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1. Main lines of research about new Forms of Employment and
working time in the German service economy

As the service sector, respectively service activities, are very heterogeneous in their na-
ture, their structure and their function, it does not surprise that there is very much writ-
ten about the definition of services and activities, the structural development of the
service sector and the demarcation of different service branches.

However, there is hardly any discussion in Germany about our main research question,
namely the incidence of new forms of work and the flexibilisation of working time in
the service sector. Both issues are mainly discussed separately, which means there is a
general discussion on the development trends of the service economy, and another dis-
cussion on new forms of employment and working time models in the whole economy.
The research of the development trends in the various branches of the service sector

mainly neglects the question of changing employment or working time patterns.

One of the rare textbooks that deal with very broad trends of employment in the service
economy, respectively the change of certain service related professions, is Littek et al.
(1991) or — in respect to the public sector - Henneberger (1997). Many studies, how-
ever, in terms of employment refer only to the size of the service sector, respectively the
share of service employment as part of total employment. In a comparative perspective
it is mainly assumed that the more advanced a country is, the higher the share of serv-
ice employment. As the employment share of the service sector in Germany is often
considered to be rather low, the flexibilisation of rigidities that may hinder service
growth are seen as a chance to rise employment. An example of that kind of thinking is
the present political discussion about the creation of employment particularly in the
service sector through creating and subventionising of low pay employment. Another
exception might be the criticism of the reform of marginal part time employment which
is defamed to destroy employment in the service sector.

In the following paper we will reflect mainly the given structure of the political and sci-
entific discussion. Therefore we start with a summary on some general issues related to
the discussion about the service economy in Germany (1.1). We continue with some
references on the most recent discussion about new forms of employment, flexibilisa-
tion of working time (1.2) and its employment effects (1.3.). Some remarks on the more

scientific discussion about the so called ,Standard Employment Relationship”, the



emergence of ,atypical” employment forms and the consequences for example in re-
spect so social security follow (1.4).

In the second part we try to reflect the research already done in the different service
sector branches (2). The third part reflects mtehodical problems, typologies, main results
of (representative) empirical research and the data sources and availability of data about
new forms of employment and working time in the service sector (3). As the definition
of different service sector branches and the discussion about the size of the service sec-
tor is related very much with quantitative analysis, we discuss the respective literature in

this part.

1.1. Some general issues related to the discussion about

the service economy in Germany

During the last decades efforts to increase productivity did not any more focus only on
technological improvements but also on organisational reform. To organise organisa-
tions efficiently, however, particular service activities as well as enterprise related services
like management, training, and so on became more and more important. Furthermore
there was seen an increase of the importance of services related to industrial goods,
adaptation of particular software programs, maintenance and repair and so on. Service
activities in enterprises and enterprise related services therefore contribute ever more to
the competitivity of industrial goods on world markets (Ganter/Seltz 1996).

But the logic of productivity increase and improvement of service quality also applies to
the organisational reform in the public sector (Naschold/Prohl 1994). The keyword

»New Public Management” refers to the process of restructuring public services in that
respect (Oppen/Wegener 1998; Oppen 1993; 1996). The origin of restructuring has
several reasons: a supposed overload of public responsibilities, the financial burden on
public households, the explosion of expenditure for particular services, particularly in the
health and care sector. Furthermore citizens are more and more regarded also as , cus-
tomer” who should be satisfied with the quality and provision of public services for ex-
ample of local administration and of social institutions like hospitals, nurseries and so on
(see Naschold 1993:87f;, Bandemer et al. 1998:429).

Therefore one of the main research areas on services is the process of organisational
reform to improve the quality of services and the customer orientation in services as well

in private as in public organisations.



Another line of research is related closely with general employment effects of the service
economy. The duration of high unemployment in Germany and the partial assumption
of a ,service gap” concerning the sectoral structure of employment (see chapter 3)
gives rise to the question how to create service employment and to lower unemploy-
ment.

One of the offered solutions to ,close” the service gap in the German employment
structure and to lower unemployment, is the enforcement of income differentiation and
the lowering of non-wage costs like social security contributions. In order to copy the
American model of service employment, the development of a low wage sector is sug-
gested in order to create employment, over all in personnel or household related serv-
ices (see Albach 1989; Rurup 1989). This suggestion is rather prominent in the present
political discussion about the introduction of subventions for social security contribu-
tions or of ,in-work-benefits” in order to create both more employment in low paid
service activities and work incentives for recipients of transfer payments (see the sugges-
tion of Streeck and Heinze in: Der Spiegel Mai 1999; Scharpf 1995; Weinkopf 1999).

At the contrary, those who see that there are deviant concepts of service societies, sug-
gest that whereas the service economy of the United States depends on , Economies of
Scale”, the German service economy is much more related to a highly qualified labour
force (Baethge et al. 1991).

In that context also the thesis of the ,Knowledge society”, respectively the ever increas-
ing importance of ,, knowledge based products and services” is formulated (Bosch
1998:30). Therefore the development of human resources and the adaptation of institu-
tions like universities, apprenticeship systems but also organisational structures in enter-
prises and public institutions and even innovative regional production clusters are re-
quired to meet the necessities of structural change from industrial to service employ-
ment (Buttler/Tessaring 1993; Bosch 1998; Hilbert/Scharfenort 1998).

In order to fulfil these requirements of structural adaptation some authors do even re-
quest a kind of ,, Service Policy” (Dienstleistungspolitik). It is supposed that such a policy
is necessary, because , The realisation of the enormous potentials of the service society
does not come by itself but only when politics, economy and society accept the change
and develop the will, to shape such change” (Bullinger 1998). Main lines of such a pol-
icy are assumed to be the co-ordination of several policy fields. But to develop a service
economy not only economic, structural and industrial policies had to be co-ordinated,

but also gender related policies, education, research and development policies. Frame-



work regulation could help to make the production of some services more easy and give
clear conditions to consumers and suppliers. Furthermore new management and organ-
isational concepts should be encouraged as well as the development of particular tech-
nologies related to the production of services. Marketing instruments could help to
trade German services, due to authors who promote such service policies (Beyer et al.
1998).

Although many studies choose a rather technical approach to the development of new
service employment, for example deducting the future labour demand for service activi-
ties in Germany just from the comparison of the number of employees in the American
service sector (see Streek and Heinze 1999), others highlight the socio- cultural influence
as well on service demand as on the supply of service employees. In this respect it has to
be mentioned that there are different countryspecific attitudes towards the consump-
tion of services, for example the acceptance of self service in restaurants but also in
banks, insurances and so on (Oberbeck 1997). Furthermore the provision of certain
services by households itself differs very much between countries. This is again very
much related to labour supply. Low female activity rates suggest that a lot of social
services or household related services are provided by the households itself (Bosch 1998:
46). In the respective countries the female labour supply for service activities is therefore
often limited. Studies which deal with such socio-cultural factors suggest, that the de-
velopment of service activities and service employment will not develop in a unique way

in different countries (HauBermann/Siebel 1995).

1.2. Regulation of new forms of employment and flexibilisation of
working time
There are different aspects of the discussion on new forms of employment and working

time. First we will deal with the legal regulation of working time, forms of employment
and collective bargaining, which gives an impression of the flexibilisation efforts of Ger-
man governments in the past decade (a). Some hints on the effects of collective Bar-

gaining on these issues follow (b).



a, Legal regulation of working time, forms of employment and collective bar-

gaining

Initiatives towards the deregulation of German labour markets started in 1984 (Deregu-
lation of health and safety protection for young and disabled workers). The so called
employment promotion act (Beschéaftigungsférderungsgesetz) in 1985 and its following
reforms affected fixed term employment, agency work, dismissal protection and par-
ticular aspects of working time as well as the financial protection in case of illness. So
some of the regulations have decreased the protection of the SER, others have made
the use of non-standard employment forms more easily (see table in Hoffmann/Walwei
1998:422). The reform of (long) part time regulation has increased employment rights
and protection for those contracts. Other regulatory reforms have affected the process
of collective bargaining itself. Most recent legal regulation has re-reqgulated particular
forms of atypical employment, for example the reform of marginal part time employ-
ment in 1999.

