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Chapter I Introduction - Debates on the erosion of Internal and External Labour Markets in Europe by Christoph Köhler, Kyra Junge, Tim Schröder, Olaf Struck∗ This book documents the contributions to a workshop, held in December 2004 at the Friedrich-Schiller-University in Jena (East Germany). The institutional background is formed by an interdisciplinary research group on economic and social change in Eastern and Western Germany (SFB 580∗), with four long-term projects on the development of labour market structures (see appendix I). In the following introduction we will firstly situate our workshop in the international debate on changing labour market structures and secondly explain our objectives.



Debates on the erosion of Internal Labour Markets The worldwide debate on the erosion of standard or long-term employment deals with changing labour market structures, but centres around different empirical fields: -



Standard and non-standard employment (focused on employment contracts).



-



Employment stability and security (focused on duration of employment and turnover)



-



Mobility within and between firms (focused on inter-firm mobility and turnover)



-



Flexibility, employability, gender/ethnicity (focused on political regulation).



The Western debate unfolded in two long waves of research and findings: -



The first wave (mid-80s to mid-90s) centred on the thesis of strongly eroding employment security and a far-reaching structural change of labour markets. Empirically it focused on the question of non-standard employment (defined by contracts deviating from unlimited term and full-time contracts); and case studies in the “new economy” and other flexible sectors (media, software, arts). Diagnostics and prognostics were based on empirical findings of a growth in non-standard employment in Western countries.



Christoph Köhler, Kyra Junge, Tim Schröder, Olaf Struck are members of the Interdisciplinary Research Group 580. See appendix I, B2. ∗ See also http://www.sfb580.uni-jena.de. ∗
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-



The second wave of research and findings (mid-90s until today) centred on theses of continuity or moderate modifications of a rather stable labour market structure. Empirically it focused on job tenures and wages. Data bases consisted mainly of mass scale employee- or employer-data. Long-term observations of average job tenures as well as the duration of completed employment spells in survivor functions demonstrated continuity rather than structural change.



Meanwhile, a third wave of research is building up with more comparative analyses (e.g. by the ILO and OECD) including Eastern European and Asian countries. We also find more theoretical work on labour market structures combining old and new concepts (like Internal/External, Informal, and Transitional Labour Markets). The question here is: what is behind the ups and downs of non-standard employment, job tenures, inter-firm mobility, and work biographies of individuals? What is the structure of labour markets like and what are its major determinants?



The Jena-Halle research on East and West Germany Our interdisciplinary research group at the Friedrich-Schiller University in Jena and the Martin Luther University in Halle partakes in this third wave of research and compares East and West Germany. From an international perspective, East Germany looks like an example of luxury transition in a small and strongly supported region where a complete adaptation to West Germany is just a matter of time. From our point of view East Germany forms a different society as a result of strong challenges and responses in the past. With the monetary union and reunification in 1990 it received a fast and very radical shock therapy with a loss of about half of its employment within two years. Despite a transfer of West German institutions, East Germany remains to be different with respect to its economic, social and political structure. Thus in comparing both societies, we can take advantage of the benefits of international comparisons in one nation, where similar public statistics exist and where the set of formal institutions is identical. We think that the lessons learned here are helpful for a broader East-West perspective. Our research group is convinced that it is necessary to combine comparative analyses of empirical data in Western and Eastern European countries with conceptual work on Internal and External Labour Markets: 6



-



Most of the work in the first two waves of research focused on Western and Asian Nations, whereas post-socialist countries were more or less neglected. We need more comparative research and hereby Eastern European countries should be included. 15 years after the change from socialist to capitalist economies and with the integration of new countries into the European community, labour markets in Eastern Europe have reached a level of stability that allows us to identify relatively persistent patterns and structures. Meanwhile research and knowledge on these countries are growing; therefore, international comparisons must take this into account.



-



The rich tradition of research on Internal/External Labour Markets was mostly separated from empirical research within the framework of the “erosion-debate” that focused on empirical indicators such as non-standard contracts, tenure, duration of employment spells and mobility. Few colleagues have tried to reframe the ongoing debate on structural change in labour markets and political regulation in terms of this long and rich tradition. We believe, however, that this line of reasoning is very fruitful and should be continued and deepened in international networks.



Objectives and research questions of the workshop Our workshop was following to two objectives: The first was to get an overview on the state of the art in different countries concerning the controversies on findings and concepts on labour market structures. The contributions therefore summarise the state of the art with its major findings as well as open questions. To document ongoing debates, we were also interested in open and hidden controversies and asked commentators for a written version of their statements. The second objective was to initiate international cooperation. Therefore, the papers report on data bases, research institutions and national and international networks. The contributions to our workshop raised four sets of research questions and policy issues: (1) The first question picks up the worldwide debate on the erosion of standard employment and Internal Labour Markets: how strong are Internal and External Labour Markets and what are the major trends? Is there a decline of Internal and a corresponding growth of External Labour Markets like many authors suggest? Are there nation-specific patterns in labour market structures? What about the post-socialist economies? Do they represent a “Wild East” in terms of deregulation and labour market flexibility?
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(2) While the first question asks for the quantity of External Labour Markets, the second and third question is related to the quality of External Labour Markets. Is there a tendency to growth of Secondary External Markets with low wages and high employment instability and insecurity? Do phenomena of this type include the long-term exclusion of parts of the active population from primary labour markets or employment at all? (3) The third question raises the issue of primary, i.e. “good” External Markets which grant high wages, security and flexibility at the same time. Are there old and persistent traditions of Occupational Markets in some countries and what about new or growing External Markets for academic professions? What is the relation of the concept of Occupational Labour Markets to the flexicurity and employability concept? (4) The fourth question is related to concepts of Internal and External Labour Markets? Are there new and better approaches to labour market structures today? Is segmentation theory a dead dog? The objective of this booklet is to document ongoing debates and work in progress on the stability and segmentation issue and to foster international research discussion and cooperation. We therefore asked for short papers with minimalistic and – if possible – English language references as well as a description of the data sources and the home institutions of the authors. Following the agenda of the workshop the contributions are grouped into three sections. The first series of papers focuses on conceptual questions and historical trends. The second section presents the results of country reports on national findings and debates from Northern, Southern, Eastern and Central European states. The third section is about methodological questions and research desiderata. This booklet owes a lot to the pioneering work of Norman Bowers. Within the framework of the OECD Employment Outlook he has for decades contrasted theoretical and political controversies with empirical and comparative analyses and given significant impulses for the international research community. We are also indepted to Peter Auer, Sandrine Cazes and Alena Nesprorova from the ILO whose work on Western and Eastern European employment systems forms the background for our analyses.
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The workshop was held during cold and snowy December days in Jena. Special thanks go to all participants for their stimulating contributions and comments, to Kai Loudovici (organising committee), Anja Möhring and Michael Hofmann from the SFB 580 management. We would also like to thank Alexander Isenmann. He was responsible for the language editing and translations of some German papers. The objective was to arrive at a correct and understandable English. The main objective of this workshop was to explore possibilities for international cooperation in the field of exchange of researchers, discussion networks and common projects. We do hope that our initiative meets your interest. Jena, November 2005
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Theoretical Controversies on Concepts of Labour Market Structures
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Chapter II What follows the era of Internal Labour Markets? Preconditions for the (re-) emergence of External Labour Markets Theses, open questions, and theoretical tasks by Burkart Lutz∗



1. The rise of Internal Labour Markets In the middle of the 20th century and in the first decades following the 1950s all mature industrial nations show an extension of structures which since Doeringer and Piore (1971) have been termed “Internal Labour Markets”. The most important traits of these structures are: -



stable bureaucratic organisations moulded by a strong segmentation of labour,



-



long-term employment with a tendency towards life-long employment,



-



exchange with External Labour Markets focused on low-skilled workers and lowskilled jobs as ports of entry into the hierarchy,



-



opportunities of internal promotion in job ladders with step by step on-the-job training and partially high skilling effects.



2. Advantages for employers and employees These structures generated significant benefits to employers as well as to employees. Employees - having surmounted the "entry level selection" - could expect high employment security and attractive opportunities for promotion. Employers gain a high degree of sovereignty over their employment system. Job ladders with step-by-step training can generate high skill and competency levels with relatively low costs and independence of the general system of education and training. Investments in firmspecific skills are safe because workers have no alternative on the External Labour Market. These advantages seem to increase in significance with the size of the corporation, the stability of the economic environment (e.g. technologies and markets), the stability of internal structures and the extent to which internal dynamics are supported by a steady growth of ∗



Burkart Lutz is member of the Interdisciplinary Research Group SFB 580. See appendix I, B1.
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economy and prosperity. The variant of Internal Labour Markets existing in the planned economy of real socialism also shows strong advantages, although of a completely different structure.



3. Norms and institutions In most industrial nations, a large amount of the norms and institutions regulating the employment relationship has been adapted over the last decades to the dominating structures of Internal Labour Markets. This is true for labour law, industrial relations, the manner of settling industrial conflicts, the system of social security and elements of the tax system. It is especially true for large parts of national systems of education and training which step by step shifted into the role of suppliers for Internal Labour Markets, thereby losing their autonomy.



4. The erosion of the preconditions of Internal Labour Markets The last two decades have shown an increase in signs indicating an erosion of the economic and social preconditions for Internal Labour Markets. They indicate a decrease in the benefit employers can obtain from these structures. The most important factors are: -



The increasing turbulences many companies face in their key markets which destabilises internal structures previously taken for granted,



-



the acceleration of technological progress and organisational change which require a faster adaptation of the organisation of work, skills and competencies,



-



the increasing number of knowledge-intense jobs requiring science-based and abstract skills and competencies in the face of which traditional step-by-step on-the-job training seems inadequate,



-



the high costs and consequent reduction of hierarchical job ladders reducing opportunities for promotion and thus important incentives for workers,



-



the renaissance of small businesses and companies with high revenues and high labour turnover, which is in conflict with the logic of Internal Markets.
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Despite of these far reaching changes of the historical pre-conditions the actual erosion of Internal Labour Markets (ILM) is a slow and contradictory process; they have a high degree of inertia and resistibility.



5. The restructuring of labour markets as a complex societal process The aforementioned erosion of Internal Labour Markets does not mean that the employment policy of firms can simply switch to External Labour Markets (ELM). The supply of labour with skills for specific jobs and occupations depends on highly complex and institutionalised structures like Occupational Labour Markets (OLM). Functioning External Labour Markets require inter-firm systems of training, allocation and gratification that cannot be generated by individual employers at will. Firm-employment systems are deeply embedded in an economic and societal context. This is one reason why the ongoing process of the erosion of Internal Labour Markets is highly complex and contradictory. Important elements of this process are: -



different impulses inducing change, which do not always lead into the same direction, and are sometimes even in complete disaccord with one another,



-



more or less rational, more or less short-term reactions to these impulses by the management,



-



strong interests of individual and collective actors either in preserving the status quo or in sudden change,



-



strong conservative forces based on economic and institutional structures that have developed during the era of Internal Labour Markets,



-



moreover, these processes occur simultaneously but not at the same velocity.



To summarise my argument: a change from internal to external strategies requires functioning inter-firm systems of training, allocation and gratification as functional equivalents to Internal Markets. The restructuring of labour markets is a complex micro-macro economical and societal process and a challenge to socio-economics. It posits a series of empirical and theoretical questions.
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6. East Germany The problems related to a change from internal to external strategies are particularly serious in post-socialist East Germany where we expect a rapid process of externalisation when the strong cohorts of transition survivors leave the employment system to retire. There will be two conflicting processes: On the one hand increasing pressure for externalisation of the companies´ employment policy because of the employers´ increasing demand for external recruitment of skilled workers; on the other hand, stark defective institutional regulation and low efficiency of External Labour Markets, as far as supplying skilled work force is concerned. Throughout Eastern Germany we can expect an increase in mis-match phenomena concerning skilled personnel. This results from a lack of compatibility between the system of education and training, the interests of adolescents and the development of employers´ demand. This expectation stems from the fact that the constitutive mechanisms of the West German model of vocational labour markets do not work sufficiently in East Germany.



7. Empirical questions The arising empirical questions are: -



Which employers are especially fast to tread the path of externalisation and which employers remain conservative?



-



Are there interdependencies to the changes occurring simultaneously to job structures and job content?



-



Which groups of the work force - young or old, high or low-skilled, women or men, locals or immigrants – are first affected by the insecurity of jobs?



-



What kind of change can we observe in income structures and wage systems?



-



Are there new forms of labour market segmentation, for example a new kind of secondary market for academics with basic general skills or new “professionals”?



-



Who are the winners and who are the losers of these processes?



