will
go from work to retirement. Middle-aged people have, for the most part,
studied and then gone to work, and will ultimately retire on individual
pension schemes. In contrast, the process of entering and functioning in the
education and labour markets is not so straightforward for young people.

Entering the labour market

All young people ask a key question: “How do I get into the labour mar-
ket?” What one could call temporary temporariness has traditionally been
more common among young people entering the labour market than
among the adult population. Unemployment among young people has
been largely short-term, resulting from the transition from school to the
labour market. This in turn is often the result of a greater tendency among
young people to change jobs on their own initiative, even when unem-
ployment is low; in such cases, temporary temporariness has been largely
voluntary. Unemployment among young people has been a relatively
short-term result of their life situation and attitude towards work. In the
recession and increasingly difficult employment situation of the 1990s, how-
ever, permanent and involuntary temporariness has increased, and has re-
sulted more and more often from structural rather than personal factors (26).

Finding employment after graduation is increasingly difficult in the
1990s. From 1988 to 1994, young people with less work experience en-
countered more difficulty in entering the labour market than those with
more work experience (27). Fig. 3.2 shows the divergence between the
number of graduates and those securing jobs.

The average annual number of months at work for people under the age
of 30 years shows that work among men and women increased through
1990, regardless of the level of their degree. With the protracted reces-
sion, however, the level of one’s academic degree became a central fac-
tor in determining one’s position in the labour market. For both women
and men, a higher degree has meant better opportunities in the labour
market (Table 3.1).
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Fig. 3.2. Changes in the number of students entering the labour market
and securing employment (1988—1994)
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Table 3.1.Average number of months employed for men and women under
30 years of age who were part of the workforce in 1990, 1988-1992

Average months employed in:

1988 1989 1990 1991 1992

Men with:
lower tertiary qualification 7.7 8.6 9.6 9.3 8.1
higher tertiary qualification 7.0 82 9.8 9.9 9.3
Women with:
lower tertiary qualification 6.8 7.7 9.3 8.8 74
higher tertiary qualification 7.0 8.0 9.5 9.4 8.7

Source: Suikkanen et al. (28).

Fixed-term employment has traditionally been common for young people in
the early years of their work history. In the 1990s, however, fixed-term and
project-oriented employment is also becoming common later on in young
people’s life courses. Fixed-term work may in fact be more suitable than
relatively permanent employment for young people and their situations. Young
people have understood better than the rest of the population the changes
that have taken place in working life and the opportunities for adjusting to
them. The fact that not all young people plan their future in terms of a single
professional career reflects young people’s positive attitude towards non-
typical employment and the new orientation towards work (26,29).
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Most young people are employed for longer or shorter periods through
various educational and labour support measures, especially at the be-
ginning of their working careers. For example, our study on people born
in 1966 (30) shows that fewer than 30% of those in the workforce had
obtained permanent employment in the period 1990-1993. Young peo-
ple seem to plan for several professional careers and try to improve their
chances of finding work by engaging in lifelong learning.

Managing in the labour market

The central question for employed adults is: “How am I going to man-
age in working life?”” Work and the professional demands it entails, the
family and the system of adult education are important factors that adults
consider when appraising their options in the labour market. Local edu-
cational and employment opportunities and social support systems (such
as pensions, training and forms of support available through social and
labour services) are often decisive constraints on adults’ plans for their
courses of action in the labour market (3/-34).

Age is an increasingly important factor in individuals’ decisions, em-
ployers’ recruitment policies and official support measures. Directly or
indirectly, age affects decisions to begin studying, the likelihood of be-
coming employed or remaining unemployed for a long period, and the
nature of official support measures. Middle-aged or older people have
difficulty in finding relatively permanent employment after losing a job,
because employers tend to recruit younger applicants. Owing to stereo-
types that associate study with youth, middle-aged people are not as
keen as young people to begin studying; they maintain that the older one
is, the more difficult it is to learn new things.

In 1988/1989, of those in the Finnish labour market between 15 and
64 years, 59% had normal jobs, 23% were outside the workforce and
3% were alienated from working life. A person was considered success-
fully employed if he or she was registered as working for 10 months out
of the year for each year studied. A person alienated from working life
was one who was not employed for most of the period studied, owing to
unemployment or other reasons.