Fixed term contracts:

Since 1986 fixed term contracts up to 18 months were made generally possible, abol-
ishing employers’ duty to give reasons for the temporal limitation of contracts.

Following acts in 1990, 1994 and 1996 increased the maximum duration of fixed term
contracts (for which employer do not need to give reasons) to 24 months. It can be
covered with up to three contracts during that period.

Agency Work:

The legal duration of agency work has been prolonged from three up to 12 months by
different reforms since 1985.

Dismissal protection:

The employment protection act of 1996 increased the requested number of employees
in an enterprise from 5 to 11, as a precondition for the application of the legislation of
dismissal protection for employees in the respective enterprise.

Working time:

Part time employment was made possible as job-sharing- variant and can since then be

made variable in relation to the production process (KAPOVAZ) in 1985.



An improvement was, that part-time employment (with the exception of marginal part
time) was made generally equal to full time employment concerning matters of pay and
overtime supplements.

The working time legislation of 1994 gave more opportunities for flexible working
hours. Since then for a full time contract standard daily working time has to be 8 hours
but only in average during a period of 6 months (before during a period of two weeks).
Therefore employees can work now 10 hours a day as part of a standard employment
contract without paying overtime supplements. By collective agreement these regula-
tions can be overruled and the period of reference can be prolonged up to one year (as
far as health and safety regulation is not touched).

Exceptional regulation for unsocial hours (sunday- and night- work) have been intro-
duced. Legal prohibition of unsocial hours for women (blue collar worker) has been
abolished (Bode et al. 1996; Kress 1998; Friedrich/Wiedemeyer 1997))

The reform of marginal part time legislation in 1999 by the coalition of social democrats
and the green party has not generally changed the relative cost advantages of this form
of employment compared to standard full-time or part-time work. Legislation still allows
reduced rates of social security contributions (employers’ contributions are only 10% of
gross earnings for health insurance and 12 % for pensions, instead of about 21 % of
gross earnings for all regimes) and a voluntary contribution to the pension regime for
employees for part time employment with less than 15 hours a week and earnings less
than 630 DM a months. Additionally certain groups, like married women and pension-
ers are exceptional free from income tax for marginal part time employment (Dingeldey
1998).

Financial protection in case of illness:

The employment promotion act of 1996 decreased the financial compensation rate in
case of illness to 80% of the former net income during the period in which the em-
ployer and not the social insurance has to pay the compensation. Several collective
agreements have nevertheless fixed the compensation rate to 100% of former net in-
come.

Weakening of collective bargaining

In 1986 the Arbeitsforderungsgesetz §116 has been changed. Therefore employees that
become temporary unemployed because of strike action in other enterprises do no

longer receive financial compensation, as far as the unemployed employees are covered



by the same collective agreements as those on strike and therefore also would benefit

from the possible wage increases.

b, Collective Bargaining

Flexibilisation of working time in collective bargaining

has partially anticipated the new working time legislation. Overall in different industrial
sectors as the metal working and the chemical industry flexible working time agree-
ments have been signed, which allow the reduction of standard workingtime without

wage compensation (Kress 1998).

Flexibilisation of wages

In several industries some “opening clausulas” have been introduced in collective
agreements. Since 1993 in the metal working sector of east Germany collectively agreed
wages can be cut during a limited period.

Similar clausulas concerning pay in general or particular French benefits have been
agreed for the printing industry in east and west in 1997, and the textile industry in
1996/97 and in the eastern metal and electronic industry 1996 (Friedrich/Wiedemeyer
1998:209/210).

In 1997 in the chemical industry an agreement has been signed which allows wage cuts

by 10 or 5 % for formerly (long time) unemployed or for newly contracted persons.

1.3. Employment effects

All together the political initiatives for deregulation of the high standards of labour mar-
ket regulation and social protection in Germany since the mid eighties can be regarded
as fairly moderate. The supporter of neo-classical arguments did - and still do - see the
rigidity of labour markets (labour law, particularly dismissal protection, working time
regulation etc., the regulation of collective bargaining, the rigidity of wages and too
high costs for social security systems, etc.) as causes for high unemployment (Soltwedel
1984; Siebert 1996; Deregulierungskommission 1991).

Nevertheless, the research about employment effects (increase of general employment
level) through deregulation of labour standards shows either no clear positive or a dif-
fuse impact concerning the general employment level:

The proportion of fixed term employment in Germany has increased moderately . An

increase in the general level of employment through fixed term contracts is supposed to



be minimal in nearly all empirical studies on this subject (see Bichtemann 1990; Bielen-
ski 1997; Walwei 1993). This comes partly because in German firms fixed term contracts
are often used just as a test-period for new employees who are then hired permanent
(Hoffmann/Walwei:423) . Exceptions may be found in particular enterprises or particu-
larly requlated labour markets, like the employment of scientists.

Employment effects through the flexibilisation of working time and the flexibilisation of
the regulation of unsocial hours are rather diffuse. Many enterprises, like VW as one of
the most famous examples used the flexibilisation of working time in combination with
the temporal reduction of working time to prevent dismissals. So there was an employ-
ment effect, but neither the number of employees nor effective working time did in-
crease. Some enterprises which used sunday work increased, but others decreased the
number of employees (Klenner/Ochs/Seifert 1998).

Agency work seems to have expanded but it is unclear if this really causes a surplus in
general employment (Rudolph/Schréder 1997).

Although not subject to particular initiatives of deregulation, part time employment has
grown significantly. The particular form of marginal part time has increased even more.
In the trade sector the increase of part time employment (and marginal part time em-
ployment) is partly related with the new shop opening hours (see Lehndorff below);
Behling/Wagner 1998): The trend of increased use of marginal part time is not expected
to be changed by the recent reform of the new government, because general cost and

income advantages are maintained (see above).

1.4., Standard employment relationship (SER) or Normalarbeitsverhaltnis

The standard employment relationship is defined as a full-time, permanent contract and
a continuity of employment, without interruptions by unemployment or by other rea-
sons, regulated by collective agreement (see Hoffmann/Walwei 1998). In the German
discussion the standard employment relationship is used as “the good ideal” compared
to the atypical work or the new forms of employment as part time employment, fixed
term employment and so on. Furthermore the SER is a kind of theoretical construction
on which the regulation of labour standards, working time and social security standards
still relies heavily (Mickenberger 1985; Hinrichs 1996).

A long during debate in Germany deals with the decrease or the unchanged importance
of the so called standard employment relationship (see Mickenberger 1985; Bosch
1986).
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The most recent empirical analysis shows a decrease of the SER as a proportion of total
employment, whereas the number of employees in SER has not decreased in 1995
compared to 1976 (data source: German Mikrozensus and the Arbeitnehmeriberlas-
sungsstatistik of the Bundesantstalt fur Arbeit):

While the proportion of fixed term contracts and agency work was rather constant, part
time employment and self-employment (outside the agrarian sector) have increased con-
siderably. The proportion of civil servants, apprentices and soldiers has decreased as
well. As a consequence in west Germany in 1996 the proportion of SER is considered as
52% of all employees. Fixed term employees are considered to be 3 %, other depend-
ent employees (civil servants etc.) 11 %, part time employees 23 % and self-employed
outside agriculture 10 % (1,7 in agriculture) of all employees. In east Germany fixed
term employment is here rather high with 8%, but due to the lower incidence of part
time employment, SER is still 64 %.