-



Which new forms of social inequality and social marginalisation are emerging?



-



What will be the reactions of the different sectors of the public educational system?



-



How and when do industrial relations change, what about unions, works councils and labour law? 14



-



How do the institutions of labour markets and social policies adapt to the development? What sort of friction and conflict evolves over time?



The answering of all these questions requires a very detailed and up-to-date observation and description of all contributing factors. This can only partly be realised by available data, consequently the need for further empirical studies, preferably in form of a panel, is imminent. The interest in intelligent international comparisons is obvious, but so are the inherent difficulties of such a venture. I suppose we will be discussing this in detail today and tomorrow.



8. Two sets of theoretical questions From the theoretical perspective there are two sets of interrelated questions, which arise when preconditions of Internal Labour Markets erode and companies more and more fall back on the External Labour Market. One set of questions deals with economic, social and political preconditions of External Labour Markets for skilled labour. What are the new economic structures, norms, and institutions that become necessary to generate a sufficient supply of skilled workers for specific jobs, occupations and professions? The other set of questions is concerned with the level and type of skills and competencies, which until now have been generated in ILM and more and more are exchanged in External Labour Markets. Up to now, the structure of and the processes in Internal Labour Markets have been at the centre of empirical and theoretical research on labour markets. Consequently, sociologists, economists, and scholars of organisation theory alike are not very well prepared to deal with the two sets of questions. Therefore the following considerations are of a provisional and rather idiosyncratic nature.
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9. First theoretical question: Institutions A strong regulation and institutional re-structuring is a necessary precondition for External Labour Markets which are more than spot markets for unskilled labour. As functional equivalents to important structural elements of Internal Labour Markets a consistent set of norms, institutions, incentives and sanctions is indispensable. How this institutional regulation is to be shaped and if fundamental innovation is necessary or whether a reform of existing institutions is sufficient, is of considerable scientific interest. We believe that the institutional regulation of External Labour Markets primarily has to solve three problems: -



Costs and Investment: How can a fair distribution of costs and benefits from investing in training and skills be realised (i.e. the free-rider problem)?



-



Time and Inertia: How to deal with the time lag between the moment when the need for new competencies has become apparent and the moment when adequately skilled personnel becomes available due to the implementation of new training modules (time-lag problem)?



-



Signals and Information: How do the labour market parties solve the ex-ante information problem about the matching of skills and jobs? How can a fast, cost effective communication between employers and future employees be established, which ensures congruence between supply and demand for certain competencies (information problem)?



10. Second theoretical question: specificity of skills Skills, competencies, professionalism and capabilities are the terms forming the core of a second set of questions. To forestall misleading interpretations and associations, we will use a traditional concept of segmentation research, the concept of skills specificity. The level of specificity can be measured by three indicators: the cost of acquiring the specific knowledge and skills, the time needed for doing so, and the degree to which an employee with a specific skill can be substituted by someone with different skills. In accordance with human capital theory, we assume that higher specificity of skills requires higher investment, longer education and training periods and restricts substitution by others. 16



Identifying specificity’s role in External Labour Markets requires close examination and correlation of three dimensions. These dimensions are: -



Generation of specificity: specific competency is no natural resource; it has to be generated by the means of organised school training, by on the job training or a combination of both.



-



Marketing by employees: the more important the role of External Labour Markets in allocation and wage setting in a given national economy, the more important it becomes to the worker – or organised workers with the same qualification – to perceive and take advantage of opportunities on the labour markets.



-



Utilisation by employers: very specific competencies are of an ambivalent nature to the employers; they constitute a very useful resource, but at the same time integrating them in long-established structures of organisation and division of labour is often extremely difficult.



The analysis of these three dimensions of specificity obliges us to link with very different kinds of theories and empirical knowledge – which is an additional conceptual challenge: -



theories of education/training and qualification - generation of specificity;



-



life course and traditional labour market theories - utilisation of skills by employees;



-



theories of work, firms and organisations – utilisation of skills by employers.



There is evidently a correlation between the degree of specificity and the demands posed on efficiency of processes of allocation and wage setting on External Labour Markets. This means that imbalanced labour markets are more likely to occur and more difficult to absorb, the more specific the labour in demand and the labour supply.
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Seven remarks on Lutz's theses on Internal and External Labour Markets – A comment on Burkart Lutz by Christoph Köhler∗ (1) Burkart Lutz presents a strong historical thesis, but to fully understand him we need to go back to his previous work. Lutz, together with Werner Sengenberger, was the founding father of German segmentation theory in the 1970s. The starting point was the US concept of vertical segmentation of labour markets in primary and secondary sectors or “good and bad jobs” (see Piore 1980). With their comprehensive empirical and conceptual knowledge of the historically strong German system of vocational training and Occupational Labour Markets (OLM), Lutz and Sengenberger emphasised the horizontal axis in segmentation analytics and the differentiation between Primary Internal and Primary External Markets for workers with standardised vocational or professional skills. Stable income and employment security can be realised in both segments. This innovation in segmentation analysis was not only important to fully comprehend the German particularities, but it also was the basis both for a normative position on labour market structures: according to Lutz and Sengenberger, good External Labour Markets (ELM) are in many cases superior to Internal Labour Markets (ILM) with respect to economic and social efficiency. They provide, in an economical perspective, a constant supply of vocational and professional skills that allows for a high degree of internal and external flexibility and socially, workers have alternatives to their employer on the labour markets which gives high inter-firm employment security and bargaining power (Lutz 1992; Sengenberger 1992). Occupational Labour Markets are, however, highly dependent on economic and extra-economic institutions and therefore, they are extremely fragile. (2) In the 80s, Lutz develops his historical thesis on Fordism, Taylorism, the rise of Internal and the fall of External Labour Markets (Lutz 1990; Lutz 1992), which was further developed in the 90s and specified to East German transition. Lutz shows how deeply labour markets are embedded in and changed by macro level economical, social and political development trends. The major mechanism of internalisation is the ∗



Christoph Köhler is member of the Interdisciplinary Research Group SFB 580. See appendix I, B2.



18



historically unique economic growth and corresponding shortage of skilled labour during the Fordist boom. This forces employers to recruit workers with basic general skills and consequent on-the-job training in internal promotion ladders, which in turn leads to the expansion of Internal Labour Markets. Hence, volatile sales markets, downsizing of companies, privatisation of public sector employment, and high unemployment lead to an erosion of the preconditions for ILM. However, this happens without the parallel process of re-emerging External Vocational Labour Markets as a functional equivalent. In his historical interpretation of the rise of Internal Labour Markets and the problems of their erosion, Lutz focuses on the problem of the formation of skills and competencies. This focus is – from my point of view - too narrow for a full historical explanation of the processes of internalisation and externalisation in labour markets. Neo-institutionalist economics and sociology have shown the need for broader concepts (see chapter III in this booklet). Lutz is however interested in policy options, which lead him to specific definitions of problems in labour markets. This particularly could be a good starting point for a focused international network as Lutz’s framing of the question is very productive: -



It allows looking at the heart of the problem: demand and supply of labour and the transactions on the labour market.



-



It looks at the interrelation of the labour market, with job structures in companies, training systems and the social security system: the complexity of the question reaches the complexity of the object of research.



-



It refers to a rich theoretical and conceptual tradition in analyses of labour markets and systems of education and training.



(5) Lutz's segmentation language allows for a different perspective on many ongoing debates: -



Flexicurity – how can we combine more external mobility with social security (focus on social security system)?



-



Training system – how can we improve the supply of young and skilled personnel for occupations, vocations and professions (focus on education and training)? 19



-



Employability – how can we foster re-employment of workers after job loss (focus on further education and training – general key skills/competencies as one catchword)?



(6) With respect to the theoretical problems outlined by Lutz (theses 8-10), we would like to add some short remarks. As far as the pre-requisites of External Labour Markets are concerned (Lutz’s thesis 8) we have to underline his argument on the demand side: External Labour Markets depend on a solution to the free-rider problem, the time-lag problem, and the signalling problem. From my point of view we have to add the incentive problem for the supply perspective: what makes workers work, when the employment perspective is limited and there is no long-term commitment to the firm? One answer is: money and inter-firm job security. But this is very difficult to establish: many employers have to create and locate jobs within specific External Markets to generate job opportunities, good wages and employment security. (7) This leads to a short remark on Lutz’s concept of skills specificity. In human capital and segmentation theory up to now, specificity denominates the number of jobs that skills or competencies of workers can potentially cover. Human capital theory and transaction cost theory distinguishes between firm-specific and general skills. According to this approach, many firms create jobs with an idiosyncratic mix of tasks that are more or less unique to a group of jobs in one firm. Workers with these skills cannot, by definition, be replaced from the External Labour Market. Consequently firms have a high interest in long-term employment. The term “general skills” applies to those competencies that can be used in many firms and therefore, they are subject to the public-goods and free-rider problem. These can be occupational, vocational, and professional skills. Lutz redefines specificity as a continuum, which allows sorting all types of skills according to their degree of specificity from low to high. He then uses the term to predict an actual or potential shortage of skills in labour market segments. His hypothesis is: the risk of a shortage of labour directly depends on the time and cost of training and on restrictions to replacement, i.e. the level of specificity.
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This is an interesting hypothesis but there is some empirical evidence against it: When having a look at physicians, for instance: training is costly and time- consuming; they are difficult to replace by people with other qualifications, but over several decades there was no shortage because of the relative attractiveness of physicians’ careers and strong demographic cohorts. Thus, we need additional variables in the equation: which is the relation between supply and demand that cannot be reduced to Lutz’s specificity levels. There is no doubt that Lutz’s question, which he relates to the term, is highly relevant to our debate: If companies have problems with the in-house generation of skills and the want to switch to external supply – what kind of problems do they face? What is the risk of shortage? So the question is appropriate but the terminology is misleading or at least should be redefined.



References Altmann, N./ Köhler, C./ Meil, P. (Eds.) (1992): Technology and work in German industry. Routledge. London, New York. Lutz, B. (1989): Der kurze Traum der immerwährenden Prosperität. Campus Verlag. Frankfurt. Lutz, B. (1990): Le mirage de la croissance marchande. Campus Verlag. Francfort. Lutz, B. (1992): Education and job hierarchies – contrasting evidence from France and Germany. In: Altmann, N./ Köhler, C./ Meil, P. (Eds.): Technology and work in German industry.. London, New York. Routledge: 257-273. Piore, M. (1980): Dualism as a response to flux and uncertainty. In: Berger, S./ Piore, M. (Eds.): Dualism and discontinuity in Industrial Society. Cambridge University Press: 23-54. Sengenberger, W. (1981): Labour market segmentation and the business cycle. In: Wilkinson, F. (Ed.): The dynamics og labour market segmentation, Academic Press, London/New York. Sengenberger, W. (1992): Vocational training, job structures and the labour market – an international perspective. In: Altmann, N./ Köhler, C./ Meil, P. (Eds.): Technology and work in German industry.. London, New York. Routledge: 245-256.
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Chapter III Firm-employment systems and labour market segmentation – An old approach to a new debate? by Christoph Köhler, Ina Goetzelt, Tim Schröder∗



1. Introduction The Jena project focuses on the question of employment stability and security in East and West Germany (see appendix I, B2). The purpose of this paper is to give a short summary of our conceptual work on segmentation and firm employment systems and to present first findings from our employer survey in ten branches in East and West Germany. The results from other research of our projects with analyses of representative employer and employee data for East and West Germany are summarised by Grotheer and Struck in chapter X. In the following we are, firstly, going to explain our concept of firm employment systems and labour market segmentation. Secondly, we will summarise first empirical results for East and West Germany.



2. Strengths and weaknesses of classical German segmentation theory To fully understand the dynamics of labour markets, we need a theory of labour market structures. The classical US segmentation approach with its vertical distinction between Primary Internal and Secondary External Markets or “good” and “bad” jobs is still a good starting point for this endeavour. The German concept of craft and vocational labour markets by Lutz and Sengenberger (see chapter II) has shown that we need to go beyond the approach of dual and vertical segmentation and introduce a horizontal axis into the picture. Inter-firm Occupational Markets can grant high incomes and employment security. We then arrive at the classical German three-field matrix: 1. Internal Markets with on-the-job training of firmspecific skills and job ladders; 2. Occupational and External Markets for institutionallystandardised and recognised skills and jobs and inter-firm mobility; 3. Secondary External Markets for low skilled jobs with a high degree of flexibility and mobility.