As of 1991/1992, the proportion of people in normal employment de-
clined from 59% to 54%, that of people outside the workforce remained
the same, and the proportion of people alienated from wage labour rose
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to 9%. The number of people with long-term and recurrent unemploy-
ment was far greater at the beginning of the 1990s than at the end of the
1980s. Of all of the groups compared, the people who were unemployed
in 1990 experienced the most dramatic changes in social standing. Their
experience of unemployment began before the recession. Its alienating
factors became stronger in the early 1990s, with the general worsening
of the employment situation (2§).

Examining social coping and social alienation according to age and gen-
der can help to describe activity in the labour market. The structure of
the population that left the workforce changed between the end of the
1980s to the beginning of the 1990s. Older people have an increasingly
secondary role in the labour market, as their opportunities to return to
working life, even on a short-term basis, are poor. The average age of
members of the workforce was 40 years in 1990, and the proportion of
women was 48% (see Tables 3.2 and 3.3). The members of the workforce
who managed best in 1990 were those who were in the prime of their
working life, and somewhat older than the average, especially those
aged 31-50 years. Most of the people excluded from the workforce in
the beginning of the 1990s were male (62%) and younger than the aver-
age; the average age was 39 years in 1992.

Table 3.2. Economic success of employed people
(N =1 678 500), Finland, 1990

Financial situation (%)

Percentage Survival
of total Coping  Exclusion  (other
means)
Workers who are:
female 48 50 36 40
middle-aged 41 41 43 43
Workers aged:
< 30 years 18 19 I 9
31-50 years 63 62 65 68
51-58 years 16 I5 18 18
> 59 years 4 4 6 5
Total 100 83 7 10

Source: Suikkanen et al. (28).
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Table 3.3. Economic success of people inactive in the labour market
(N =432 020), Finland, 1990

Financial situation (%)

Percentage Survival
of total Coping  Exclusion  (other
means)
Workers who are:
female 47 54 40 46
middle-aged 40 38 41 44
Workers aged:
< 30 years 29 44 24 20
31-50 years 44 41 59 56
51-58 years 16 10 12 15
> 59 years I 6 5 10
Total 100 49 31 19

Source: Suikkanen et al. (28).

Officials use input—output assessments to select the recipients of social
services. Prevalent labour market norms determine the nature of inter-
vention. In other words, officials tend to select people whom they con-
sider likely to be re-employed or to manage well in the labour market as
recipients of the most effective services available (35). Owing to the
rapid and varied changes in working life, such as the increased demand
for computer and language skills, older workers have a harder time re-
maining in the labour market until the official retirement age; neither
the recruiting practices of employers nor the measures taken by social
service officials favour them.

Leaving the labour market

Both the youngest and the oldest people in the labour market typically
experience a transitional phase in which different kinds of labour mar-
ket status overlap. This is the transition from training to work for the
former and from work to retirement for the latter. As retirement age
approaches, older workers ask, “How do I leave the labour market?”.
They try either to remain in the labour market with the help of voca-
tional rehabilitation or to retire. In recent years, only about 10% of each
age cohort have left the labour market on reaching retirement age. Tak-
ing early retirement has become a common route for leaving the labour
market in Europe (36).
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In Finland, permanent unemployment is becoming a third route out of
working life, in addition to early retirement or an old-age pension. Un-
employment benefits are beginning to join pensions as a means by which
individuals plan their lives. Since the end of the 1980s, people in Fin-
land have been able to begin the route to retirement through unemploy-
ment (redundancy) at the age of 53 years and one month. In all, the
changes in working life can mean that one’s actual working career may
last only 26 years, from the age of 27 to 53 years, in contrast to the ideal
of 40 years. This trend is intolerable for no other reason than the finan-
cial problems that welfare states currently face.

The income support system looks for personal problems behind the in-
come problems of permanently unemployed people, even when unem-
ployment results from the lack of demand in the labour market. The
system of unemployment pension confers the passive role of retirement
on the permanently unemployed, even when there is nothing to indicate
that they cannot work productively.

Coping in financial and employment terms

Individuality and flexibility appear in relation not only to businesses
and salary but also to welfare and the planning of one’s life course. All
people can plan and reflect on their goals, and these goals may well
deviate from those set at the societal level. During the period of eco-
nomic growth mentioned earlier, the social contract was based on a sup-
position that most of the population considered societal goals to be their
personal goals as well.