The absolute number of SER has changed with the demand on the labour market since
1976. The total number of SER in 1995 is not lower than 1976. So the decrease of the
proportion of SER in total employment is mostly due to the fact that the increase of em-
ployment and the total number of employees is caused by the increase of part time em-
ployment (Hoffmann/Walwei 1998:415) . (This fact refers to aggregate effects, it does
not mean that all new employment is part time, but that the decrease of full time em-
ployment for example in the industrial sector is just compensated by the creation of full
time employment for example in the service sector; The surplus of employment creation

is nevertheless expressed in the increase of part time employment).

Reasons for the decrease of importance of the SER

The change of sectoral employment, mainly the shift towards service employment is
used to explain the decrease of the importance of the SER. The smaller sized workplaces
need more flexibility for example in respect to the use of non-standardised working time
arrangement, which itself are more easily to achieve with part time employees.

The impact of SER is with nine percentage points considerably lower in the service sector
than in the whole economy.

Reasons on the supply side of the labour market are the feminisation of the labour force
and the still persistent practice that it is over all women who have to adjust their work-
ing hours to family duties. While about 2/3 of men have SER, this is true for only 44%

of women. At the contrary 37% of women hold part time employment, while it is only

"



5% of men. Therefore particularly in feminised sectors, the incidence of part time em-
ployment is high (Hoffmann/Walwei 1998).

Other authors explain the relevance of atypical employment in the service sector with
the demand for services in time schedules that contrast with the SER, for example in
services related to leisure, or with the demand for permanent services, for example in
hospitals and health care. Furthermore the individualisation of life styles are identified
for the higher incidence of part time, for example the combination of work and study-
ing (Bosch 1986).

Nevertheless, Hoffmann/Walwei (1998) show with shift-share analysis, that the struc-
tural effect and the gender effect are not highly significant, which means that excluding

these effects, part time employment and self employment would have grown equally.

SER and the system of social security

As the social security systems like unemployment benefit and pensions are closely re-
lated to the assumption that employees have a SER during their life as employee, there
are certain risks of poverty over all for part time employees and for those who suffer
long terms of unemployment during their life cycle.

Over all the risk of poverty through part time employment — which is mostly chosen by
women because of family responsibilities — increases, if the marriage is divorced/and or it
is used "outside” the breadwinner model, for example by lone mothers (Hinrichs 1996).
Therefore, the debate about the decrease of the SER is strongly related with suggestions
for a reform of the social security systems in relation to these problems (see Schmid,
Rogwoski/Schmid 1997; Voss 1997, O'Reilly 1996) . The general goal is to give more

security to more flexible employment relationships and more individualised life styles.

2. Trends in different service sectors

1. Social Services: health and care and household related services

It is undeniable that Fourastié’s 1954 prediction of the transition to the service society
has now proved well-founded. And yet the state of knowledge about actual working

conditions in the service sector lags far behind its economic importance. Only particular

12



branches of the service sector, such as hospitals, care of the elderly and banking, have
to date been the object of detailed investigation.

Social services have been one of the fastest growing areas in the employment system in
recent decades. The extent, structure and evolution of employment in social services are
determined by a complex set of interactions between various universal factors, among
which, in addition to the institutionalisation of the welfare state, the degree of auton-
omy enjoyed by local authorities and the levels of professionalisation and remuneration

in the sphere of social services are of particular importance (Riede 1988).

The situation of workers in health and care services has attracted particular attention
from social scientists in recent years. The starting position was the staff shortages that
started to become increasingly critical from the end of the 1980s onwards (Mergner
1992). The reduction of hospital stay times and the high share of often very elderly
people suffering from multiple diseases and in need of considerable care and attention
meant that nurses and care assistants could no longer cope physically or mentally with
the burdens placed on them. Moreover, unsocial working hours had always been one
of the main reasons for the high staff turnover rates and even for the departure of per-
sonnel from the sector altogether after just a few years’ work. Consequently, it became
impossible to meet the demand for trained staff in many hospitals and nursing homes.
It became evident, therefore, that working times and job contents in care services had

to be reorganised (Lorenz 1993).

“Standard working time” is a term that has very little meaning in health and care serv-
ices (cf. Bittner 1998, p. 123). Rather, flexible working times are an indispensable ele-
ment of working-time organisation. Various studies have shown that the working times
of nurses and care assistants are characterised by forms of flexibility encompassing all
three dimensions of working time, i.e. duration, scheduling and distribution ((Bittner
1998; Luthy/ Mollering 1998; von Badener/ Born/ BuBmann 1998; Meyer 1995; Priester
1995; Dahlem/ Lorenz 1993 ...). Most staff work two or three-shift systems that con-
tinue over weekends. A further characteristic of work in the care sector is the regular
overtime that forms part of the daily working conditions of nursing and care staff. By
far the greatest share of overtime is the result of the permanent undermanning caused
by inadequate staffing schedules and high staff turnover (cf. Bittner 1998, p. 124). De-

spite the high share of women in the workforce, which has stood at about 85% for
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several years now, only a small proportion of care workers are employed part-time
(Dietrich 1994, p. 53)'. This is attributable to an inadequate supply of part-time jobs,

not to a lack of interest on the part of care workers (Bittner 1998, p. 124).

Despite the need to provide patient care round the clock, working time can be organ-
ised in a wide variety of ways (Bittner 1998, p. 132). Experiments with new working-
time structures in the care sector have focused on the introduction of core, principal or
standard working times (usually) of between 8 and 16 hours and restriction of the un-
social hours that are so unpopular with workers (Priester 1995, p. 161). This is being
made possible by shifting a number of care activities hitherto carried out during early,
late and night shifts to the core working hours, when higher manning levels are higher,
so that the bulk of the work required can now be done at times of the day that are also
more convenient for patients. According to Bittner, other proposals include the “time
instead of money” and the “basic duty rotas” models. The advantage common to all of
them is that they make a considerable contribution to standardising working time in in-

patient care.

The introduction of new working times and the ensuing restructuring of work processes
have a considerable impact on the activities of medical staff and of the various func-
tional areas. In the absence of inadequate coordination, therefore, there is considerable
potential for conflict. In order to achieve the objective of providing the best possible
care for the sick and those in need of care while at the same time ensuring the quality
and economic efficiency of the service provided in hospitals, it is necessary to move be-
yond occupational divisions in order to develop inter-disciplinary cooperation (MASG
1995). The present system of care, with its functional divisions along occupational lines,
must be replaced to a much greater extent than at present by holistic, patient-oriented
forms of care, such as group, area or in-home care (Priester 1995, p. 161). Workable
solutions can only be achieved if working times in nursing and care services are consid-
ered not as an isolated matter but as an element of hospital policy to be addressed by

hospital management (Hellige/Holler 1993). Transparent communications and participa-

' This does not apply to outpatient services (cf. von Bandemer/Born/BuBmann 1998). Biissing (1995) also
speaks of a relatively high share, relative to the average for dependent employees, of part-timers in nur-
sing. In a survey he conducted, around 36% of the workforce in hospitals were part-timers. Yet only
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tory management are as necessary in the approximately 2,300 German hospitals as the
provision of feedback to employees and the efficient utilisation of their potential (Lithy/
Méllering 1998). There is widespread agreement in the social science literature that the
most important precondition for the successful introduction of new working-time sys-
tems is that all the workers affected by the restructuring measures should be involved as
early and fully as possible (Bittner 1998; Meyer 1995; MASG1995; Bissing 1993).