Christoph Köhler, Ina Goetzelt, Tim Schröder are members of the Interdisciplinary Research Group SFB 580. See appnedix I, B2. ∗
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This classical German segmentation concept by Lutz and Sengenberger (Sengenberger 1981, 1987a, 1987b, 1992; Lutz 1987, 1992) is a good starting point for a conceptual discussion of labour market segmentation. However, to fully exploit the potential of this approach, it has to be further developed and actualised because from today’s perspective, we see four problems: -



Conceptual Range: The Classical German segmentation concept intended to describe and explain the functioning of labour markets on the one hand, as well as careers and mobility of individuals on the other. However, social groups are not necessarily confined to labour market segments over the course of their work life. Mobility between segments is far higher than expected in the old concepts. Let us be modest and look first at the functioning of Internal and External Labour Markets. There is a lot to do before we can combine both perspectives. A modest approach would define segments as groups of labour markets with similar patterns of employment, rather than by persistent barriers to mobility over the life course of individuals.



-



Analytics: The classical German matrix with its distinction between Internal/External Markets and “good”/“bad” jobs is still a useful heuristic. However, the coupling of specific skills with labour market segments has to be questioned. Internal Markets are neither explained nor tied to company-specific skills – they also organise occupational, vocational and professional as well as low level unspecific skills. With regard to Occupational Labour Markets it is an open question if publicly-recognised qualifications are a necessary ingredient (see Marsden 1999). Finally, bad External Markets with low wages and high employment insecurity do not only comprehend low and unspecific skills, but also highly-trained academics (e.g. in journalism and further education).



-



Theory: New Institutional Economics and Neo-Institutionalist Sociology have opened up new horizons in the understanding of employers and organisations. Sociological analyses of social stratification, gender relations and the life course have given farreaching insights into the logic of the supply side. Finally, other concepts for the analysis of labour market structures have emerged like the “informal” labour market (initiated by the ILO in the 70s) and “transitional” labour markets (Schmid/ Gazier 2002). This is a challenge for empirical research and theory. We need empirical research on labour market segments and strong explanatory efforts. 23



-



Typology: If our assumption of a decoupling of types of skills and market segments is true, we should arrive at a more open and heuristic definition of the matrix. Obviously there are very different types of Internal and External Markets with “good” and “bad” characteristics. Furthermore, for empirical analyses we need a desaggregation of the segments down to the level of the organisation with a concept of firm employment systems. Companies are normally sorted as a whole to labour market segments. They are, however, in most cases with different departments and areas of jobs, connected to (or part of) several different segments. Concepts of firm employment systems have to take this into account.



Accordingly, our project opts for a “skill-free” two-dimensional matrix with a horizontal distinction between Internal and External Markets and a vertical distinction between primary and secondary or “good” and “bad” markets. We then have a four-field matrix with primary as well as secondary internal and external segments and we think that this constitutes a useful heuristic to sort employment relationships and mobility streams: -



The basic distinction between Internal and External Labour Markets refers to the mechanism of control in the allocation and gratification of labour: it is, economically as well as socially, of fundamental importance whether allocation processes are controlled by market forces or by organisational rules of firms (which are at least partially decoupled from markets). In our view, job stability being defined as the duration of completed employment spells, is the best criterion for the distinction between Internal and External Markets. Long-term employment shows that neither employers nor employees are able or willing to take advantage of External Labour Markets: allocation and price setting are controlled by rules of the organisation. Shortterm or medium-term employment indicates a continuous exchange with External Markets; allocation and pricing are ruled by market forces. Long-term employment is thus a good indicator for Internal Markets, short- and medium-term employment indicate External Markets.



-



Our criteria for the vertical distinction between primary and secondary or “good” and “bad” markets are employment and income security. Primary Internal Markets can then be defined by intra-firm employment security indicated by long-term employment and relatively “good” wages. Secondary Internal Markets also generate employment security, but they pay only poor wages. Primary External Markets comprehend firm 24



employment systems with short and medium-term employment, good wages, and inter-firm job security. Secondary External Markets also organise short and mediumterm employment, however coupled with poor wages and job insecurity.



3. Firm employment systems (FES) and labour market segmentation There are many different paths to tackle the challenges of labour market theory. Our project is convinced that looking at patterns of employment within companies on a meso-level between the micro employment relation and the macro labour market is a useful step towards a new segmentation theory. Following Osterman (1987) and others (e.g. Baron/ Hannan/ Burton 1996), we use the concept of firm employment (sub-)systems, with one company having normally several different systems. Firm employment Systems (FES) are defined as areas of jobs within the organisation, within which workers can be transferred and which operate under distinct rules of allocation (ports of entry, exit, internal mobility and selectivity), training (on the job, vocational training, further training) and gratification (wage and performance systems; monitoring and incentives). In line with classical segmentation theory we distinguish two basic types of FES: Internal FES and External FES, both can have different subtypes according to the interest and question of research. Following our interest in job stability and security we differentiate according to the degree of openness towards the External Market. With regard to Internal FES, there are worlds between traditional union-controlled and seniority-based systems on the one hand and more open, performance-based, and flexible systems on the other (closed versus partly-closed systems). With regard to External FES, we found strong differences between systems with medium-term and short-term employment perspectives (partly-open versus open systems). The latter operate increasingly with civic contracts and in the framework of temporary work agency employment and develop distinct qualities; some authors (e.g. Marsden 1999) use the term “market mediated employment relation”. We then arrive at the following definitions: -



Internal FES are shielded against External Markets, have predominantly long-term employment and build the basis of the Internal Labour Market segment. Internal and seniority-based FES guarantee high employment security, which is usually connected 25



to seniority rules (closed systems). Internal and performance-based FES only grant relative security depending on individual performance (partly-closed systems). -



External FES have continuous exchange with External Labour Markets and are thereby a part of them; they organise medium-term or short-term employment. External FES with predominantly medium-term employment perspectives allow for a relative stability of jobs and human capital investment within this framework (partlyopen systems). In External FES with predominantly short-term employment perspectives, both parties know about the limitations and therefore they have to look for immediate returns to their efforts (open systems).



These four types of FES can be found and identified in primary as well as in secondary labour market segments (see above). Contrary to classical segmentation theory, we found that all four FES can organise job structures around different types of skills: 1. institutionalised vocational or professional skills, 2. job based and on-the-job trained occupational skills, and 3. low-level unspecific skills. Only predominantly company-specific skills are generated and confined to Internal FES (see Köhler et al. 2004). This open analytical framework forms a useful heuristic to categorise employment relations and develop explanatory models: -



The underlying distinctions focus on mechanisms of control and employment security which are at the heart of socio-economics of labour markets.



-



The matrix avoids theoretical assumptions by human capital or institutionalist approaches and allows testing and developing causal hypotheses.



-



It fully covers the field of wage employment, as the segments are mutually exclusive; other theoretically inspired typologies can be integrated.



-



The definitions can easily be operationalised by empirical indicators like the duration of employment spells and wages.
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Figure 1: Labour market segments and firm employment systems (FES) Internal Labour
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4. Questions and project design Our project started in 2002 and tried to avoid some of the shortcomings of research on the erosion of standard employment. We combined case studies with analyses of representative employer-employee-data and carried out telephone interviews with personnel managers of 800 companies in ten branches in East and West Germany with an explicitly comparative perspective. The first wave of this employer panel was carried out in autumn 2002, the second in autumn 2004; the third will take place in 2006. The survey focused on FES as indicated by the duration of employment spells. We wanted to know about the distribution of long-term, medium-term and short-term employment in small and medium or large companies (1-49 employees versus 50+) of selected branches. We also tried to identify the occupations and job areas that were filled with these three types of employment relations. Short-term employment was defined by spells of up to two years, medium-term employment by a time span between 2 and 10 years, and long-term employment by ten years and more. We asked managers with personnel functions how many and which positions of their establishment were, according to their experience, filled with short-, medium-, and long-term employment. To control the managerial estimates we additionally
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researched all available data of personnel statistics that could function as indirect indicators: the employment history of the firm, the distribution of age, tenure and turnover, etc. The selection of branches followed our interest to represent the existing variety of employment patterns in East and West Germany: we looked for stable and unstable patterns of employment in industry (chemical industry, mechanical engineering vs. construction and software) and the service sector (banking and health care vs. retail trade, further education, publishing, and consulting). Computer-assisted telephone interviews with an average duration of 40 minutes were carried out in autumn 2002 and 2004. We firstly explained our interest in letters, then contacted the companies by phone and asked for an appointment, for finally carrying out the interview. Contacting for an appointment was time-intensive but effective in terms of the response rate and the quality of interviews. The managers were well-prepared with personnel statistics of their company. The response rate was quite high (a third) compared to mail surveys. About 30 students needed 1200 work-hours for 800 interviews in two months.



5. Firm employment systems in East and West Germany - selected findings Eastern and Western Germany can – in many aspects – be considered as two distinct countries. -



West Germany has a strong industrial base with a strong share of medium and large companies which fuels a related service sector. The employment system generates jobs for about 85% of the workforce and high incomes. East Germany, after transition, lost about 50% of its employment volume, up to 75% in industry. Today its economy displays a rather weak industrial sector with predominantly small supplier companies and a rather consumer oriented service sector. There are jobs for only 75% of the remaining active workforce after large scale early retirement. The employment system is in many ways depending on subsidies from the West. Average income levels are 20% below West Germany.



-



The predominant gender arrangement in West Germany still is the male breadwinner model with female support. In East Germany the socialist double breadwinner model prevails, with the position of women in many cases strengthened where men are unemployed. 28



-



The West German model of collective bargaining and “dual vocational training” is – despite signs of crisis - still in place. In East Germany, collective bargaining only covers a small percentage of the economy; the system of vocational training depends to a high degree on state subsidies and is more public than “dual”.



From a researchers point of view these differences offer opportunities for an “international comparison” in one country. Because of its relative economic and institutional stability we expected a hegemony of long-term employment and Internal FES for West Germany. We expected a “wild East” in terms of non-standard employment, employment instability and insecurity for East Germany, because of the high unemployment and weak institutional stabilisers.



The Distribution of short-, medium- and long- term employment by branches A first glance at the distribution of employment patterns in Eastern and Western Germany reveals surprising results (see figure 1). Contrary to the expectations for West Germany, the project discovered a co-existence of long-term with medium- and short-term employment, rather than a hegemony of Internal FES: Our survey shows that more than two fifths of all positions are filled with short- and medium-term employment (see figure 1), organised in External FES. Contrary to the “wild East” hypothesis, we found a rather similar distribution of employment relations and FES in East Germany. The transition shock and the high unemployment seem to have contributed to the “social closure” of employment systems. However, detailed analyses of labour turnover and survivor rates for new entrants demonstrate, that there is a strong insider/outsider difference behind the overall picture (see Grotheer/ Struck in chapter X). A similar share of long-term positions in Internal FES goes along with a higher degree of turnover in External FES than in West Germany.
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Figure 2: Average share of long-, medium- and short-term employment in companies by branches all branches
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Source: SFB580-B2 firm panel 2004.



There are strong differences between the branches: in West Germany traditional industry (like chemical and machine-building industries) and service branches (banking) have more longterm employment than “new” economy branches (software, publishers, consulting) and low wage and female-dominated service sectors (retail trade, further education). The strong east-west differences in long-term employment in some branches can be traced back to different factors. Many companies of traditional industries in East Germany (like chemical industry) have an old workforce with no alternative on the External Labour Markets, resulting in “social closure” and a large share of long-term employment. This is a late result of the large-scale staff reductions during the early 90s, with average job losses in industrial 30



plants in the range of four fifths of personnel. After the dismissal of the young and an early retirement of the old cohorts, mid-aged personnel were the survivors who over time grew older (see Ketzmerick in chapter IX).



Firm employment systems (FES) and clusters of companies The higher share of long-term employment in some branches with predominantly female employment in East Germany (like health care) can be explained by the particular gender arrangement. For women in East Germany there is more economic necessity (high unemployment of men) and orientation (following socialist traditions of the doublebreadwinner model) towards stable and full-time employment than in West Germany. One of the objectives of our study was to identify employment patterns and FES on company level (see figure 3). All firms in our survey use short-, medium- and long-term employment in parallel, which indicates a company-specific mix of Internal and External FES. As a first step of analysis we clustered companies according to their shares of long-, medium- and shortterm employment1. As a result, we can distinguish three groups of firms: 1. predominantly Internal FES with long-term employment; 2. predominantly External FES with short-term employment; 3. predominantly External FES with medium-term employment (see figure 3). -



Companies in the first cluster, with predominantly Internal FES, have an average of 84% of long-term, 13% of short-term, and 28% of medium-term employment. They are concentrated in traditional branches of the industry and service sector (see figure 3). While most of the traditional industry and service companies (machine-building, chemical industry, retail trade, health services) have a low percentage of short-term and medium-term employment (average of 15%), companies with more discontinuity in production and markets (in construction, software, printing) use short- and mediumterm employment to a higher share (about 20 to 25%) parallel to long-term employment.