The connection between being successfully employed and economic
wellbeing is clear. We define economic coping as retaining at least 90%
of one’s pre-recession income level in the 1990s. Financial exclusion
applies to people who, at the beginning of the 1990s, had an income less
than 75% of what they had at the end of the 1980s. In Finland, 83% of
employed people coped financially; only 7% suffered financial exclu-
sion. Among the employed, women coped somewhat better than men.
Age was not a particularly significant factor (Table 3.2).

Of the 432 020 people in the workforce who were unemployed in the
early 1990s, only 31% were financially excluded, although the level set
for exclusion is rather high (Table 3.3). In other words, people near the
upper limit managed rather well financially, and not all of them can be
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considered poor by any means. A full 49% of those defined as unem-
ployed coped adequately in financial terms. Unemployed women clearly
managed better than men; the proportion of women among people who
coped financially would be even greater if the importance of untaxed
income transfers could be taken into account. Unemployed people who
have coped financially tend to be younger. The financial position of
people who are not permanently employed varies widely and unemploy-
ment does not entail the determinist features associated with it in de-
bates on exclusion in the 1970s and 1980s.

These data indicate people’s ability both to combine sources of income
and to obtain income other than wages and income compensating for a
loss of wages (22,28). The different measures of economic exclusion
show the same relationship as that found in poverty studies; they are
loosely connected and partially based on different criteria. Coping has a
more straightforward nature than exclusion. Strong differentiation in the
aspects of exclusion indicates that people have opportunities to offset
and avoid the financial disadvantage associated with a lack of salaried
employment.

Employment and financial coping seem to measure phenomena that ul-
timately derive from similar causes. In addition, these measures describe
the relationship between salaried employment and subsistence. People
in favourable employment circumstances in Finnish society in the early
1990s had rather good incomes despite the recession. Finnish society
has become structured in terms of labour market citizenship. The con-
nection between salary and income is not straightforward, however. A
lack of salaried work does not mean a substantial decline in the standard
of living for everyone. This result indicates that the systems of subsist-
ence (the welfare state, redistribution of income, social security and public
services) work quite well. Now that unemployment has become a long-
term phenomenon, one must ask whether the present extensive system
of income redistribution is sufficient or indeed sustainable, and whether
work should also be redistributed in the future.

Life course of the labour market citizen

in the 1990s

Disruptions, rapid transitions and varying situations in one’s life course
have all become more common. The linear model of the life course of
the labour market citizen is giving way to a model with overlapping
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phases. The 1990s have seen challenges to both the opportunities tradi-
tionally available in the education and labour markets and the current
systems of educational, social and employment-related support. During
the economic recession in Finland, with the increase in unemployment,
the need for remedial support measures from society has grown, while
public-sector resources have declined. No longer does one proceed
straight from the school system in youth to a stable and steadily improv-
ing working career in middle age and, finally, to a pension in old age.
One encounters more risks: one may lose one’s job, or one’s professional
qualifications may become outdated or be deemed insufficient.

Labour market citizenship is structured on three dimensions; these are
whether the citizen:

1. belongs to the employed or the unemployed workforce;
2. works on the open or supported labour market; and
3. has a fixed-term or permanent job.

People’s socioeconomic potential to act and to cope depends on their
status in the labour market. The Finnish system of welfare services is
based on earnings, a policy that assumes that periods of unemployment
in people’s working lives will be brief and rare. With unemployment
becoming increasingly common, lasting longer and tending to recur,
however, institutions and individuals have questioned the earnings-based
system of welfare services. Services are being redirected, and people in
the labour market have been forced to seek new routes or combinations
of routes to cope.

The principal changes in the life course are the shifts towards lifelong
learning and towards work supplying only a part of one’s income, as
normal wage labour becomes more project-oriented work. People can
no longer plan their life courses in the labour market with reference to
societal institutions and their purposes. In a situation of permanent un-
deremployment, individuals’ decisions seem to start breaking down pre-
vailing institutions. This makes the outcome of societal measures in-
creasingly unpredictable.