Perceptions of the link between the growth in output and the evolution of employment
are influenced to some extent by the notion of “jobless growth”. Technological prog-
ress in manufacturing industry has led to a continuous reduction in the number of peo-
ple employed in production jobs. In view of the generally weak level of growth and the
considerable degree of rationalisation inherent in new approaches to management, the
modest growth in output is no longer sufficient, it is said, to offset the negative em-
ployment effects of productivity increases. In consequence, jobs at the lower end of the
productivity spectrum are coming under increasing pressure (Bogai 1996, p. 241). Thus
Tessaring et al. forecast that the number of jobs for low-skill workers will be halved by
the year 2010, compared with 1991. This will inevitably lead to further increases in the
already above-average rates of unemployment among unskilled and semi-skilled work-

ers.

At the same time, employment in jobs providing services to households and private indi-
viduals in the German labour market is lagging considerably behind that in other coun-
tries. The ageing population, a relatively high female participation rate and the growing
number of one-person households suggest that, in future, there will be increasing de-
mand for services to private households (Bogai 1996, p. 242). Examples might include
neighbourhood services, home helps for elderly and handicapped people, childcare, ad-
vice centres for young people, residential security services, support for local trade and
improvements in the quality of life, the renovation and redevelopment of residential
areas, improvements in local transport and the cleaning up of green spaces. Scharfen-
roth and Ittermann argue that the transition to the service society will be effected largely
through services to households and private individuals. Since public actors at all levels

see themselves as unable, because of insufficient room for financial manoeuvre, to react

4.6% of those surveyed expressed a desire to work full-time. It is reasonable to assume, therefore, that
demand for such jobs is higher than the supply
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appropriately to newly emerging demand (e.g. for high-quality care and nursing serv-
ices), the number of private service providers is growing. This is also said to be forcing
public providers, such as charities and voluntary associations, to reorganise their social

work (Scharfenroth/Ittermann 1998, p. 40).

However, the basic obstacle to the development of a market for services to households
lies in the level of demand from those willing to pay for such services and the cost of
delivering them. Furthermore, certain social norms and habits that became established
in times of continuous growth in welfare and narrowing wage dispersion may create
aversion to such activities (Bogai 1996, p. 242). Against this background, the call from
those involved in labour market policy for stronger promotion of jobs in the provision of
services to households and private individuals is intended to contribute to the reduction
of structural unemployment (cf. Zimmermann et al. 1998; Bogai 1996). Proposals that
have been made include the subsidising of demand through direct transfers or tax reliefs
and using social transfers to help service providers. On the supply side, grants could be
made available to those starting up companies and special incentives could be offered
to employers recruiting unemployed people. In addition, institutional changes could
accelerate the development of such services’. Considerable reductions in the prices paid
by consumers of personal services could be achieved through the introduction of service
vouchers (Bogai 1996). They could either be used to give needy groups entitlement to
neighbourhood or community services or put on sale to the general public, as in France,
for example. The argument advanced in favour of subsidising simple service activities is
based on calculations of the savings to be made in public expenditure if unemployment
is reduced and the additional receipts accruing to government coffers from the rise in
employment levels. Even a job at the lower end of the competitive labour market would
undoubtedly give those involved a positive image of work experience (Bogai 1996, p.
243). The main problems with services to households are still the often precarious
working conditions, in particular the high physical and mental demands made of work-
ers in this area (Scharfenroth/Ittermann 1998, p. 40). And yet jobs of this kind are of-
ten the only opportunity open to women seeking to (re-) enter the labour market, be-
cause to date they have not been in direct competition with men in this unattractive

sphere of employment (Scharfenroth 1997, p. 9). However, strategies for enhancing

* Thus in Japan, for example, the demand for security staff in apartment buildings was generated through
statutory regulations.
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the status of such jobs that focus only on individual parameters do not go far enough.
One of the challenges facing policy-makers, particularly in the sphere of equal opportu-
nities, is to develop visions and programmes for whole areas of services to households
and private individuals, such as childcare or care of the elderly, and in doing so to make
good use of any opportunities that might present themselves for enhancing the status
of jobs in these areas and to take timely action to avert the risks of any further loss of
status (Scharfenroth 1997, p. 11).

2. Banking/Insurances/Office Work

The German banking industry can be likened to a large building site. Repeated waves
of restructuring have radically changed the banking landscape in recent years. Ever
more areas of work are being contracted out to newly-established, independent com-
panies (HBV 1998, p. 4) in order that the banks themselves can focus solely on their
core business. The concentration of payment transactions and of banks’ technical and
clerical operations is increasingly confining jobs to an ever diminishing number of sites
within Germany. Since 1992, privately-owned banks in Germany have shed a total of
8,000 jobs (4% of the total workforce); over the same period, balance-sheet profits rose
by 36.3%. Not least for this reason, the distribution, banking and insurance union,
HBV, has been very critical of the rationalisation programmes that have been put in
place and is demanding that working time be reduced in order to distribute the avail-
able volume of work more evenly among all employees (HBV, 1998, p. 7). At the same
time, the trend towards mergers between large companies is continuing in both the
banking and insurance industries. Thus the Munchner Allianz group now employs al-
most 106,000 people, and following its takeover of the French AGF group it is repre-
sented in 68 countries (cf. WAZ 1999, no. 117). And now that the US Federal Reserve
has approved its takeover of Bankers Trust, the rise of Deutsche Bank to its current posi-
tion as the world’s largest financial institution is complete. Even before this latest acqui-
sition, Deutsche Bank employed some 75,000 people (cf. WAZ 1999, no. 118).

The management style in most clearing and savings banks is still characterised by hierar-
chical structures. Teamwork systems, in which certain competences are delegated to
individual work groups, are the exception rather than the rule (HBV 1998, p. 19). Some
companies, such as the Hypobank, have recently been experimenting with tele-working

(Ballauf 1998). However, new working practices that may seem at first sight to offer
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employees greater autonomy and more control over their working time may also involve
risks for employees. Thus tele-working will not gain widespread acceptance unless
companies promote this form of employment, colleagues can provide support for tele-
workers and employees’ rights and obligations are clearly defined in company agree-
ments (Ballauf 1998, p. 77). There is a consensus in the social science literature that
broadly based training is an important precondition for meeting the new demands be-
ing made of employees in the banking and insurance industries (Basse/Linke 1998; Klein
1996; Quack/Hildebrandt 1995; Wickel 1995). For this reason, further training pro-
grammes must be opened up to all employees and not only to certain target groups
identified by management (HBV 1998, p. 13). In general, the most important instru-
ment for strengthening customer orientation and the service culture is said to be the
flexibilisation of working times (Basse/Linke 1997; O'Reilly 1994). The employers’ cur-
rent proposal that Saturday should become a normal working day also fits into this con-
text. The proposal applies in particular to the new areas of activity into which the banks
are now moving, such as opening branches in supermarkets, call centres and parts of

the international trading system.