-



Companies in the second cluster with predominantly External FES based on shortterm employment (open systems) have an average of 63% of short-term, 11% of medium-term and 5% of long-term employment. These firms are to be found mainly in further education with a large share of teachers. Here a few “stable” planners organise



1



We used a K-means cluster analysis. The companies were clustered on the basis of the z-transformed shares of short-, medium- and long-term employees. The explained variance accounts for 71.5% of the total variance which underlines the good performance of the model.
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many courses and teachers which are employed on demand and on a contract basis. Likewise, in the construction industry there is a high share of companies using External FES with short-term employment. This is an answer to the strong seasonal and cyclical fluctuations construction companies have to deal with. -



Companies in the third cluster with predominantly External FES based on mediumterm employment (partly-open systems) have an average of 62% of medium-term, 25% of short-term, and 12% of long-term employment. These companies mostly have project-based markets and are situated in the construction and software industry. Here, labour is often organised in medium-term projects and employees change employers after completion of job. The use of External FES with medium-term employment is another way to deal with marked discontinuity.



A comparison of the distribution of the three clusters in East and West Germany confirms our insider/outsider hypothesis. While there is an equal share of companies with Internal FES, the share of External FES with predominantly short-term employment is significantly stronger than in West Germany. We are presently carrying out detailed causal analyses for the distribution of short-, medium and long-term employment on company level (see Schröder/ Struck 2005). Extensive multivariate analyses demonstrate that the distribution and development of these employment patterns are not sufficiently explained by human capital, segmentation and transaction cost theories. As a heuristic approach, the project experiments with more open and complex models including problems of availability of manpower, performance and control, and discontinuity in the volume of labour.
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Figure 3: Share of firms by predominant FES and branches
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6. Outlook Looking at 80 case studies in six of the ten industries helps to interpret the findings of our telephone survey and to develop hypotheses on the trends. Our findings for West Germany do not support the erosion thesis, they do, however, show a moderate decrease of long-term employment for the 90s. This was the case in medium- and large-sized companies that were subject to downsizing and flexibilisation strategies, while most of the small firms did not change their mix of Internal and External FES. For East Germany we can observe a trend of convergence to the West German “coexistence”-structure, while at the same time new differences emerged. After the transformation shock, large-scale redundancies, plant shutdowns and high unemployment in the early 90s, East Germany experienced a “renaissance” of long-term employment in a capitalist environment. Management and workforce - as a reaction to uncertainties and risks closed ports of entry and exit in many companies and branches. Over time, economic constraints forced companies to reduce their levels of stable employment, thus getting closer to the West German structure. At the same time, a strong insider/outsider difference emerged with high turnover rates at periphery positions. This was reinforced by public employment 33



policies, which created incentives for subsidised employment with fixed-term contracts and to “recycle” the unemployed. With respect to FES we can observe two trends: firstly, there seems to be an ongoing process of the transformation of Internal FES from seniority-based to more performance-based and individualised structures. Internal FES with few entry positions and vertical job ladders are evolving into more open and horizontal systems with an increasing number of entry and exit positions and less employment protection. Secondly, External FES gain in importance as a supplement to Internal FES within companies, as well as stand-alone systems in employers` core functions. These selected findings and hypotheses represent only a small part of the ongoing research and data analyses. Firstly, we are going to continue our company panel survey in 800 organisations of ten branches in 2006. Secondly, these findings are contrasted and confronted with analyses of representative employer-employee data (process produced by the German social security system). Thirdly, to specify and further develop our concept of firm employment systems (FES), we continue to conduct case studies and interview personnel managers and selected groups of employees. In the years to come, we would like to initiate an international discussion network, interchange of researchers and comparative projects around the question of External Labour Markets and firm employment systems (see chapter XII). References Baron, J.N./ Burton, M.D./ Hannan, M.T. (1996): The Road Taken: The Origins and Evolution of Employment Systems in Emerging High-Technology Companies. In: Industrial and Corporate Change 5: 239-76. Köhler, C. et al. (2004): Geschlossene, offene und marktförmige Beschäftigungssysteme – Überlegungen zu einer empiriegeleiteten Typologie. In: Köhler, C. et al. (Eds.): Beschäftigungsstabilität und betriebliche Beschäftigungssysteme in West- und Ostdeutschland- SFB 580 Mitteilungen Jena, Halle. Heft 14: 49-73. Lutz, B. (1987): Arbeitsmarktsstruktur und betriebliche Arbeitskräftestrategie – Eine theoretisch-historische Skizze zur Entstehung betriebszentrierter Arbeitsmarktsegmentation. Frankfurt/Main und New York. Campus. Lutz, B. (1992): The Contradictions of Post-Tayloristic rRationalization and the uncertain Future of Industrial Work. In: Altmann, N./ Köhler, C./ Meil, P. (Eds.): Technology and work in German industry. London and New York. Routledge: 26-45. Lutz, B. (1992): Education and Job Hierarchies – Contrasting Evidence from France and Germany. In: Altmann, N./ Köhler, C./ Meil, P. (Eds.): Technology and work in German industry. London and New York. Routledge: 257-273. Marsden, D. (1999): A Theory of Employment Systems: micro-foundations of societal diversity. New York. Oxford Press. 34
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Chapter IV Generalised precariousness or persistent segmentation? by Héloïse Petit1



1. Introduction During the 1980s, France was looking, as many other western countries, at the Japanese economy as the way out of the crisis. Mostly, the focus was on its particular, Toyotist, form of work organisation grounded on internal flexibility. This model was seen as the solution to the fading benefits of the Fordist model. At the same time, large restructurations were taking place in the labour market with the closing of several industrial plants. This introduced the question of external flexibility. Moreover, all throughout the 1980s, external flexibility was largely reinforced and perpetuated by the development of non-standard forms of employment (mainly short-term contracts). By the end of the 1980s, increased flexibility appeared as a general need to which firms were responding either internally or externally. Directly linked to these debates on firms’ needs for flexibility, a more recent strain of work expanded on the topic of labour mobility. Relating this debate, we will show how the focus on individual trajectories induced the rejection of a segmentationistic approach (part 1). Secondly, we will turn to different developments that emphasised the divergence in mobility patterns (part 2) and others that have integrated the flexibility debate into a dynamic segmentationistic scheme (part 3).



2. Recent controversies on the dynamic of labour market segmentation: the end of history hypothesis Before looking at the hypothesis and the debates it induced, we will summarise the French labour market development path over the past two decades.



1



I would like to thank Damien Sauze for his help in supplying statistical information. However, I remain responsible for any potential mistake in the text. 3 Source: “Enquête Emploi”.
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1990s: the growing fear of general instability Major tendencies in the labour market are increased unemployment and growing nonstandard employment. Since the mid-1980s, the French unemployment rate is constantly in the region of 10% and limited-term contracts (fixed-term contracts and agency work) today concern around 10% of the workforce (see table 1). Table 1: Structure of French active population Unemployment rate Share of temporary work agency employment among workers Share of fixed-term contracts among workers
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5.3



6.18



5.5



Source: “Enquête Emploi”, the reference population is private sector only, statistics by D. Sauze.



The report is even worse if you look at labour turnover: in 2003, nearly ⅔ of entries in employment are made on a fixed-term basis (more than ½ for outflows)3. Such changes led to a recurring diagnosis of growing instability. Typically, E. Maurin (2002) focuses on the growing risk of losing your job (and being unemployed) and diagnoses a generalised instability. He underlines that the probability of losing your job (and being unemployed) from one year to another increased from 3.2% in 1983 to 4.8% in 2000. In the same way, Germe, Monchatre and Pottier (2003) highlight the growing number of transitions in the labour market between 1974 and 2001 (either between jobs or between job and unemployment). The same kind of conclusion can be derived from the turnover rate in employment between the 1980s and 2000 (see table 2). Table 2: French labour turnover rate 1985



1990



1995



2000



20.6%



28.7%



25%



31.3%



Source: “Enquête Emploi”, reference population consists of private sector salaried workers, statistics by D. Sauze. Labour turnover rate = (hiring rate + separation rate)/2
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These facts led to the common hypothesis of a generalised precariousness in the French labour market. In a more sociological perspective, Castel (1995) adopts the conclusion of a generalised precarisation of workers. Is the concept of labour market segmentation still useful? The focus on growing instability relegated the question of labour market structure as a secondary one. Why distinguish between primary and secondary labour markets when every worker is considered as being in danger of losing his job? Growing instability leading to the “destabilisation of those who are stable” (Castel 1995), precariousness could no longer be confined to only one segment. Increased insecurity would have brought down the frontiers of Internal Labour Markets (Gautié 2002), putting all workers at the “same” level. As a consequence, Maurin, with the supporters of this thesis could conclude: “dual representations of society […] are no longer valid. They tend to reify into class distance differences which are often transitory and weaken with time” (1995: 10, our translation). Somehow, these analyses announced the end of history regarding labour market segmentation. The focus on labour instability induced the idea that a dual structure or even a segmented scheme was not accurate enough anymore to understand labour markets’ functioning. The idea of a small number of segments structuring labour mobility in the labour market was obsolete. The focus on generalised instability diverted researchers from the idea of a segmented structure underlying labour mobility. With the fall of the “Fordist firm” as a central organisational mode, the whole segmentationistic scheme fell down. Paradoxically, the focus on labour mobility contributed to blurring the frontiers, which was previously looked upon as structuring mobility patterns. Interestingly, such an interpretation led to a new form of representation of labour market structure, considered by its author as part of the “heritage” of segmentationistic theories: The Transitional Labour Market (TLM). Here, the notion of «heritage» is understood in a broad sense. What is kept from Doeringer and Piore’s seminal work (1971) is more a way to interpret economic facts, than particular concepts. Initiated in Germany, by G. Schmid (1995), the concept of TLM has been introduced to France and largely developed by researchers from the MATISSE, particularly B. Gazier (Schmid/ Gazier 2003; Gautié/ Gazier 2003).
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Whereas segmentationistic theories were grounded on the discontinuity of labour market structure, the TLM approach focuses on the discontinuity of individual trajectories. It proposes a positive analysis of transitions among (and inside) different statuses: employment, disability retirement, private household, education and unemployment. On a normative ground, the TLM theory proposes to construct “bridges” rendering these changes legitimised and socially protected. A new institutional scheme would then be needed to regulate discontinuous trajectories. Here, studies on the TLM connect with others also emphasizing the need to rethink labour contract law.



New political recommendations Actually, two different strains of political recommendations can be distinguished. On the one hand, labour is considered as an obsolete value to ground social links4 (Rifkin 1995; Méda 1995). Industrial societies, placing labour at the core of social organisation, would have been put into question by the growing instability of employment. Accordingly, it would be the time to replace labour as a central value, and turn to a wider notion as activity. This would notably enable to recognise housework or voluntary work as socially beneficial5. On the other hand, in a more judicial law perspective several authors directly proposed to reform labour law (Boissonnat 1995; Supiot 1999). Mainly, these propositions aim at defining an institutional scheme that would enable social recognition of the different possible positions in the labour market (studying, voluntary work, housework…). Such a scheme would render workers independent of their employer by obtaining a social status. Such propositions are in accordance with economic research on Transitional Labour Markets (Schmid/ Gazier 2003). Finally, the fear of a generalised instability in the labour market, and the corresponding focus on individual trajectories, often induced a loss of interest in segmentation matters. From my point of view, there are two weaknesses in this thesis. First, the empirical evidence is far from being clear and it appears quite useful to distinguish between different categories of workers to understand the changing stability patterns in the best way possible. Second, increased precariousness does not inevitably induce the obsolescence of a segmentationistic approach. We will deal with these questions in the two following sections.



4



As the references make obvious, these debates are not only French, but take place in an international perspective. 5 This thesis therefore introduced a risk of a dual society where those excluded from the labour market (women and older workers for example) would be constrained to “other” forms of activity.
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3. Towards differentiated empirical evidence If there is evidence of increased labour turnover, it is also possible to show that, at the same time, job tenure did not lower in France (Auer/ Cazes 2003; Ramaux 2005). In fact, according to Auer and Cazes (2003), average job tenure even increased from 9.5 years in 1982 to 11.1 years in 2000. Increasing labour turnover and lowering average job duration has been accompanied by a rising average tenure6 (see figure 1). Hence a complete picture of the development path of job mobility over the past decades encompasses two coexisting trends: one showing increasing instability – with increasing labour turnover and lowering average job duration; the other showing increasing stability – with rising average tenure. Figure 1: Different indicators of job stability
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Source: data from Enquête Emploi (for job tenure statistics) and DMMO (for duration and labour turnover rate statistics), statistics by D. Sauze (definition see in the footnote).