Integrated socialization into work
The model life course in Fig. 3.3 captures the integrated model of
socialization to work, in which study, work and free time are intertwined (79).
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Fig. 3.3.The overlapping model of the life course
of the labour market citizen in the 1990s

Retirement

Comprehensive
education

Thus, the private and public arenas of life complement one another. The
decisions made by and the compromises required of the individual de-
termine the level of qualifications needed to cope in the labour market,
and the opportunities for and constraints on a smooth, integrated
socialization to work.

The principal, overlapping dimensions of labour market citizenship shown
in Fig 3.3 are work, income transfers and the so-called third sector, which
is a combination of the first two. Where the forms of societal support
are concerned, the third sector will form a new alternative to the tradi-
tional status of being outside of the workforce, which has encouraged
passivity. For example, since 1994 Denmark has had a new social policy,
whose aim is to make people outside the workforce or those receiving
income transfers more active. If current levels of unemployment con-
tinue in the long term, we expect to see a Finnish adaptation of the so-
called Danish model. People outside the workforce must take part in
productive societal activities and/or obtain qualifications useful in life
in general or working life, particularly to get income transfers without
their income being jeopardized in situations in the labour market.
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Socialization in adulthood and the organizing of income between gen-
erations complement the main dimensions of labour market socialization.
Socialization in adulthood comprises the constant acquisition of general
educational, professional and social qualifications that enable people to
cope in both the labour market and private life. In the 1990s, labour
market citizens of different ages can or must do similar things in the
different spheres of life. In personal life, they enter, dissolve and estab-
lish new relationships and families. In education, continuing study be-
comes more common, as does non-typical employment in the labour
market. As study and work opportunities are restructured, the educa-
tion- and employment-related decisions made by labour market citizens
become increasingly heterogeneous; people make individual labour
market plans. In such a situation, the income of a labour market citizen
is based on both private sources (the family) and public sources (the
welfare state).

Changes in the terms of participation in the labour market mean a per-
manent change in the basis of income for labour market citizens; wages
are no longer the most important source of income in all situations. In
many countries, many labour market citizens now have a constant subsi-
dized income. For some, employment schemes funded by the welfare
state are becoming the normal model of work. For some this change is
voluntary; for others it is compulsory.

In the linear model, each generation secured its own income; in the 1990s,
different generations in the family support each other. In other words,
parents support their children financially and children support their par-
ents, according to their life situation. The additional or supplemental in-
come, depending on one’s perspective, provided by the welfare state plays
some role, depending on one’s life situation, in all phases of the life course.

One merit of the 1990s labour market citizen is his or her broad study
and work history. Advancement in one’s career is coming to be seen as a
readiness to move from one responsibility to another and not necessarily
from a lower to a higher level of the hierarchy at the workplace. Study,
work and — for some members of the workforce — periods of unemploy-
ment form a continuum. The boundaries between work, study and leisure
time have begun to break down. Where integrated socialization to work
traditionally described young people’s movement from the education
market to the labour market, it now refers to the activities of labour
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market citizens of all ages in the education and labour markets. The
development of the general economic situation, the local and/or regional
opportunities for study and work, and individuals’ preferences are all
factors that affect opportunities for socialization to work.

One can catch glimpses of the integrated model of socialization to work
in Finnish and other studies of the mid-1980s that critically examined
situations in which staff were made redundant (4,37—-39) and in studies
on the formation of the life courses of young people (40,41). Integrated
socialization in working life varies in the elements emphasized, depend-
ing on the life situation and life phase concerned. For young people
entering the labour market, using their professional qualifications,
through either work or free-time activities, figures prominently. People
in the labour market stress coping in it, which is either complemented
by study or interrupted by periods of unemployment or similar risk situ-
ations. Those leaving the labour market are increasingly concerned with
how work and retirement can be combined.

In the 1990s, integrated socialization to working life paradoxically be-
comes more varied in nature, as it becomes more common. For people
having trouble in entering, coping in or leaving the labour market,
socialization becomes a cycle of various educational and employment
support measures. The recession in Finland has increased unemployment
and the role of these measures in the life courses of labour market citizens at
a disadvantage in education and/or employment (42). Finland’s joining the
EU has expanded and facilitated people’s mobility in the international edu-
cation and labour markets, although those with advantages with respect to
education or employment have the best access to these opportunities.