Both academics and company management attribute considerable strategic importance
to the drive to improve customer service (Zollner 1995). In order to create the condi-
tions for providing a better service to customers while at the same time increasing em-
ployee satisfaction, the Dresdner Bank, for example, introduced its so-called customer-
oriented variable working time system (cf. Basse/Linke 1997, p. 22 ff.) Firstly, all activi-
ties linked to flexibilisation were concentrated in one central project team with the aim
of aligning working times more to the needs of external and internal customers and at
the same time ensuring that manning levels could be adjusted more precisely to fluctu-
ating workloads. The customer-oriented working-time system is based on a central
model that can be organised flexibly: the details of its implementation are laid down not
at central but at regional level, i.e. at the level closest to both customers and employees.
The participation of management, employees and local works councils in devising new
working-time arrangements is intended to ensure, firstly, that individual solutions can be
designed and, secondly, that the new arrangements meet with widespread acceptance

among employees.
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Each project is implemented in four phases.” In the first phase, detailed information is
supplied to all the relevant actors in the establishment. After the workforce has been
consulted, management, employees and works council set up so-called “working-time
workshops” to draw up the new working-time rules. A company agreement is then
concluded, its period of validity limited to one year in the first instance. In the subse-
quent trial phase, all those involved have to learn how to deal with the new arrange-
ments; experiences have constantly to be exchanged, and if necessary the rules are ad-
justed. If the new working-time arrangements have proved to be workable, a perma-
nent company agreement on variable working times is concluded. When flexible work-
ing times are introduced, a number of different objectives may be to the fore. Thus at
Dresdner Bank, the operational goal of reducing paid overtime in a way that was clearly
reflected in the company accounts was achieved. In the first quarter of 1996, 82% less
overtime was worked than during the same period in 1993. Surveys of the workforce
conducted before the start of the trial phase and after the new arrangements had been
in place for one year showed that there was no contradiction between extended cus-
tomer service and individual satisfaction with the new opportunities offered by the flexi-
ble working-time system. The explanation for this must lie in the teamwork, the intro-
duction of which was positively received, the increase in individual control over working
time, the increased personal responsibility and the overwhelmingly positive feedback
from customers. Thus, as Basse/Linke put it, flexible working-time systems are not “zero-
sum games” but can simultaneously increase efficiency, customer orientation and em-

ployee job satisfaction.

It is true that the social science literature includes many comparative studies of organisa-
tional structures, use of technology and investment strategies in the European banking
and insurance industries (Quack/Hildebrandt 1995; Vitols 1995; O'Reilly 1994), but ac-
tual working conditions are still frequently ignored, as they are in many other parts of

the service sector.

’ For a detailed description of the model, cf. Basse/Gourgé, 1995.
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3. Services to firms/Outsourcing of Services

Since the end of the 1980s, manufacturing industry too has moved into the post-
industrial age. As a result, a greater share of the workforce in manufacturing firms is
now engaged in the production of services than in the manufacture of goods (Simon
1993, V). Services to firms are making a considerable contribution to securing Ger-
many’s position as a location for business activity and improving the competitiveness of
the national economy (cf. Ganter/Seltz 1996, p. 12). Firms seeking to supplement their
manufacturing activities by providing related services can choose from a wide range of
options. Some manufacturers of machinery and plant have traditionally offered prod-
uct-related engineering services, user training, rapid repair services and maintenance
contracts. More recently, firms have started to look beyond this traditional range of
activities in order to provide services such as product licensing instead of sales, product
upgrading and modernisation and support services for operators of machinery and plant
(Lay 1996). Firms that complement their manufacturing activities by providing product-
related services (cf., among others, Homburg/Garbe 1996; Ganz/Stanke 1996) are
driven by the basic notion that services are less exposed to international cost competi-
tion than goods (Simon 1993). If firms succeed in combining products and product-
related services into one indivisible whole to such an extent that customers for this “hy-
brid” product consider it essential to be located in close proximity to the service pro-
vider, then the Germany’s cost disadvantage as a location for manufacturing industry

becomes less relevant.

In addition to product-related services, services related to company organisation are also
being developed. Such services include all activities related to the building up, mainte-
nance, changing and dismantling of company organisational structures (Engel-
hardt/Reckenfeldbdaumer 1993, p. 265). The establishment of a modern data processing
or legal department, workplace security services, employment agencies, market research
or a works canteen all belong under the general heading of services to firms, as does
the use of consultancy services for dealing with problems arising in the course of a

firm’s day-to-day operations (Radtke 1997, p. 4).

True to the motto “Do what you can do best - outsource the rest”, many firms started

to outsource whole areas of their operations, such as workplace security or even their
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personnel departments. In the past, firms’ organisational practices were strongly in-
ward-looking; more recently, however, firms began to look beyond the confines of their
own structures in order to bring the whole of the value-added chain within the scope of
their organisational planning. The boundaries between firms and the market were re-
drawn in an attempt to unlock the potential for increased efficiency that had hitherto
lain dormant in relationships with suppliers and employees Arbeitskreis Organisation
1996). Additionally, the marketing relevance of the services provided means that cus-
tomer-oriented behaviour on the part of employees has become a new factor in the
development of marketing concepts. This is not the least of the reasons why human
capital is considered to be the decisive factor in determining the success of product-
related services (cf., among others, Schéninger 1996). Employee empowerment, the
manager as coach, teamworking skills, new assessment and incentive systems and the
development of creativity and individual responsibility are some of the catchwords that
document this reorientation (Sauer/Déhl 1997, p. 57). The new demands on employ-
ees’ skill profiles are reflected in the additional requirements listed below (Lay 1998, p.
331; Topfer 1996, p. 41; Rapp 1993 p. 157 ff.; Dérnberg 1993, p. 228 ff. etc.):

a clear definition of the roles that individual employees are expected to fulfil vis-a-vis

customers (sales staff/service provider);

e the extension of employees’ technical and specialist skills (e.g. additional educational
qualifications, IT training);

e extension of competences, including autonomy in dealings with customers;

e improvement in teamworking skills (linked in some cases with the implementation of
“new"” management philosophies);

e (further) flexibilisation of working-time systems (services such as express repairs serv-

ices must be provided when customers are not working, e.g. on holidays or week-

ends).

In addition to further training for staff and the implementation of new management
approaches, the decoupling of working time and operating hours plays a particularly
central role in the literature. Whereas this decoupling is an essential precondition for
the provision of socially necessary or desirable services, such as energy supply, care of
the sick and elderly and hotel and catering services, as well as for certain continuous

processes in the raw materials processing industries, in the case of industrial services
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arguments based on competition policy are increasingly being advanced in support of

the extension of operating hours (Thinnes 1996, p. 31).

Furthermore, this addition of product-related services to firms’ core activities is making
new demands on the parties to collective bargaining. Thus collectively agreed payment
systems in which the main criterion for calculating pay is the volume of hours worked
are no longer in tune with the times. If manufacturing and service activities are to inter-
act positively and mutually enrich each other, then the industrial actors should not, in
Lay’s view, close their minds to innovative approaches to corporate organisation (Lay
1998, p. 331 ff.). While outsourcing and the need for flexible working-time systems
have been widely debated in the social science literature (e.g. Sengelmann 1998;
Strunck 1998; von Studnitz 1998; Frank 1998; Mdiller/ Prangenberg 1997; Fassott
1995/ Simon 1993, among others), the associated changes in employment and working
conditions, such as the deliberate circumvention of collective agreements, the conver-
sion of full-time into part-time jobs or the increase in (pseudo) self-employment, have
been virtually ignored in the specialist literature (at least in the literature | have access

to).

Earlier research based on own case studies in service activities has
been conducted in

- retailing (various case studies)

- insurance company

- R&D centre as part of the case study on a car manufacturer

3. Data sources

3.1 Methodical problems

The main problem is, that there is no general or common definition for services, which is
accepted. That is the reason, why we have a problem of demarcation in all research

projects. There a several different types of demarcation between industries and services.
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The first one is the demarcation by sectors. In this case the branch of economic acitvitiy
is the criterion of distinction. A second possibility is a functional demarcation. In this
case one differentiates by activities. But in any case there exists the problem of distinc-
tion as so far, as even activities in industriell production are more and more connected
with service acitivities and in some way change their own character (tertiarisation). It is
highly complicated to register this interdependence in statistical terms. The trend to-

wards services seems to be a sector overlapping change in structures of production

But even if there was made a decision about the type of distinction (criteria), there are
different possibilities of operationalisation (of variables). Anyway you have to shape your
own classification. In literature there are found many different approaches. Here is one
of the reasons for different results in statistical analyses of service sectors and service
activities. Moreover, the available data sources in Germany identify rather different pro-
portions of services because of different methods of the way getting information (sur-
veys).