Sauze (2003) proposes an interpretation of this empirical puzzle by increasing inequalities: Whereas the more stable were getting even more stable, it has been the opposite for the less stable of employees. Unemployment and the spreading of fixed-term contracts and agency work did increase instability, but this tendency focused on the less stable workers. Increased instability concerned those who were already the more instable. Such divergence can well be 6



It may be useful here to recall the definition of these terms: average job duration is the average length of the employment relation in a given year. Average tenure is the current seniority of an employed worker at the time of the survey.
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illustrated by the distribution of job tenure: on the whole, job tenure increased, but the share of those with less than one year tenure also increased (see table 3). Table 3: Proportion of job tenure of less than one year and average tenure in France Less than 1 year tenure Average tenure



1982



1985



1990



1995



2000



13.8%



12.2%



16.7%



14.4%



15.8%



9.5



10.1



9.7



10.4



11.1



Source: OECD in Auer/ Cazes 2000 and 2003.



High unemployment and the development of non-standard contracts did increase job instability but this was concentrated only on one particular share of the population: the less stable. There has been a rise in inequalities regarding job stability. Finally, we could say that it is mainly the form of mobility that has changed rather than its level (Sauze 2003). Forced transitions (due to contract type or unemployment spells) replaced voluntary ones. Hence, if mobility patterns did change, it is exaggerated to diagnose a generalised destabilisation of workers. We will now turn to the theoretical, segmentationistic, interpretation of these recent trends in labour instability.



4. Towards a renewed history of labour market segmentation In this section, we will argue that the end of history thesis, regarding labour market segmentation, is mainly due to a particular concept of the segmentation scheme (Petit 2004). The diagnosis of an obsolescence of the segmentationistic approach seems to be directly linked to the way in which Internal Labour Markets (ILM) are defined. Indeed, as soon as their definition focuses on a single empirical criterion, any change in employment practices will lead to the obsolescence of the concept. The notion of labour market segmentation then becomes particularly fragile. For instance, if ILMs are strictly defined by fixed, guaranteed, career paths, the spreading of new, flexible management practices is interpreted as a decline of the ILM. This is what seems to have happened with the change in employment practices in the 1980s. Piore’s move away from the segmentationistic approach can be interpreted in the same way. When he, with Sabel (Piore/ Sabel 1984), introduced the concept of “flexible specialisation”, the notion of a primary sector has lost its “raison d’être”. Here we shall remember how Piore (1980) grounded the duality in labour markets in the duality in product demand. The primary 41



sector faced a stable demand and therefore was able to put ILM policies in place. At the same time, the secondary labour market responded to the instable part of demand. Consequently, when new forms of flexible organisation were introduced, enabling primary sector firms to respond to either a flexible or a stable demand, the reason for Labour Market Segmentation (LMS) was abandoned. De facto, Piore’s more recent work moved away from segmentation topics. However, not every labour economist rejected the segmentation approach in the 1990s. In France, among the researchers still using the terms of LMS, there have been two different non-exclusive responses to this theoretical dead end: either they consider that segments have changed in shape7 or, they consider that a new segment has emerged through the development of Occupational Labour Markets (OLM)8.



The hypothesis of persistent segmentation Petit (2002) proposes a two stage redefinition of LMS. First, human resources management policies are defined as giving the opportunity for a career (ascending mobility) or not. Obviously, firms giving such an opportunity, whatever their form is, are considered as being part of the primary segment (and vice versa for the secondary segment). Second, the employer’s choice of a particular management policy is linked to the firm’s relation to the labour market, the product market and the financial market. Such a theoretical scheme enables a dynamic interpretation of labour market segmentation. An empirical study of the diversity of labour management policies enables us to specify the dynamic path of labour market segmentation in France (Petit 2003). First, the statistical analysis device renders evident that a dual structure persists in the labour market. We could clearly oppose firms spending money on training, using pay raise and promotion as management devices. Furthermore, we could oppose firms doing the strict minimum by frequent negotiations in these matters. Such duality can directly be interpreted as a duality in career opportunity. Besides, primary sector firms are not seen as identical to those described in the 1970s, mostly because of the spread of individualisation. Each individual has the opportunity to have a career but there is no general guarantee that it will happen.



7 8



Such an approach has been elaborated in the MATISSE. Such an approach is typical of the IRES or LEST research institutes.
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Finally, ILMs have not “disappeared”, but changed. A dualistic labour market structure still seems appropriate even if the forms taken by primary segment or secondary segment management policies have changed. This approach relies on the hypothesis of a structuring power of the diversity of management policies (Michon 1992; Petit 2002). It can be called “demand-sided” in studying segmentation, whereas other approaches studying labour market structure focus on the “supply-side”, i.e. on mobility patterns in the labour market.



The hypothesis of a new segment Another strain of work has focused on an interpretation in terms of Occupational Labour Markets (OLM). Up to the 1980s, there was a typical contrast of the French and English labour markets: the former being the place of ILM, the latter being the place of OLM (Eyraud/ Marsden/ Silvestre 1990). Yet, some argue that increasing mobility in the French labour market (at least for some parts of the population) led to the emergence of OLM or at least to the weakening of the differences between the French and English cases (Germe/ Monchatre/ Pottier 2003; Lefresne 2002). Mostly, these studies put forward the expansion of the external mobility-career path in the French labour market by the end of the 1990s. Such a result is not contradictory to the first hypothesis on the persistence of segmentation. On the contrary, they seem rather complementary as shown in Petit (2003). Empirical evidence confirms both the persistence of the ILM thesis and the development of the OLM thesis. Occupational Labour Market is then interpreted as an upper-level primary segment (Piore 1975) where career paths go through external mobility. Finally, speaking in terms of segmentation appears to be still quite useful to understand the functioning of the labour market. These analyses do not deny the fundamental changes that took place in the 1980s but rather integrate them in a global interpretation scheme. They should not be opposed to the studies focusing on transitions. They rather constitute a context in which these theses could be reinterpreted. Not every worker is in the same position regarding new risks in the labour market. Instability and precariousness do not have the same shape and consequences whether primary or secondary sector workers are concerned.
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5. Summary and conclusions Since the 1980s, the development path of the French labour market is marked by high unemployment and the multiplication of non-standard employment. These changes induced an increase in job turnover rates and a decrease in average job duration. Consequently, the national debate focused on the supposedly induced “generalised instability”. External mobility, transitions, are at the heart of a new labour market concept. It then seemed to be the time for the end of history regarding labour market segmentation theories. In this vein, work on “Transitional Labour Markets” was developed and new political concepts were put forward. The former stable employment contract scheme was considered as obsolete. In this paper, we questioned this thesis in two ways: on an empirical and on a theoretical ground. On one hand, we underlined that increased instability mainly concerned one particular group of workers: the less stable. At the same time, the average tenure for those already in work for more than a year did increase. Apparently, there has been a rise in inequality regarding job instability rather than a generalised wave of growing instability. This underlines the necessity of still considering workers as different groups and not as facing the same global instability problem. Accordingly, this leads us back to a segmentationistic approach. On the other hand, we emphasised that dismissing the segmentationistic approach was partly due to a restrictive concept of ILM. Introducing a wider definition enables us to have a dynamic interpretation of labour market structures. We can then say that Internal Labour Markets have not vanished but changed in form. In the end, two streams of research have been defined: the first focuses on transitions and job instability, the second, centres on the dynamics of LMS. There are bridges linking the two but they are still weak and not emphasised. Strengthening these bridges may constitute an adequate research agenda.
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Data sources: Enquête Emploi is the French version of the labour force survey. It gives annual information on the total population. Surveys are sent to the households. Information is collected on a monthly basis for 2 years. DMMO (Déclaration mensuelle des mouvements de main-d’œuvre). Enterprise level administrative declaration of any entry or departure of workers (except agency work). It is done on a monthly basis and concerns any firm of more than 50 workers. References Auer, P./ Cazes, S. (2000): L’emploi durable persiste dans les pays industrialisés. In: Revue Internationale du Travail. vol. 139, 4: 427-459. Auer, P./ Cazes, S. (Eds.) (2003): Employment stability in an age of flexibility. Evidence from Industrialized countries. In: International Labour Office. Genève: 22-58. Boissonnat, J. (1995): Le travail dans vingt ans. Rapport pour le Commissariat Général au Plan. Odile Jacob. Paris. Castel, R. (1995): Les métamorphoses de la question sociale. Fayard. Paris: 490ff. Doeringer, P./ Piore, M. (1971): Internal Labour Market and Manpower Analysis. Heath Lexington Books. Lexington: 214ff. Eyraud, F./ Marsden, D./ Silvestre, J-J. (1990): Marché professionnel et marché interne du travail en Grande-Bretagne et en France. In: Revue Internationale du Travail. vol. 129, n. 4: 551-569. Gautié, J. (2002): Des marchés internes aux marchés transitionnels. Communication au colloque organisé par le Centre Saint-Gobain pour la recherche en Economie. Juin. Paris: 30ff. Gautié, J./ Gazier, B. (2003): Les marchés transitionnels du travail: à quel paradigme appartiennent-ils?. Communication au colloque “Conventions et Institutions: approfondissements théoriques et contributions au débat politique”. décembre, Grande Arche de la Défense: 15ff. Germe, Monchatre et Pottier (2003): Les mobilités professionnelles: de l’instabilité dans l’emploi à la gestion des trajectoires. La Documentation Française. Paris: 126ff. Lefresne, F. (2002): Vers un renouvellement de l’analyse segmentationistice. In: Economies et Sociétés, série “Socio-Economie du travail”, n. 22. Maurin, E. (2002): L’égalité des possibles. La nouvelle société française, Seuil, Coll. La république des idées. Paris: 78ff. Méda, D. (1995): Le travail. Une valeur en voie de disparition, Aubier, coll. Alto, Paris: 358ff. Michon, F. (1992): The Institutional forms of work and employment: towards an international historical and comparative approach. In: Castro, A./ Méhaut, P./ Rubery, J. (Eds.): International integration and labour market organisation. Academic Press. London: 222-243. Petit, H. (2004): Cambridge contre Cambridge: une version segmentationniste. Economies et Sociétés, série “Socio-Economie du Travail”, n. 23. 45
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Institutional background Research laboratory attached to the University of Paris 1, “Panthéon – Sorbonne” and the CNRS (“Centre National de Recherche Scientifique”). The laboratory contains nearly 180 researchers (including more than one third of PhD students). Research topics vary and cover labour economics, industrial economics, cultural economics and statistics. Labour economics is one of the main areas of research. It encompasses a wide range of topics from the analysis of institutional contexts (welfare state, social policies, employment policy…) to the study of employment practices (diversification of employment contracts, new forms of labour subordination, workers qualification…). Main Publications Petit, H. (2004): Cambridge contre Cambridge: une version segmentationniste. En: Economies et Sociétés, Série Socio-Economie du travail (AB), n. 23. Petit, H. (2003): Les déterminants de la mise en œuvre d’un mode de gestion de l’emploi. En: Economie et Statistique, n. 361. Petit, H. (2003): Is the concept of labour market segmentation still accurate in France in the 1990s? International Working Party on Labour Market Segmentation, Rome (Italie), September. Petit, H. (2003): Fondements et dynamique de la segmentation du marché du travail. Une analyse sur données françaises, Ph D thesis, University Paris 1 Panthéon-Sorbonne, 339 p, December. Petit, H./ Sauze, D. (2005): The employment relationship as a risksharing device. A study of two centuries of french employment contracts. SASE 17th annual conference, Budapest, Hungary, july. Lemière, S./ Perraudin, C./ Petit, H. (2003): French establishment’s employment and work policies in 1998: An analysis based on Kohonen’s algorithm. In: Lesage, C./ Cottrell, M. (Eds.): Connectionist Approaches in Economics and Management Sciences. Kluwer.
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Some Notes on Occupational Labour Markets - A comment to Heloïse Petit by Holle Grünert∗ Against the background of dramatically risen unemployment and a growing importance of instable and precarious employment (the share of fixed-term contracts and the share of agency work among workers are quoted to support the statement) Heloïse Petit asks whether the theoretical labour market concepts which possessed highly explanatory value in the past, are still able to explain the present situation adequately. This holds especially for concepts or theories about labour market segmentation. Petit argues both ways, empirically and theoretically. With regard to the empirical side she points out: The risks of unemployment and of precariousness are not evenly distributed across the work force. On the contrary, the employment situation of groups with stable employment became rather more stable while instability among the groups with instable employment increased even more in France during the last two decades. This development would prove the indispensability of segmentationalist theories for explaining the current situation. So far, Petit can doubtlessly be agreed with. Statistical data and the public discussion in Germany point in the same direction. Furthermore, Petit explains that segmentationalist approaches in their traditional, dualistic form do not longer suffice to realistically explain changed employment structures and to give explanations for the new direction of labour market policy. This view must also be agreed with. This is the easier when considering that the model of a three-segment labour market, consisting of the Secondary External Labour Market, the Internal Labour Market (ILM) and a certain kind of Occupational Labour Market (OLM), has become predominant in Germany for a long time (see amongst others Lutz/ Weltz 1966; Lutz/ Sengenberger 1974; Sengenberger 1975, 1987, 1992; Lutz 1987).1 Also current debates (see amongst others Köhler’s contribution in this volume) are based on this model, partly in agreement, partly critical of it or further differentiating.