Conclusions

Traditional concepts are increasingly inadequate to describe the educa-
tion and labour markets in the 1990s. Private and public life are chang-
ing and taking new shapes. The nuclear family is becoming a rarity. The
linear model for educational and working life is breaking down and giv-
ing way to the integrated model of socialization to work.

The transitions from comprehensive school to vocational education and
on to working life have lengthened and changed. Adults’ careers included
interruptions (for periods of study and unemployment, etc.) more often
in the 1980s than in the 1960s (43). The age of entry to the labour market
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has risen because young people now have a greater variety of study routes
and opportunities to combine study and work than before, and because
their employment opportunities significantly deteriorated during the re-
cession of the 1990s.

The concept of labour market citizenship is connected to the interpreta-
tion of the social contract. The model used in recent decades in western
societies, including Finland, comprised the concepts of normal employ-
ment, the two-wage-earner family, the single profession and private
ownership of housing. Through the end of the 1980s, labour market citi-
zenship was based on this contract, which in turn was based on eco-
nomic growth. Research in the social sciences has neglected the social
contract as a manifestation of the community’s conditions and labour
market citizenship as a determinant of an individual’s community in-
volvement. These are important parts of the relationship between the
community and the individual.

We assume here that changes in the social contract and labour market
citizenship in the 1990s reflect a change in the everyday lives of indi-
viduals, families and other groups. This relationship is not simple. In
Finland through the end of the 1980s, the goals and principles of the
social contract and labour market citizenship were mutually consistent
and relatively harmonious. As the research findings we have presented
indicate, however, the nature of the social standing and the labour mar-
ket citizenship of many people has begun to change. This change has
created problems and conflicts with the current social contract. The re-
sult is the beginning of the breakdown of the social contract.

An integrated socialization to work, in which study is a continuing proc-
ess, characterizes the 1990s. As non-typical forms of employment be-
come more common and varied, the border between work and other parts
of life is becoming blurred. A highly developed division of activity has
begun to erode, with work and study drawing closer together again. A
new grey area is forming between the family and wage labour. In this
area, the relationship between private family life and public study and
work life depends more and more on the individual’s situation (19).

In the fragmented model of socialization to work, professional qualifi-
cations were the most important, being supported by general educational
and, to a lesser degree, social qualifications. The integrated model of
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socialization to work, however, reverses this order; social qualifications
are becoming basic qualifications, supported mainly by general educa-
tional qualifications and, owing to the increase in workplace-specific
demands, only to a minor extent by professional qualifications.

Labour market citizenship and the age-neutral, integrated model of
socialization to work require new kinds of qualifications and resources.
People will increasingly need new qualifications to manage their per-
sonal lives, education and employment; they will need to exercise more
initiative and responsibility in both the private and public arenas, as
employment opportunities and the support measures provided by the
welfare state are restructured.

Unemployment has begun to challenge the role of labour market citi-
zenship in a number of ways. It calls into question:

e the system of earnings-based welfare services;

* the use of individuals’ labour market status as a descriptor of life
situations and welfare; and

* the passivity that the welfare system engenders in the unemployed
and people outside the workforce.

Unemployment and cutbacks in the welfare state bring to the fore the
third sector of society as a possible solution to the current situation. In
the third sector, income comprises a number of different individual and
societal sources, instead of a single salary. In addition, the border be-
tween salaried work and so-called generally beneficial citizen activities
is blurring, the two being ever more closely integrated.

In the 1990s, the recruiting of labour and the nature of new employment
seem to have a new structure. Subsidized income has become a
component of the income of many young people. Societal policy must
understand the interruptions in the life courses of young people as normal
transitions, recognize the risks these entail and distribute income for
activity during these periods (such as training, study, volunteer work
and part-time work). It must also give people new opportunities during
their working careers. Young people will accept the flexibility required
if societal policy is changed on the basis of these principles. This example
shows that flexibility in the labour market involves broad social issues
and not merely individuals’ characteristics or ability to adjust.
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Pensions have joined unemployment benefits in beginning to take on a
role as tools that individuals use to make strategic plans for their lives.
These plans require the same individuality and flexibility appearing in
relation to businesses and salaries.