Another problem is, that the research normally is based on figures of employed people,
independent of working time (full time/part time). But we know, that part time is more
spread in service sector than in industries. So it would be much better to consider the
amount of working time and compare not the number of employed persons but the
volumina of working time. (Where it was tried to do — Klodt et al 1997, Cornetz/Schafer
1998, Glott 1997 - the authors did not take the real duration of working time but im-
puted some reasonable duration for part-time for alle part-timers — a percentage of 0,5
or 0,64 of full time.)

23



Development of classifications of professions 1970-1992

year Groups of Pro- | Orders of Pro- | Classes of Pro- Professions
fessions fessions fessions
Berufsgruppen Berufsklassen Berufs-
(BG) Berufsordnun- (BKZ) benennungen
gen (BO)
1970 86 328 1672 20.000
1975 86 328 1689 20.000
1980 86 333 1991 22.300
1988 86 333 1991 24.000 - 26.000
1992 88 369 2287 29.600

Source: Schade 19995

A basic problem is the luck of standardised classifications of professions. In Germany
there are used different classifications in the statistics. Older statistical classifications do
not cover “new” professions. Whereas in the SOEP (Socio-economic panel) there is used
the ISCO-Classification of 1968, the Federal Bureau of Statistics (Statistisches Bun-
desamt) and the Federal Labour Office (Bundesanstalt fir Arbeit) use another classifica-
tion, which was fitted to new developments (table).

For describing changes of employment the best way is to do distinguish on basis of clas-
sifications of activities, which should be correlated with categories of branches or pro-

fessions.

3.2 Different typologies of services

The service sector and service activities are very heterogenous and altogether much big-
ger than the other two sectors. Therefore it is necessary to distinguish between several
types of services (which have very different structures of employment and working
time). Again there is no general or common typology. Due to different purposes several

typologies of service activities can be found in the literature.

Often there is used a typology by functions. Cornetz/Schafer (1998a/b) distinguish diffe-

rent service activities (professions) due to their function:
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- distributive (sale, transport, communication)

- related to society (social or human services like education, health, security )

- related to private consumption (related to leisure activities, or to house-

holds)

- related to commercial production (assistent services (economic administration,

tecnical assistance); business related services (manager, scientists, lawyers).

A distinction due to the character of public or private supply and demand by Ma-

theus (1995) rises a lot of problems for the classification of certain professions. Therefo-

re additional organizational and administrative services are identified. But nevertheless,

this classification does not seem very clear to tyoplogize the various service activities (see
critic of Cornetz 1998b:54).

Supply by Demand by
Private housholds/individuals Enterprises/state
Private S. related to private Distributive S. S. related to com-

consumption

mercial production

Public organizations

Sociale s

Public S.

Public S.

Some typologies distiguish only by supply (commercial, internal, public) or by de-

mand (direct — for consumption, indirect — for production).

A sector oriented typology particular for the public sector is offered by Andersen et al

(1997). Public sector activities are divided into

Central administration (state administration, legal system, police, armed forces, di-
plomatic corps, etc.)

Regional and local administration

Public services (education, health-care, social security etc.)

Utilities (public transport, postal services, telecom, water supplies, etc.)
Industry/Finance (industry, banking, etc.)

This typology might be useful to show the different size and engagement of nation sta-

tes in the direct supply of services by the state.

In respect to the possibilities of rationalization and the possibilities of an increase

of productivity in the different services, “tied” (gebundende) and “untied” ungebun-
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dene) services are distinguished (Bhagwati 1984). The first category of services does
need the physical presence of client and producer (uno actu pinciple) and does give only
few possibilities of automatization or rationalization (Examples: trade, transport, cate-
ring, teaching). The second services do not need necessarily the direct contact of client
and producer. Here gives the information and communication tecnology potential for

productivity increases (examples: banking, assurances, news transmission) .

In relation to the management and organisation of services another distinction due
to the complexitiy of services out of the customer’s perspective might be interesting
(Benkenstein/Glthoff 1996). It does count elements like number of partial performan-
ces (Leistung), multipersonality, heterogenity of partial performances, duration of total
performance and individuality of performance. According to this definition the complexi-
ty of service performance is much higher for example in hospitals than at the hairdres-

ser.

Due to the interdependence of sectors Tietz/Greipl (1994) made a proposal for a ty-

pology, which takes into consideration new economic developments:

1. Sphere of production (mining, agriculture, industry, constructing, craft, services
related to production)

2. Sphere of transaction and service (wholesale trade, transport, banking, insu-
rances - as far as for production purposes)

3. Sphere related to consumption (retail trade, catering, services — transport,
banking, insurances — as to purposes of direct consumption)

4. Sphere of consumption (private households)

5. Sphere of general (iibergewerblich) services (arts, culture, health services,
public administration, education.

The choice of typology for analyses should be made in dependence of the aim of re-

search (in our case in dependence of hypothesises due to structures of employment

structures, employment conditions and working time).

3.3 Main results of quantitative research

Since 1970 the number of employed in service sector (West Germany) has increased by

6 million, while the first and second sector have lost about 4 million working places.
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Development of employment. West Germany 1950-1997

Proportion of total employment in %
Industrial sector Service Sector
(Industry, constructing, energy- |trade, transport, service firms,
/water) state, private households
1950 43,1 32,9
1960 47,9 38,3
1970 48,9 42,6
1980 43,4 51,4
1990 39,7 56,8
1997 34,9 63,4

Statistisches Bundesamt

Service activities do increase absolutely and relatively. The development of structure of
professions shows an even higher degree of tertiarisation of economy than the devel-
opment of sector structures does. The proportion of service activties seems to amount
between 65 % (Mikrozensus) and 72 % (SOEP).

To describe the interdenpendence between sectors:

In April 1995 (West Germany)

- 67,8 % of all employed were engaged in service activities,

- 18,3 % of all employed with service activities worked in the industrial sector,

- 45,3 % of all employed in industrial sectors were engaged in service activities.

In Germany the expansion of service sector is based mainly on his high-productivity-
sections with high qualification, while the sections with low wages play a less important
role. The sectoral change is caused more by a high service-intensity of industry than by
demand of private households.

A particularity of Germany is a high increase of productivity in service sector. Since
about 1970 the productivity growth in services is about the same as in the industrial
sector, while in most of the other industrial countries there remains a productivity-bias
(Klodt et al 1997).
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A wide discussion occures in Germany about a so called service gap (Dienstleistungs-
licke). It deals with the question, if there is a service gap in Germany in comparison to
the United States. The debate is about possibly lower employment rates in the service
sector in Germany compared to other European and American labour markets.
Generally there are two positions in that discussion: The DIW (Deutsches Institut fir
Wirtschaftsforschung) states that there is no or just a rather small service gap in Germa-
ny (Haisken-DeNew et al in DIW (1996). Although during the 70ies and the early 80ies

the size of tertiarization was notably smaller in Germany than in USA, tertiarization in

Germany has increased notably since then. To underline this hypothesis, the institute
does not refer to demarcation by sector but distinguish employment by service activities
or professions. Due to that data also in Germany a proportion of about 73 % of all full
time and part time employees is supposed to work in a service profession. An second
analysis of the DIW shows in detail, that even concerning the low qualified service activi-
ty, there does not exist any service gap in Germany, as far as marginal part time is inclu-
ded into the analysis (DIW 1998).