Holle Grünert is member of the Interdisciplinary Research Group SFB 580. See appendix I, B1. The restriction to „a certain kind of occupational labour market“ refers to discussions about entry criteria and entry barriers of labour markets. In the older literature on labour market structures in Germany, the peculiarities of the German system of vocational training and vocational certificates played an important role especially when comparing it to the educational system in France (for the German-French comparison see for example Lutz 1976, 1981, 1989; Boyer/ Lutz 1992). But it seems to me that the German concept of inter-firm labour markets in Germany is perfectly compatible with an understanding of OLMs as Marsden (1986, 1999) promotes it. ∗ 1
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Petit then suggests – following Piore (1975) – an own model of a tripartite labour market. Her attempt to develop the concept of the ILM further and to combine it with the OLM in a new way is promising. At the same time it provokes, especially against the background of the different national experiences, a series of questions and remarks. Here, I would like to focus on three sets of those remarks and questions. They refer to: 1) the concept of an (exclusively) vertical segmentation of the labour market in Petit’s model 2) the employers’ interests in Occupational Labour Markets 3) the process character of labour market segmentation and thus the dimension of time in the examination of different segments Firstly: Petit’s starting point are the ILMs. She argues for a more extended use of the term ILM than is still the case in many textbooks. Instead of going through a “list” of features of ILMs (and asking oneself every time whether there is an ILM at all when a feature is missing or modified) she encourages using only one main criterion, namely the contribution of the employment strategies of firms to the career opportunities of their employees. This criterion is then generalised to all primary labour market segments, i.e. not only to ILMs but also to OLMs. But exactly at this point, the critic has her doubts. The criterion could be too restrictive for OLM. The existence and functioning of OLM depends to a large extent on an ensemble of institutional pre-requisits which allow the employers to find qualified labour on the market relatively precisely to their demand and which allow if not even guarantee the employees the transferability of acquired rights and claims from one employer to the next. Career opportunity may be contained in that but does not have to. In many cases Occupational Labour Markets only safeguard (or intend to safeguard) inter-firm employment security against unemployment or downward mobility. This applies more than ever under the current conditions of high unemployment. There are, of course, differences between OLMs for different occupations and on different skill levels. As for the use of terms there is no clarity in this field yet. The distinction between Vocational Labour Markets on the level of skilled workers, on the one hand, and Professional Labour Markets on the level of academics, on the other hand, is by far not precise enough
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though it may offer a first approximation to what is meant.2 In other words and more explicit for our purposes: If Petit adopts upward mobility as criterion of definition for the Occupational Labour Market, too, if she distinguishes between advancement by staying with the employer (ILM) and advancement by changing the employer (OLM), she can only have in mind particular OLMs, for groups of artists3, scientists and higher managers with rather frequent job changes as the usual way of successful careers. For many others – skilled workers as well as bigger groups of academics – participation in OLMs is not primarily about advancement but about inter-firm employment security against unemployment and downward mobility. The limitation of the OLM concept to the outstanding part of highly qualified employees seems to be intended by Petit. With reference to the earlier mentioned work by Piore (1975) she calls the OLM “upper-level primary segment” of the labour market. Thus she presumes, by the criterion of career mobility, a vertical layering with the secondary sector being at the very bottom, the ILM quasi in the middle (as a “lower-level primary segment”) and the OLM at the top. This may be done for certain purposes. But one should be aware that large parts and important functions of the OLM remain excluded. Secondly: If OLMs, as Petit presumes, embody the upper-level primary segment (but also, if they constitute relatively restricted part of the primary sector in another way), the question on ways and criteria of access arises. This is not only a question on the individual level but also one on the firm and inter-firm level. The determining factor seems to be that employees who succeeded in entering OLMs possess competences which -



are essential for all or many or certain companies



-



cannot be obtained in the usual way by learning by doing or career paths in ILMs



-



provide and secure the employees who possess these competences with a relative advantage (be it in the form of additional income, be it in form of a better protection against loss of status when changing companies)



Who is willing and able to develop such competencies and to bear the connected costs? Why do companies accept the risk of supply shortage and other vulnerability for external 2



Possibly, the search for such distinctions in terms is specific to the German discussion (see Schmid 2002a – in particular 2002a: 87 – for a German and 2002b for a foreign readership). 3 Labour markets for artists bear, not without reason, great scientific attraction also for Schmid (2002c). He investigates them as example of a new (or of growing importance) type of “network-labour markets”, which – as he believes – are to be placed between the traditional internal and external markets.
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disturbances which are inseparable from taking part in OLMs? Who controls in which way the access to education which provides the essential competencies for OLMs? And finally: Can the structures of the ILM be combined with those of the OLM? Are there not firm-intern segments which are only accessible via OLMs? Can companies – for correspondingly different groups of employees – not at the same time be active in the primary sector and in the secondary sector of the labour market? In that regard, the strict assignment of certain companies to certain segments of the labour market (primary sector firms, secondary sector firms, etc.) and the thus indirect equation of employment strategies or employment policies of firms and labour market systems seems rather simplified. Thirdly: Finally, the process character of labour market segmentation and the dimension of time in the development, consolidation and erosion of labour market segments should be considered as well. Viewed from above, very different criteria can be applied and – according to the criterion applied – very different labour market segments can be “cut out”: ILMs, OLMs, mixtures of both or possibly totally different forms. Only a longitudinal observation over time will show (more or less clearly) which of them will remain in the long run and which were of rather accidental or transitional nature. Let us take the example of the access to OLMs: In the labour market discussion, especially in Germany, the importance of certified qualifications has been stressed again and again. At the same time, however, the validity of that criterion – and in extreme cases the validity of the OLM concept itself – has been questioned by referring to tendencies of flexibilisation of production and job structures which might lead to the breaking up of occupations and an obsolescence of former vocational qualifications. A twofold longitudinal observation would be helpful in this case: along the individual career paths and along the creation of new fields of occupation. Both involve empirical difficulty, of course. From the perspective of career paths, the observation should show whether and in which way there is a shift in the importance of formal qualifications (in particular basic training and university degrees) vis a vis skills which were acquired in other ways, possibly in an informal way. However, it could also show how and to which extent interruptions in occupational career path – be it by unemployment, be it by inferior or other inadequate employment – result in a loss of access to particular OLMs or lead to a deterioration of the position in the labour market. 51



From the perspective of structural change and the creation of new fields of occupation it might be interesting to ask: Where do persons with the skills required come from when a new field of occupation is emerging? Will there develop more formalised ways of access to the market (and, on the contrary, of exclusion from that market) over time? As for example, is software engineering in this regard a pioneer for a new type of External Labour Market in which the access is no longer dependent on certified qualifications or does it rather represent a temporal opening up in the formation phase of a developing partial labour market? It is the merit of Heloïse Petit´s contribution to bring back segmentation concepts into the ongoing debates on structural change in labour markets and in this way to stimulate questions and discussion on the topic of OLM. References: Boyer, R./ Lutz, B. (1992): Le système allemand de formation professionelle: principes de fonctionnement, structure e évolution. In: CEREQ (éd.): Collection des éstudes Nr. 61. Paris: Centre d’Études et de Recherches sur les Qualifications: 137-157. Lutz, B. (1976): Bildungssystem und Beschäftigungsstruktur in Deutschland und in Frankreich – Zum Einfluss des Bildungssystems auf die Gestaltung betrieblicher Arbeitskräftestrukturen. In: Mendius, H.-G. et al. (Hg.): Betrieb – Arbeitsmarkt – Qualifikation, Bd. 1. Frankfurt/Main und München: Aspekte: 83-151. Lutz, B. (1981): Education and Employment: Contrasting Evidence from France and the Federal Republic of Germany. In: European Journal of Education, Vol. 16, No. 1: 7386. Lutz, B. (1987): Arbeitsmarktstruktur und betriebliche Arbeitskräftestrategie – Eine theoretisch-historische Skizze zur Entstehung betriebszentrierter Arbeitsmarktsegmentation. Frankfurt/Main und New York. Campus. Lutz, B. (1989): Effet sociétal ou effet historique? – Quelques rémarques sur le bon usage de la comparaison internationale. In: Association internationale des Sociologues de Langue francaise [AISLF] (éd.): Le lien social – Identités personelles et solidarités collectives dans le monde contemporain. Actes du XIIIe Colloque de l’Association internationale des Sociologues de Langue Francaise. Genève, 29 août – 2 septembre 1988, Vol. 1. Genève: Université de Genève: 53-66. Lutz, B./ Grünert, H. (2004): Beruflichkeit, das Risiko von Arbeitsmarkt-Mismatch und offene Fragen. In: Rabe-Kleberg, U. (Hg.): Der gesellschaftliche Umgang mit Ungewissheit – Berufe und Professionen als Beispiel. Mitteilungen aus dem SFB 580, Heft 13. Jena und Halle: 59-66. Lutz, B./ Sengenberger, W. (1974): Arbeitsmarktstrukturen und öffentliche Arbeitsmarktpolitik – Eine kritische Analyse von Zielen und Instrumenten. Göttingen: Schwartz. Lutz, B./ Weltz, F. (1966): Der zwischenbetriebliche Arbeitsplatzwechsel – Zur Soziologie und Sozioökonomie der Berufsmobilität. Frankfurt/Main: Europäische Verlagsanstalt. Marsden, D.W. (1986): The End of Economic Man? Custom and Competition in Labour Markets. Brighton: Wheatsheaf. Marsden, D.W. (1999): A Theory of Employment Systems: micro-foundations of societal diversity. New York: Oxford University Press. 52
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Concepts and Empirical Findings Eastern Europe
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Chapter V The case of Poland - Recent changes of non-standard employment and labour market flexibility by Gabriela Grotkowska



1. Introduction – The Polish labour market The purpose of this paper is to shed light on some aspects of actual flexibility of the Polish labour market, namely the incidence of non-standard forms of employment (giving particular attention to two forms of this kind of employment: part-time employment and employment on fixed-term contracts) during the transition period in Poland. The other objective is to present changes in job stability, measured as an average job tenure with given employer. Particular attention is given to the role of the socio-demographic characteristics of the labour supply and gender profiles since it seems that the incidence of non-standard forms of employment differs significantly between different groups of employees. The analysis focuses on the results of the legal changes introduced in recent years (for more detailed presentation of institutional changes in recent years, Grotkowska et al. 2004). Most analyses base on the raw data of the Polish Labour Force Surveys. In this section we are going to present a first overview of the situation at the present Polish labour market. Among all 25 members of the enlarged European Union, Poland is a country with particularly poor labour market performance and low use of labour resources. In the second quarter of the year 2004, the number of the unemployed reached 3.23 million4 (unemployment rate accounted for 19.1%5) and 56.0% of the population aged 15 or more remained unemployed or out of the labour market (GUS 2004b). Both indicators, unemployment and non-employment rates, belong to the highest among OECD countries. Only since 1998, the Polish economy has net losses of at least 1 678 thousand jobs6, and the unemployment rate has almost doubled (see figure 1), although the economy recorded a positive real GDP growth rate each year. 4



All data referring to labour market performance, if not stated otherwise, comes from the Polish Labour Force Survey. 5 Different structural unemployment rates estimates vary between 12% and 15% (Kwiatkowski et al. 2003; IMF 2003; Socha/ Sztanderska 2003). 6 According to the PLFS data. According to the firms’ data, the decline in employment is even higher, because of the correction of the number of employees in agriculture based on the National Census 2002 data. The economy's employment was, at the end of year 2002, by 3 538 thousand lower than employment at the end of the year 1998.
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Figure 1: Employment, Unemployment and Not-in-the-Labour-force (thousands)
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Source: GUS (2002) and GUS (2003).