As the integrated life course becomes more common, it will bring un-
certainty and numerous transitions in the everyday lives of labour mar-
ket citizens. Owing to the present social contract, the relation of the
labour market and the welfare state may not prove useful in guiding
labour market citizens whose lives follow a model different from the
present one. The welfare state is based on more than mass unemploy-
ment, fragmented employment and functional transitions. The goal of
social policy has been to compensate people in the risk situations that
arise from heretofore normal employment. A society in which more tran-
sitions occur requires a different social policy, however. Increased costs
mean that social policy can no longer aim at compensating people for
losses; rather, it should facilitate people’s transitions from one job, duty
and function to another. In this situation, the state loses its former
opportunities to guide the linear life course. In our view, the alternative
in such a situation is welfare contracts between individuals and society,
in addition to an increase in individuals’ responsibility in societal
practices.

Further, the significance of both employers and the decisions of the wel-
fare state is changing. Until now, national social contracts and universal
principles have sufficed to guide society and ensure individual welfare.
The society of the future, however, will need employers and the state to
make local and individual-level agreements for individuals’ welfare.

All in all, the discussion of flexibility in the labour market has overem-
phasized the importance of economic factors. Today, one must stress the
development of individuality and differentiation as the basis for social
policy. Differentiation in society will clearly increase with the extensive
lack of demand in the labour market. These circumstances cast a com-
pletely different light on older notions of the individual’s life course.

With the recession of the 1990s and the concomitant restructuring of
employment opportunities, the crucial factors for both labour market
citizens and institutional practices comprise the behaviour of individu-
als on the labour market, their strategic choices and the options available
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to them when they are making decisions concerning education or
employment. It is essential to consider how the individual preferences
of the labour market citizen meet institutional practices. For example,
can the service organizations of the welfare state address the new needs
of people in the labour market? Will the support measures of the welfare
state shape the behaviour of citizens in the labour and education mar-
kets? Will education and employment-related support measures guide
employers’ recruitment strategies? Will employers’ recruitment strate-
gies change the behaviour of labour market citizens on the education
and labour markets? What consequences will increasingly long-term
and involuntary temporariness have for people trying to plan their
future?

References

1. KoisTiNeN, P. Paikallista vastuuta ja uskallusta tyovoimapolitiikkaan
[Local responsibility and daring in labour policy]. Sosiaaliturva, 18:
20-24 (1995) (in Finnish).

2. Boucher, D. & KELLy, P. The social contract and its critics: an over-
view. In: Boucher, D. & Kelly, P. The social contract from Hobbes to
Rawls. London, Routledge, 1994.

3. KoisTINEN, P. & SuikkANEN, A. Edessd pysyvd tilapdisyys.
Tapaustutkimuksia joukkoirtisanomisista ja niistd suoriutumisesta
[The threat of permanent temporariness. Case studies on plant clos-
ings, wholesale lay-offs and the coping strategies of laid-off staff].
Joensuu, Karelian Institute, University of Joensuu, 1990 (Working
Papers, No. 2) (in Finnish).

4. JOLKKONEN, A. ET AL. Tutkimus Postipankin maksupalvelutoiminnon
keskittdmisestd ja henkiloston sopeutumisesta [Pink slip and bank
balance. A study of the centralization of payment transfer operations
in the Postipankki bank and the adjustment of staff to the change].
Joensuu, Karelian Institute, University of Joensuu, 1992 (Working
Papers, No. 9) (in Finnish).

5. HEekILA, 1. ET AL. Kuinkas sitten kéivikddn ... [How it all worked
out ...]. Rovaniemi, University of Lapland, 1993 (Publications in So-
cial Sciences, No. C14) (in Finnish).

6. SUIKKANEN, A. & VinamAkl, L. Jatkuvan opiskelun vdilttimdttomyys?
Tutkimus aikuisena opiskelun tilanteista epdvakaistuvilla
tyomarkkinoilla [Is regular retraining inevitable? A study of adult
students in an unstable labour market]. Helsinki, Ministry of La-
bour, 1993 (Studies in Labour Policy, No. 42) (in Finnish).



55

10.

11.

12.

13.

14.

15.

16.

17.

ViunamAki, L. Vield sitd vanhanakin voi opiskella. Tutkimus
tydvoimapoliittisen intervention mahdollisuuksista [It’s never too late
to study. A study of the possibilities of an employment policy inter-
vention]. Helsinki, Ministry of Labour, 1993 (Studies in Labour
Policy, No. 61) (in Finnish).