The thesis of a “not existing service gap” is generally confirmed by Klodt et al (1997:
169) although they assume still a small employment gap in service activities in Germany
compared to the USA, if part time employment is weighted. (A weighting factor of 0,64
instead of 0,5 for part time employment was used by Glott (1997) who then naturally
calculated an even smaller service gap than Klodt et al ) Concerning the different service
activities Klodt et al (1997: 173) find that over all consum oriented services, communica-
tion, enterprise related services, social services and public services have increased. There-
fore service activities in the industrial sector itself have increased considerably since the
mid 1980ies. In the service sector the majority (90 %) of all activities are genuine service
activities and here, as well, enterprise related activities are strongly increasing. Therefore
Klodt et al (1997:177) support the thesis that tertiarization takes place through innova-
tion (in the industrial sector itself) and through the outsourcing of service activities from

enterprises in the industrial sector to the service sector.

On the contrary Cornetz/Schafer (1998a/b) do support the thesis of a service deficit in

Germany (former Studies with similar conclusions see Krupp 1987). The authors state,
that the rate of service activities in USA with about 82 % is still much higher than in
Germany with 75 % (1998a: 425). Furthermore on the basis of working time volume

calculations and employment participation rates the authors demonstrate that in Ger-
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many in relation to the whole population in working age, less people work in service
activities than in the USA. Nevertheless, the gap in service activities in Germany is consi-
dered by Cornetz/Schafer to be due to a lack of enterprise related services and not — as
commonly assumed — due to consomer oriented services. Over all enterprise related ser-
vices are considered much more relevant in USA (22,9 %) than in Germany (15%).

Klos (1997) states a difference in densitiy of employment in services (employed per in-
habitants) and between Germany and US and argues, that there is a high potential for

low-wage-employment in Germany.

3.3.2 Studies of working time and employment forms in the service sector

There are no reliable representative results about employment structures and working
time and working time preferences in service sector in Germany. Some analysis (official
statistics and SOEP) show a growth in proportion of part time, which seems to be espe-
cially spread in public and intermediar sections of service sector.

There exist (as far as our results of recherche) two representative studies about working
time in branches of service sector. All the other studies are not representative, mostly

case studies.

A BIBB survey on care of the elderly
Becker, Wolfgang/ Meifort, Barbara 1998), Altenpflege — Abschied vom Lebensberuf. Dokumentation einer
Langsschnittuntersuchung zu Berufseinmindung und Berufsverbleib von Altenpflegekréften (Teil 2) (Bun-
desingtitut fur Berufsbildung (Hrsg.), Berichte zur beruflichen Bildung, Heft 227), Berlin und Bonn
Method :
- Survey of the 1992 graduating class in the West German Lander: longitudinal
study of a one-year age group training as old people’s nurses
- written survey and some supplementary interviews
Initial survey in the first year of work (1993/94: N=1.404) and repeat surveys in 1996
and 1997
With around 200,000 workers, care of the elderly is the third largest segment of the
health and social services labour market, after general nursing (850,000 workers) and
doctor’s assistants (480,000).
Results:
Because of the form of work organisation commonly found in old people’s homes, in

which professional standards, individuals’ demands for work commensurate with the
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professional skills they possess and the need for socially acceptable working conditions
are frequently ignored, old people’s nurses begin to lose their sense of occupational
identity in the first five years of their working lives. This leads to frequent changes of
job and a steady stream of trained people leaving the profession altogether.
Complaints are frequently voiced about constantly deteriorating employment conditions
in respect of job content and job security; the main bones of contention are involuntary
part-time work, fixed-term contracts and, increasingly, employment contracts offering
only very short hours and no social protection. Having to work under constant pressure
is one of the three most important reasons given for changing jobs, the others being a
lack of career development opportunities and a bad working atmosphere.

Employment forms:

1996: more than three quarters of all those surveyed (78.8%) were on permanent, full-
time contracts. Of the remainder, 18.4% were in permanent part-time jobs. Only
2.8% of those surveyed were on fixed-term contracts.

1997: Considerable decreases in permanent full-time contracts were accompanied by
significant increases in permanent part-time and fixed-term full-time contracts. The rea-
son for this is not to be found solely in the fact that the profession is a largely feminised,
since the trend can also be interpreted in terms of a process of gradual dissociation from
the profession, with the transition to part-time work representing the first phase of a
move to a new occupation. The number of hours worked by part-timers ranged from

18 to 39 per week.

% in 1997 % in 1996 % change
Permanent full-time 73.2 78.8 -5.6
Permanent part-time 214 18.4 +3.0
Fixed-term full-time 4.5 1.6 +2.9
Fixed-term part-time 1.0 1.2 -0.2

Source: BIBB 1998

Working time:
The dominant characteristic is shift work. Only 12% of those surveyed were not work-

ing shifts. Increasing use has been made over time of the most onerous forms of shift
work, namely alternating shifts with night duty and permanent nights. “Rest periods
have come to be regarded almost as bonuses, permanent night work is becoming es-

tablished as a characteristic element of working time in the profession and the demands
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on employees to accept flexible working hours have now got out of hand and are in-

creasingly depriving workers of any control over their own time.”(p. 91)

B Survey in German towns and cities with 50,000 + inhabitants on em-
ployment in council offices
Kuehnlein, Gertrud (1998), Beschaftigung in Biirgeramtern. Ein Projekt der Gewerkschaft Offentli-
che Dienste, Transport und Verkehr und der Hans-Bockler-Stiftung, Stuttgart (hrsg. von der
Gewerkschaft OTV)
Method:
The Sozialforschungsstelle in Dortmund conducted a representative survey that was ad-
dressed to the chief personnel officers of all German towns and cities with populations
of 50,000 or more. This produced a sample of 170 usable questionnaires. Three case
studies of local authority practice were also conducted (Unna, Saarbriicken, Bochum).
Employment forms:
The majority of employees are women (74.2 %). The part-time rate is 21.6%.

Working time:

120 of the 170 towns and cities have introduced flexible working-time systems, 38 are
planning to make greater use of such systems and only 12 (7%) are going to operate in
future with traditional working-time systems. The need for flexible working-time sys-
tems has arisen not least because of the decoupling of working time and opening
hours, which is a recent phenomenon in public administration. The commonest forms
of flexibility are flexitime and variable working-time systems (with short and long-term
accounts).

“...in most cases, employees gain greater autonomy over the management of their own
time at the expense of a reduction in earnings, since the new arrangement or the new
distribution of individual working time eliminates the bonuses previously paid for addi-
tional hours or overtime, which are now remunerated by awarding extra time off in
lieu” (p.53ff.).

In many local authorities, responsibility for the organisation of individual working time
has been decentralised, i.e. employees agree their attendance and absence times among

themselves (p. 57).
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3.4 Data Sources

There are some different data sources in Germany, which could be used for analyzing
employment in services. Because of availabitiy for own calculations as well as because
of the possibility of including marginal part time (what is very important for service em-
ployment in Germany) the most important data sources are the Microcensus and the
SOEP.

3.4.1 Microcensus

The microcensus, introduced in 1957, is the annual official representative set of statistics
on the population and the labour market. Since 1992, it has also constituted the
framework for the EU Labour Force Survey. The East German Ldnder have been included
since 1991. The microcensus is based on a 1% sample of the economically active
population. This relatively high sample rate makes it possible to provide occupationally
and regionally highly disaggregated results on fundamental characteristics of the eco-
nomic and social situation of the population and developments in the labour market.
The survey takes the form of oral or written questionnaires in households; the selected
households have a statutory obligation to provide the information required.