Figure 2 suggests that the period of slowdown of the GDP growth rate at the turn of the centuries has been paralleled by the fall in employment, the rise of the labour productivity and the unemployment rate. During the period of 1999 – 2003, real GDP rose by 15%, but the number of employees dropped by 10% (PLFS data). Figure 2: Unemployment rate and the annual rate of growth of GDP, employment and labour productivity (%)



20 15 10



GDP E u



5



LP 03 20



02 20



01 20



00 20



99 19



98 19



97 19



96 19



95 19



93



94 19



-5



19



19



92



0



Source: GUS (2004a).



The process of employment restructuring in Poland consisted mainly in the reduction of employment: a growing average job tenure is its indirect proof, as well as a growing average 56



time, spent in unemployment or inactivity. Dismissals – in almost insignificant degree – were compensated with hiring of young, better educated workers. This process has been reflected in the employment structure by education level, where we have observed a falling share of low educated and a growing share of high-educated persons, particularly among women (see figure 3). Figure 3: Changes in education structure of employment by gender
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Persons who lost their employment usually became permanently unemployed or inactive. The registered unemployment rate rose from 10.4% in 1998 to 18% in 2003 (GUS 2004a). In spite of the recovery observed in the year 2003, the employment is still falling, although at slower pace. In the same time, we observed a dramatic growth of the average time spent in unemployment (the share of the unemployed searching a job for more than a year grew from 35% in 1998 to 48.7% in 2003, and the average duration of unemployment reached 16.3 months in 2004). Another alarming process is the growth of the population which is economically inactive. In the later case, it seems that in spite different changes in social policy, the main reason of falling economic activity is relative attractiveness of different social benefits. It concerns mainly badly educated persons, whose real wages are still relatively low. Such a dramatic aggravation of the labour market situation raises very important questions to be answered by the observers of the Polish labour market. To what degree is the decline in 57



employment and the rise in unemployment related to an unfavourable business cycle phase and to what degree should it be linked with restructuring processes and adjustments to EUstandards? Do institutional barriers (and in what markets) exist in the Polish economy (with a higher degree than in other countries) that hinder the creation of new jobs and reallocation of workers? All these questions still wait to be answered. Hence, a glimpse on the development of non-standard forms of employment and job tenure may be useful for searching for an explanation of labour market developments in Poland. While analysing the changes in the incidence of non-standard forms of employment and job tenure, we should bear in mind that there have been significant changes in the institutional set up of the Polish labour market that occurred in the 1990s, particularly in the recent years. Poland generally has rather chosen the neo-liberal path of transition, compared to other countries of Eastern and Central Europe (the so-called “shock therapy”). However, there were some periods of strong social protection as well, particularly at the beginning of the 1990s, where the generous system of social welfare was supposed to secure social support for reforms versus the market economy. But in the last 5 years, Poland has liberalised its labour market to the highest degree among all OECD countries. If you measure changes in employment protection legislation in the period between 1998 and 2003, with methodology used by the OECD (OECD 1999), Poland has de-regulated its labour market by 35%7, which is the highest score among all OECD countries. This significant change in the institutional set-up of the Polish labour market poses new challenges for empirical research on labour market performance and non-standard forms of employment in particular. Generally, there is no controversy on the fact that labour market flows significantly fell during the recent 5 to 7 years and that the stability of the labour market grew. The problem, why we have observed such a phenomenon, in spite of serious reforms aimed at improving labour market flexibility, is still an open question.



2. Job tenure profiles Job tenure is defined as the duration of employment (in months) with the last employer (based on the answer to the question from the PLFS questionnaire on month and year of getting employed with the current employer). This analysis refers therefore to the whole population 7



Own accounts based on the methodology from OECD 1999 and on data from OECD 2004.
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of the employed included in PLFS, however, it does not take into account the unemployed persons’ experience8. Among OECD countries, Poland belongs to a group of countries with relatively long job tenure (11.7 years in 20039). The analysis of data concerning changes in job tenure and its distribution by gender, age, education and sectors of economy, gives surprising results. Average job tenure fell from 153.4 months in 1994 (the first year when the question on job tenure appeared in the PLFS questionnaire) to 138.6 months in 1998 to increase again to 140.0 months in 2003. Therefore it seems that we have observed a falling job security during the initial part of transformation but also during the recovery observed in the mid-1990s and then growing job tenure in the late 90s with deterioration of the business cycle. We could have thought that the reason for this recent change is the outflow from employment of persons loosely linked with the labour market: young people, women and low-skilled workers. However, the average job tenure of young people and of people with lowest qualifications grew (the growth was significant in the case of workers with basic vocational education). Only female job tenure insignificantly decreased (see figure 4).



8



However, we should notice that the other method of measuring job stability is the average job duration calculated on the basis of labour market flows (see: Grotkowska et al. 2004). Using average duration of employment as a measure of job stability lets us estimate the length of time needed for a complete exchange of the whole population of employees. Therefore, with this tool we may assess the chances for restructuring employment. While analysing employment duration, we may answer the question, what the rotation of the employees is, whereas in the case of job tenure, the data based on stock analysis (average actual job tenure of people being employed) rather give us information on their professional past. Growing length of job tenure may be related to the growing scale of redundancies, if employers first dismiss employees with short job tenure. However, in a such case, employment duration will fall. Therefore, both measures cannot be fully substituted. Taken together they can give better insight into the turnover of the labour market. However, in this paper we focus on stock analysis: only job tenure with the last employer is analysed in this paper. 9 All statistical data in this chapter comes from the author’s own accounts based on the raw data from LFS from the period 1998-2003.
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Figure 4: Average job tenure in month by gender 165
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Source: author’s calculations based on LFS raw data.



Average job tenure increases with the age of the employees. It is typical for all countries, that young people are the most mobile ones. However, young women have shorter job tenure than men (although the differences are not very significant), and elder women (45 years and elder) have a considerably longer tenure. We may suspect that young women, because of periodical breaks in employment, related to maternity and traditional family functions, are forced to more frequent interruptions or changes of work, while elder women change their employer relatively rarely. Probably they are not interested in changes of their job: they rather search for employment stability. At the same time, the employers do not put pressure on them by threatening to replace them by other employees. For the whole transition period, men’s job tenure has been shorter than women’s. The change was not similar for any of the genders. It was clearly related to the business cycle phase: it fell until 1998, then grew and fell again in recent years (2002 – 2003). Longer job tenure of women, is first of all the result of their more frequent (than on average) employment in the public sector. The average job tenure in the public sector is about twice as long as in the private sector, both for men and women. Since almost 40% of women are employed in the public sector (the same share for men accounts for 27%), they have therefore more stable employment guaranteed. However, inside both sectors, women have a little shorter job tenure than men. 60



In the same time, job tenure fell for the group of workers with high qualifications (i.e. with tertiary education), among professionals. It is quite surprising that we can find an inverse relation between the length of job tenure and education level, both for men and women. Workers without education have a four times longer average job tenure than workers with tertiary education (this relation is slightly higher in the women’s case). It could be interpreted as a reflection of uneven benefits from a labour market under transition circumstances. People with higher education levels are more prone to benefit from new opportunities in transition labour markets. Another surprise is the significant growth of job tenure in the private sector: between 1994 and 200110 for men it increased by 41%, for women: by 38%. In the same time the stability of the employment in the public sector grew for both genders as well (by 12-13%). Job tenure varies significantly in the different sections of the economy. It is particularly short in household-related services, in hotels and restaurants, trade and repair, and construction. Women are over-represented in those sections of employment (except for construction), and this affects the permanence of their employment. A part of the employment in those sections is of seasonal or temporary character. However, relatively high employment of women in health care and education, where employment conditions - particularly in the public sector are very stable, influences the average job tenure of women in the opposite way. The number of hours of work is often lower in those sections than the average in the economy, which seems to be favourable for combining the professional and family role of women. It may be an explanation of women’s high interest for undertaking employment in those sections. Changes of average job tenure by NACE sections are generally similar for both genders (clear growth of tenure for health care, education, public administration and all industrial sections and a clear decline of job tenure for fishery, construction and real estate and business services). However, there are sections where differences are revealed: average job tenure in the section hotels and restaurants grew by 17% for women and dropped by 13.8% for men, and in financial services it similarly grew by 21.6% for women and dropped by 9.8% for men. Finally, as for the firm size, the job tenure for employees working for small firms (up to 5 10



2001 was the last year when the GUS used the methodology of four classes of ownership sector in the PLFS: state, communal, private and collective. Since 2002, a new methodology only with public and private ownership has been used. It does not allow for coherent comparison through the whole period.



61



persons) generally fell (by 5.4% for men and by 17.0% for women). As for women, their average job tenure grew for all other types of firms, with the exception of the biggest enterprises employing more than 100 persons, where average job tenure for women dropped by 2.5%. As for men, job tenure grew only in the case of medium-sized firms (51 – 100 persons) – by 4.6%. In other cases, employment stability declined – but less than 5%. Figure 5: Structure of the employment by job tenure, in month 25,0% 20,0%
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Source: author’s calculations based on LFS raw data.



Figure 5 shows changes of the structure of the employment by job tenure that occurred in the last 5 years. A clear pattern is easily visible: the share of persons with short tenure (up to 2 years) is falling, while the share of persons with tenure longer that 24 months is growing. Generally, the domination of the employees with longer tenures prevails.



3. Non-standard forms of employment Part-time employment and fixed-term contracts are two main forms of non-standard employment in Poland. Agency employment is still at the initial stage of its development, although the legislation concerning this kind of employment has been highly liberalised in the recent period. Another form of non-standard employment, although often not legal, is to conclude a freelance contract instead of an employment contract. Although there is no statistical evidence, it is well known that it rather has been a mass phenomenon in recent years. Workers are encouraged to set up a firm (self-employment) that accepts orders from former employers, and in fact performs the paid employees’ tasks. This procedure is 62



prohibited by law, but – with co-operation of worker and actual employer – it is almost impossible to be proven. The incidence of the replacement of employment contracts with freelance contracts is a result mainly of its advantages in avoiding fiscal burden – mainly by tax deductions related to so-called costs of getting income and by the possibility of paying lower social security contributions (they are related to the average wage in the economy, but not to the actual income). Unfortunately there is a lack of data concerning the scale of the informal employment in Poland11. In 1998, the CSO estimated that 7% of men and 2.7% of women aged 15 or more, were informally employed (Gus 1998). Therefore, women were less numerous in the population of informal employees – they accounted for 30% of this population. However, it has been observed that their employment had rather permanent character, while in the case of men it was more often temporary work. Informal employment was more frequently observed in the rural, not in the urban areas – for both genders. Main occupations were: employment in agriculture and gardening (mainly among men), child care and elder care, tailoring services, trade, so-called neighbourhood services (mainly men). As for the following period, all the information which has been mentioned above, lets us draw the conclusion that informal employment has rather expanded after 1998. It may be explained by the growth of employment in the shadow economy by approx. 10% and by growth of the number of unpaid family workers. On the other hand, a six-time lower social security contribution paid by farmers, encourages many persons to register for economic activity in agriculture or other industries. An indirect indicator of such a situation may be the phenomenon of multiple job holding, which, to a large extent, regards agriculture. We can expect that high indirect employment costs12 could have a similar impact on the growth of informal employment. Unfortunately, due to the lack of more detailed information, we are not able to analyse more thoroughly the growth of informal employment. The data presented below, on part-time employment and fixed-term contracts does not include the informal sector.



11



The terms employment in the shadow economy and informal employment are used as synonyms in our report. In Poland there is an obligation for legalization of hired employment through written contracts. Self-employed and family members working without labour contracts should be however registered in the system of social security (health care, work accidents and pension systems). 12 Indirect labour cost means all costs that account for the difference between gross and net wage (social contributions together with income tax advance).
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The incidence of part-time employment In the year 2003, there were about 586.000 men working on part-time basis (versus 6.833.000 working on full-time basis). Similar numbers for women were: 820.000 on part- time basis and 5.418.000 on full-time basis (GUS 2003). It means that the share of part-time employment in total employment in 2003, accounted for 7.9% in the case of men and for 13.2% in the case of women. Since the Central Statistical Office changed the way of identification of full-time/ part-time employment in 2001, it is not easy to compare data from the period before 2001 with the following years. The data for the years 1992 – 2000 indicates the drop of the employment on part-time basis among men (by 5%) and the growth of such type of employment among women (by 4.7%, GUS 2002). This difference in employment changes by gender, prevailed in the years 2001 – 2003, when the employment of women on full-time and part-time basis declined by 2%, whereas the employment of men decreased by 3,1% on full-time basis and – by 13.7% on part-time basis. The share of part-time employment is relatively stable, although it is almost twice as higher in the case of women (13 – 15%) than in the case of men (8 – 9 %). Bigger popularity of part-time employment among women is reflected in the structure of this population. Although women constitute 45.9% of total employment, they form 57.33% of part-time employment (GUS 2003). Due to the recently introduced changes in the PLFS-questionnaire regarding the reasons of part – time employment, it is difficult to univocally state to what degree this form of employment reflects the workers’ decisions and to what degree it is a result of no better alternatives13.