VAARALA, R. Ammattikoulutus ja kvalifikaatiot [Vocational training
and qualifications]. Rovaniemi, University of Lapland, 1994 (Acta
Universitatis Lapponiensis, No. 9) (in Finnish).

JOLKKONEN, A. Bydpaikan menetys ja naisten uudet valinnat [Losing
the job and new choices of women]. Joensuu, University of Joensuu,
1996 (unpublished document) (in Finnish).

LINNAKANGAS, R. Rovaniemen yksikko lakkautetaan, asiakkaat ottavat
vhteyttd Ouluun. Tutkimus pankkilaisten irtisanomisuhasta ja sen
toteutumisesta [Rovaniemi unit to be discontinued, clients call Oulu.
A study of the threat and implementation of lay-offs among bank
workers]. Postgraduate thesis, University of Lapland, Rovaniemi,
1993 (in Finnish).

LinnakanGas, R. Palkkatyé modernin yhteiskunnan konstruktiona.
Tutkimus tyopaikan menettineiden palkkatyoldisasemista ja tyourista
[Wage labour as a construction of modern society. A study of the
status and work careers of salaried employees who have been made
redundant]. Rovaniemi, University of Lapland, 1996 (unpublished
document) (in Finnish).

MarsHALL, T.H. Citizenship and social class and other essays. Cam-
bridge, Cambridge University Press, 1950.

BarBALET, J.M. Citizenship. Rights, struggle and class inequality.
Bristol, Open University Press, 1988.

Ponjora, A. Eldmdn valttikortit? Nuoren aikuisen eldmdnkulku
toimeentulotukea vaativien tilanteiden varjossa [Holding one’s own?
The life course of young adults, burdened by a need for income sup-
port]. Rovaniemi, University of Lapland, 1994 (Acta Universitatis
Lapponiensis, No. 5) (in Finnish).

LiLsestrOM, R. & KoLLIND, A.-K. Kdrleksliv och fordldrarskap [Love
life and parenthood]. Stockholm, Carlsson, 1990 (in Swedish).
JULKUNEN, R. ET AL. Kasvusta vastuuseen — sosiaalipolitiikan
tulevaisuus [From growth to responsibility — the future of social
policy]. Rovaniemi, University of Lapland, 1993 (Publications in
Social Sciences, No. C16) (in Finnish).

Kasvio, A. Uusi tyén yhteiskunta. Suomalaisen tyéeldmdn muutokset
Jja kehittdmismahdollisuudet [The new labour society. Changes in



56

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

and opportunities for developing working life in Finland]. Jyvéskyla,
Gaudeamus, 1994 (in Finnish).

JULKUNEN, R. & NATTI, J. Muuttuvat tyéajat ja tyosuhteet [Changing
working times and employment contracts]. Helsinki, Ministry of
Labour, 1995 (Studies in Labour Policy, No. 104) (in Finnish).
MaHLER, F. Transition and socialization. /n: Adamski, W. &
Grootings, P., ed. Youth, education and work in Europe. New York,
Routledge, 1989.

GouLp, R. Eldkeldistyminen varhaisen tydstd poistumisen reittind —
Suomen malli eurooppalaisessa vertailussa [Retirement as a route to
leaving working life early. A comparison of the Finnish and other
European models]. In: Hyvinvointivaltio, eldketurva ja
kansainvilistymisen haasteet [ The welfare state, retirement security
and the challenges of internationalization]. Helsinki, Central Pen-
sion Security Institute, 1995 (Publication No. 1995:2) (in Finnish).
GuILLEMART, A.-M. European perspectives on policies for the eld-
erly. In: Moreno, L., ed. Social exchange and welfare development.
Madrid, Higher Council for Scientific Research, 1993.

KanGas, O. & SUIKKANEN, A. Vuonna 1925 syntyneiden eldimdnkulku
Jja hyvinvointivaltiolliset jdrjestelyt [The life course of people born
in 1925 and the provisions of the welfare state]. Helsinki, Central
Pension Security Institute (in press).

KoisTINEN, P. Jaetaan ty6td — nostetaan tuottavuutta