For our purposes, it is important that the microcensus should provide data on employees
in non-insurable marginal part-time jobs. Since 1976, the survey has contained a ques-
tion on current occupation. In 1994, however, the classification was changed (the re-
cording of “new"” occupations, many of them in the service sector, is now more highly
disaggregated), restricting the opportunities for cross-sectional comparisons.

The following characteristics are recorded in the microcensus:

Industrial and job characteristics:

- current occupation (classification now four-digit)
- industrial classification of establishment (three-digit classification)
- public service - yes/no
- Size of establishment
- What is the main activity in your job?
1. Setting/supervising machinery
(Setting, controlling, supervising or maintaining machinery or plant)

2. a) Cultivation (breeding livestock, cultivating and harvesting plants,

fishing)
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b) Extraction

¢) Manufacturing

3. a) Distribution
b) Repairs

4. a) Clerical/data processing

b) Technical white-collar

¢) Research

5. a) Marketing/PR
b) Management

6. Personal services

f)

7. Other services

(quarrying/mining, extracting raw materials)

(producing, processing, constructing/disassembling,
installing, assembling)

(purchasing/selling, broking, taking payment)

(repairing, renovating, reconditioning, restoring)

(typing, calculating and data processing, book-keeping,

making drawings)

(measuring, inspecting, testing, checking)

(research, design, analysis, organisation of products, plans,
programmes)

(advertising, marketing, publicity work/PR)

(managerial and supervisory activities)

(providing hospitality and accommodation, preparing

(applying or interpreting legislation/regulations/ordinances,
registration)

(educating and training)

(providing advice and information)

(health care, social work, nursing, provision of
medical/cosmetic treatment)

(creative, media and entertainment)

(driving, packing, loading, sorting, delivering)
(cleaning, removing rubbish, recycling)
(security, protection, monitoring/supervision, directing

traffic)

- In what department is your job located? (production, maintenance, work preparation,

stores, purchasing, selling, accounts, personnel, management, etc.)
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Employment forms, working times and working conditions:

- Economic activity (main and secondary activity)
- marginal part-time employment (main/second job)
- change of occupation and/or employer in past year
- tenure with current employer/ as self-employed worker
- active as

- self-employed worker

- (unpaid) family helper

- public official (Beamte)

- white-collar worker

- manual worker

- trainee

- regular/career soldier

- national/community service
- Position in firm

e.g. self-employed by no. of employees, public officials by ordi-
nary/intermediate/higher intermediate and higher service classes, manual and
white-collar workers by function/responsibility (skilled worker, foreman, master
craftsman; operative tasks, self-employed activities, extensive managerial respon-

sibilities and decision-making competences etc.)

- fixed-term/permanent

- contractual term

- reason for fixed-term contract
- full-time or part-time
- if part-time, why?
- no. of days normally worked
- how many hours normally worked per week
- how many days actually worked in the reference week

- how many hours actually worked in the reference week
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- reasons for reduction or increase in hours worked in the reference week

- Saturday work - permanently, regularly, occasionally

- Sunday work - permanently, regularly, occasionally

- work between 18.00 and 23.00 - permanently, regularly, occasionally

- night work between 23.00 and 6.00 - permanently, regularly, occasionally
- average no. of hours worked per night

- shift work - permanently, regularly, occasionally

- work at home - permanently, regularly, occasionally

- length of journey to work (distance and time) and means of transport used

- detailed questions on second activity (working time, occupation, industrial classification,

employment form)

Demographic characteristics:

- Age

- Sex

- Marital status

- Nationality

- Highest qualification obtained in the general school system

- Highest vocational, technical college or university qualification

Income/subsistence

- Principal source of livelihood (economic activity, unemployment benefit/assistance, pen-
sion, support from family, private income/rent income, welfare benefits, private nursing

insurance, other)

- availability of various types of income (pension, state benefits, investment income, pri-

vate support)
- personal net income (from all sources) in the reference month

- household income in the reference month

3.4.2 Socio-economic Panel (SOEP)

The SOEP is a representative longitudinal survey of private households in Germany that

has been conducted annually since 1984. The East German Lander have been included
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since 1990. The SOEP provides data on objective living conditions and subjective atti-
tudes on life.

The occupational classification conforms to ISCO 1968, with the inclusion of a few addi-
tional codes.

Industrial and job characteristics

- current occupation
- industry codes
- 35 industries
- ISCO occupational codes (3-digit)
- ISCO 88 occupational codes (4-digit)
- public service or not
- size of establishment
industrial classification
secondary activity (industrial classification)

- What kind of training is required for the job you do?

Employment forms, working time and working conditions:

-Economic activity
- full-time work
- part-time work
- training/apprenticeship
- marginal part-time/irregular employment
- Secondary activities (what, how many days per month, hours per day)
- Occupational status

(manual worker, white-collar worker, public official by qualifica-

tion/function/responsibility, e.g. skilled worker, foreman, master craftsman...)
- Is the current job the one for which you trained?
- How long with current employer?

- Fixed-term/permanent
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- Change of occupation
among other categories:

- have taken up a new activity as a self-employed worker

- have been taken on by the successor company/new department.
- Journey to work
- Work at home? If yes, how frequently?
- Interested in working at home?
- Agreed working time in hours per week
- Actual working time in hours per week
- Desired working time in hours per week (if earnings were to change accordingly)
- How many days per week normally worked?
- How many hours per working day normally worked?
- Overtime? If yes, how remunerated?

- No. of hours’ overtime in previous month?

Demographic characteristics:

- Age

- Sex

- Marital status

- No. of children

- Nationality

- academic/vocational qualifications

Income/subsistence:

- Gross and net earnings in previous month
- Special payments made by employer (holiday/Christmas pay, profit-sharing etc.)
- Other income (second job, benefits from employment office, pension etc.)

Subjective attitudes on life/time utilisation/health:

- Satisfaction (with work, health, etc...)

- Worries? (about job, childcare, own economic situation etc.)
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3.5

- Time use (hours per day spent on paid work, shopping, housework, childcare, further

education and training, etc.)
- What form of social security would you favour?

a) The state provides adequate social protection for all, funded from taxa-

tion and social security contributions levied on a scale that rises with income.

b) Each individual is able to decide whether and to what extent he wishes to

insure himself and his family and bears the risk himself.

- In the case of several areas of social provision (childcare, unemployment protection, care

of the sick and elderly, etc.), those surveyed are asked whether, in their opinion,
only the State

mainly the state
both the state and private organisations

mainly private organisations
only private organisations should be responsible.
- How do you assess your financial protection
in the event of illness
in the event of unemployment
for old age
should you require nursing care
- How many days in the previous year not worked because of illness?
- Any time spent in hospital in the previous year because of an accident at work?

- Any time in the previous year spent on a health cure or in-patient therapeutic treat-

ment?

Evaluation of data sources

The most suitable sample for analyzing employment structures ist the Microcensus. The

sample is big enough for disaggregation of data, and you can correlate activities, pro-

fessions and branches. Furthermore the Microcensus serves as sample for the EU-

Labour-Force-Service, what is important for comparability of data. A problem is the
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change in classifications in 1994 and a file (for scientific users — own calculation) exists
only for 1995 and 1996 (also possible, but more difficult to get for 1989, 1991, 1993).

The SOEP is a much smaller sample, but it delivers more information about employment
conditions and it is available (for own calculation) for a longer time than the Microcen-

sus. That is the reason, why many studies are based on SOEP.
A possible approach could be to use the Microcensus for investigations on employment

structures and to use the SOEP for some special questions of employment conditions.

Anyway, we should be careful with interpretation.
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