13



Further data on part-time employment comes from the author’s calculations based on the raw data from LFS 1998-2003.
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Figure 6: Share of part-time employment in total employment
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However, we may try to draw some conclusions. First, the share of people indicating a lack of possibility finding work on full-time basis grew: among women from 8.8% in 1992 to 30.4% in 2002, among men from 10.3% to 28.7%. Without doubts, it may indicate a growing scale of involuntary part-time employment. Second, the importance of education and trainings as a reason to except part-time employment is growing, particularly among men. Third, the share of women declaring that part-time employment suits their preferences has grown to about 1/3. Therefore, we may expect that the growth of supply of jobs on part-time basis would be met with the demand among women searching for a job. Fourth, factors related to family are more important in the case of women than for men. In turn, men more often state diseases and disability as a reason for part-time employment. Both the relatively small share of part-time employment and its stability during the period of restructuring of the economy may indicate that Polish employers do not use this form of employment to increase the supply of jobs to such a degree as employers in other European countries do. Part-time employment has been most popular both for men and women with low education (primary and less or basic vocational). Changes of incidence of part-time employment considerably differed according to the education level of the labour force. As far as the male population is concerned, the percentage of population employed on part-time basis grew in the case of men with vocational secondary education and primary education, while for women it grew for all education levels, with the exception of tertiary and general education. -



Looking at the age profile, part-time employment is mainly popular among elder 65



workers (aged 55 years or more) and among the youngest cohorts. In the first case, more than ¼ of male employees work (2003) on part-time basis (in 1992 the respective share was 37.5%). The similar share for women is 37.9% (versus 37.3% in 1992). In the population of employees aged 15 – 24 years: 18.4% of men and 22.5% of women work on part-time basis (similar shares for 1992 were: 23.7% and 28.2%). A decline of the fraction of part-time employment in the group of young people may be probably attributed to the more popular continuation of education. -



The domination of women in the population of the part-time workers has prevailed for all transition periods and has even strengthened (in 2003, the share of women reached 57.4%). When speaking of age structure, it has to be noticed that, despite the relative popularity of this form of employment among elder and the youngest workers, the age group dominating the population of part-time female workers is the prime-age labour force (25 – 44 years old). In the same time the share of the persons aged 15 – 24 years in this population has considerably declined: from 22.0% in 1992 to 13.1% in 2003. In the case of population of male workers employed on part-time basis, changes were far less dramatic.



As for the education profile of the part-time workers, we have observed a clear increase of share of tertiary, general secondary and lower secondary education. It concerned both genders, although in the case of women, the average education level is higher and changes are stronger. In the same time, particularly the share of persons with nothing but primary education seriously declined: from 45.1% in 1992 to 36.2% in 2003 in the case the men and from 43.0% in 1992 to 28.7% in 2003 for women.



The incidence of fixed-term contracts Changes in the classification of standard and non-standard work which were introduced in 2001, make it impossible for us to estimate the scale of employment for these types of work (fixed-term work) in the whole transition period14. However, during the period 1992 – 2000 and later, fixed-term employments have been



14



Until the 4th quarter of 2000, standard workers were defined as persons who had contracts with unlimited duration (of work), or who worked for at least one year. Fixed-term workers were persons who had a job for no longer than 12 months. Since 2001, standard workers work with unlimited contracts, while fixed-term workers were given limited jobs.
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considerably growing. In the first of the mentioned periods, the number of workers employed on a temporary basis grew among women by 134.3%, and among men by 91.4%. In the second period it increased by 53.1% and 42.4%, respectively (GUS 2002). These dynamics resulted in the growth of the share of this form of employment for women from 2.2% in 1992 to 5.3% in 2000, and from 13% in 2001 to 21% in 2002 (GUS 2003). Similar changes can be observed in the male population. One of the reasons of the fast development of temporary employment is probably the employers’ interest for the reduction of labour costs, which are lower for fixed-term workers than for standard ones. The reasons for such an abrupt increase in the fixed-term employment after 2000 are not clear. It is not easy to decide, whether economic recession or legislative changes were more important. However, the unfavourable business cycle phase seems to have been crucial. Changes in legislation were almost insignificant (actually employers were only for one year allowed to conclude three consecutive temporary contracts with a worker, not two, as it was earlier and as it is now, after 1st May 2004). Concerning the age profile, the popularity of temporary contracts among young people is particularly significant15. While in 2003, in general 19.5% of the working population was employed on the basis of fixed-term contracts, the share among persons aged 24 or less attained 57%. It may indicate that the majority of persons entering the labour market for the first time are offered a temporary contract. At the same time, the share of persons who declare a lack of possibility of finding a job with unlimited contract as the reason for fixed-term employment is lower among young people than in other age groups (about 46% versus about 50% in prime age categories) (see figure 7 and 8).



15



Further data on fixed-term contracts comes from the author’s calculations based on the raw data from LFS 1998-2003.
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Figure 7: Employment on the basis of fixed-term and not fixed-term contracts, by gender
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Source: author’s calculations based on LFS raw data.



Figure 8: Employment structure by age and type of the labour contract



100%



1 8 ,6 1



1 0 ,9 9



1 2 ,2



1 9 ,5



8 1 ,4



89



8 7 ,8



8 0 ,5



80%



5 7 ,0 1 60% 40% 20%



f ix e d - t e r m c o n tr a c t s n o t f ix e d - t e r m c o n tr a c ts



4 2 ,9 9



0% 























des documents recommandant







[image: alt]





Informality and Segmentation in the Bolivian Labour Market: Empirical 

Bolivia" sponsored by the German Development Bank (KfW) and â€œModelo Alternativo de ...... In human-capital intensive industries, such as banking or ...... financial services, and, third, to strengthen private and public support to SMEs. Hence ... D










 


[image: alt]





Labour Market Segmentation in Central Europe during the First Years 

I would like to thank Jiri Vecernik, a senior researcher at the Institute of. Sociology at the Czech ... At the macro-economic level, the primary segment presents the.










 


[image: alt]





Earnings mobility and labor market segmentation in Europe and USA 

created in segments of the economy and destroyed in others. ... demand) because prices (wages) are not free to respond. ..... statistical significance). In Italy ..... achieve middle-class status in the country (see Business Week, March 27, 2000).










 


[image: alt]





Earnings mobility and labor market segmentation in Europe and USA 

This view is now the object of reconsideration. Since the mid Eighties, monetary policy in Europe was strongly restrictive (and pro- cyclical), with interest rates at ...










 


[image: alt]





Segmentation and Informality in Urban Labour Markets: Evidence 

The dissatisfaction with the results of the free-market approach, in particular .... as â€œa steady stream of small crafts workers, tools under their arms, [who] expand ... production of essential goods and services, dramatically transforming certain










 


[image: alt]





Employment Regulation and Labor Market Policy in Germany ... - IZA 

1990. 1995. 2000. 2005. Total. Men. Women. West and East. 0. 2. 4. 6. 8. 10. 12. 14. 1990. 1995. 2000 .... through Hartz IV amendments; prolongation of longer ...










 


[image: alt]





Labour market flow statistics in the EU 

Table 1: Transitions in labour market status in the EU , 2018Q1-2018Q2 (in ... in both quarters, it leads to a slight reduction of the real quarterly overlaps as people ... The flow sample weights are then adapted to match the distribution in the ...










 


[image: alt]





Job satisfaction and labour market mobility - Hussonet 

satisfaction, with women exhibiting higher levels of job satisfaction than men, ... male/female wage gap and the lower opportunity for promotion for women ...










 


[image: alt]





Employment Regulation and Labor Market Policy in Germany ... - IZA 

and a place of communication between science, politics and business. IZA is an ..... exchange for flexibility in wages and working time), and. (3) â€œsocial ... and less new employment opportunities were created by German and foreign investment than 










 


[image: alt]





Labor Market Segmentation: Positive Feedback and Divergent 

There are good jobs and there are bad jobs. This is such ... that call for detailed analysis in their own right. ... divergent development without invoking .... its are subsequently eroded in two ways, both of which improve real wages. First, .... Th










 


[image: alt]





Winners and Losers in the Labour Market of the 1990s 

This paper examines the Canadian labour market during the 1990s and ...... explanation for this that was put forth by the OECD (1994) was that Germany had ...










 


[image: alt]





Training and innovation in an imperfect labour market. - EBSCOhost 

This paper shows that in a frictional labour market part of the productivity ... in an imperfect labour market future employers of a worker will also benefit from his.










 


[image: alt]





documenting and measuring labour market discrimination of 

whose intent is for permanent settlement, while access to labour markets is dependent on the migrant's ..... When did you become a citizen of COUNTRY?










 


[image: alt]





Labour market competitiveness and foreign direct investment 

the inflows of foreign direct investment (FDI) into the ASEAN economies Malaysia,. Thailand ... Thus analysis results suggest that, with regard to labour market.










 


[image: alt]





Quality in work and employment 

developed by the European Foundation for the Improvement of Living and ..... It builds on several data sources: GPS, LFS, EWCS, CVTS and OECD data.










 


[image: alt]





A. Trends in the employment intensity of economic growth 

economic output, measured by gross domestic product (GDP).2 In order ... elasticity is essentially a ratio, meaning that year-to-year variations could reflect both changes in the numerator ...... productivity growth can also play an important role.










 


[image: alt]





'Making Work Pay' in a Rationed Labour Market - IZA 

according to Blien et al.'s criteria above. Male and female unemployment rates vary consistently with the ranking of local labour markets. In particular, counties in ...










 


[image: alt]





Defining Vulnerability in the Labour Market - Community Sector Council 

minimum wages; providing better access to training programs and to ... training; tax relief for the working poor; and wage supplements. ...... Agency. Nova Scotia.










 


[image: alt]





The Performance of Active Labour Market Policy in Germany 

Arbeitssuchende), http://www.bmas.bund.de/BMAS/Redaktion/Pdf/hartz-evaluation- volltext,property=pdf,bereich=bmas,sprache=de,rwb=true.pdf (Feb 1 st.










 


[image: alt]





Defining Vulnerability in the Labour Market - Community Sector Council 

iv. Foreword. History tells us that societies are slow to recognize the point when economic change ... all families are led by a lone-parent, usually a woman. Alongside ... These 'vulnerable' workers fall into one or more of the following groups: ...










 


[image: alt]





education and labour market outcomes lauer charlotte dbid 6aot 












 


[image: alt]





'Making Work Pay' in a Rationed Labour Market - IZA 

The Institute for the Study of Labor (IZA) in Bonn is a local and virtual international ...... Other possible feedback effects may lead to changes in the equilibrium gross wages ..... Lab our supply effects of the. Mini-job reform. (Figures in. 1000s










 


[image: alt]





state and trends of the carbon market 2006 - Hussonet 

is sufficient data to obtain a good representative view of the comprehensive carbon market. ...... buffer to reduce excessive volatility in Phase II. Similar flexibility ...










 


[image: alt]





LABOR MARKET SEGMENTATION AND THE UNION WAGE PREMIUM 

NOTES. 527. LABOR MARKET SEGMENTATION AND THE UNION WAGE PREMIUM ... workers in union jobs earn more than apparently equiv- subscript j denotes the sector of ..... ficient on the race dummy is small and insignificant in.










 














×
Report Trends in employment stability and labour market segmentation





Your name




Email




Reason
-Select Reason-
Pornographic
Defamatory
Illegal/Unlawful
Spam
Other Terms Of Service Violation
File a copyright complaint





Description















Close
Save changes















×
Signe






Email




Mot de passe







 Se souvenir de moi

Vous avez oublié votre mot de passe?




Signe




 Connexion avec Facebook












 

Information

	A propos de nous
	Règles de confidentialité
	TERMES ET CONDITIONS
	AIDE
	DROIT D'AUTEUR
	CONTACT
	Cookie Policy





Droit d'auteur © 2024 P.PDFHALL.COM. Tous droits réservés.








MON COMPTE



	
Ajouter le document

	
de gestion des documents

	
Ajouter le document

	
Signe









BULLETIN



















Follow us

	

Facebook


	

Twitter



















Our partners will collect data and use cookies for ad personalization and measurement. Learn how we and our ad partner Google, collect and use data. Agree & Close



