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In this thesis patterns of working hours in large-scale grocery
retailing in Britain and France are compared. The research is carried
out using cross-national comparative methodology, and the analysis is
based on information derived from secondary sources and empirical
research in large-scale grocery retailing involving employers and
trades unions at industry level and case studies at outlet level.

The thesis begins by comparing national patterns of working hours in
Britain and France over the post-war period. Subsequently, a detailed
comparison of working hours in large-scale grocery retailing in Britain
and France is carried out through the analysis of secondary sources and
empirical data.

Emphasis is placed on analyzing part-time working hours. They are
contrasted and compared at national level and explained in terms of
supply and demand factors. The relationships between the structuring
of, and satisfaction with, working hours and factors determining
women's integration in the workforce in Britain and France are
investigated. Part-time hours are then compared and contrasted in
large-scale grocery retailing in the context of the analysis of working
hours. The relationship between the structuring of working hours and
satisfaction with them is examined in both countries through research
with women part-timers in case study outlets.

The cross-national comparative methodology is used to examine whether
dissimilar national contexts in Britain and France have led to
different patterns of working hours in large-scale grocery retailing.
The principal conclusion is that significant differences are found in
the length, organization and flexibility of working hours and that
these differences can be attributed to dissimilar socio—economic,
political, and cultural contexts in the two countries.

Key words: Patterns of working hours, working time, part-time work,
Franco-British, women's work, large-scale grocery retailing.
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Introduction

In this thesis patterns of working hours are compared in large-scale
grocery retailing in Britain and France with specific reference to
part-time work. In this introduction the rationale for researching
this particular area.is explained and the structure of the thesis is
described. The discussion is organized into six sections which begin
by situating changes in working time in the context of the process of
economic development over the post-war period in Western industrialized
countries. The second section explains why it is of interest to carry
out a Franco-British comparison of patterns of working hours, and the
third accounts for the specific focus on patterns of part-time working
hours. The fourth section explains why large-scale grocery retailing
was chosen for a Franco-British comparison of patteans of working
hours. The next section explicates the use of the cross-national
comparative research and the final section outlines the order of the
chapters and the main areas addressed in them.

Changing Working Patterns in Western Industrialized Countries

Working hours are an important area for research because they have been
a major component in the changes which have taken place in working
patterns over the post-war period in Western industrialized countries
and have made an important contribution to the process of economic
development. Any study of working hours should be seen in the context
of these wider changes in working patterns.

Authors, such as Baum and McEwan Young (1973), Blyton (1985) De Lange
(1986), and Boyer (1987), have identified a number of factors which

they suggest combined to explain changing working patterns, including
- 16 -



new lifestyles, economic change and shifts in organizational and
individual priorities. They argue that the post-war period of
prosperity and low unemployment, lasting into the mid-1970s, produced a
favourable labour market situation which gave workers and unions
greater bargaining power in negotiations over working conditions. As a
result, working time was reduced and more flexible patterns of warking
time such as flexi-time and part-time work were developed with afforded
greater cantrol for employees over both their work and non-work lives
(this was not to say that some of these changes were not welcomed by
enployéns, in Britain for example after initial reluctance towards
using part-time work, employers were quick to develop the use of this
form of work, Beechey and Perkins, 1987). New patterns of working time
were accompanied by shifts in attitudes towards work, family and

education, and changes in the composition of the workforce and in other
aspects of social life.

The post-oil- crisis period saw a dramatic reversal in economic trends
and consequently in working patterns. As economic conditions
deteriorated in Western industrialized countries and unemployment
levels began to rise, two major changes occurred: negotiating power
shifted away from workers back to management; governments recognized
that the new economic situation was likely to last and that a major
revision of productive systems, monetary, and public policy would be
necessary. Governments reacted by promoting a fundamentally new
orthodoxy in the 1980s, based on greater flexibility, particularly in
the employment relationship. Employers, in turn, took advantage of the
new approach by governments to develop practices associated with the
concept of flexibility. The shift of power in their favour was an
important enabling factor (Boyer, 1987; De Lange, 1986).

w TF =



The flexibility sought by employers has taken a number of forms. 1In
the production methods used by industry, large organizations, which in
the past had tried to make economies of scale by applying Taylorist
work organization practices, are being replaced by small and medium-
sized businesses more able to adapt volume of production and manpower
in response to variations in demand and market saturation. A second
form of flexibility is to be found in the attempt to adapt wages to
economic conditions in the firm and in the labour market and to
individual performance. Changes in soclal and fiscal legislation,
designéd to encourage job creation, have helped employers to achieve a

higher degree of flexibility.

Finally, increasing emphasis has been placed on developing flexibility
which enables laboaur levels to be adjusted more effectively to meet
changes in demand. This flexibility has taken two forms: growth in
"the ability of firms to reorganize competences associated with jobs so
that the job-holder can deploy such competences across a broader range
of tasks" (IMS, 1986: 8), known as functional flexibility, and "the
ability of firms to adjust the number of workers, or the level of
worked hours in line with changes in the demand for them" (IMS, 1986:
6), known as numerical flexibility (Atkinson, 1985; Michon, 1987).
Over the last decade the growth in "management-orientated" patterns of
working time (De lange, 1986: 104), such as compressed working hours
and flexible year contracts, has contributed significantly to the
development of numerical flexibility by employers.

A Franco-British Comparison of Patterns of Working Hours
In the thesis a definition of patterns of warking hours is used as a

basis for the secondary analysis and the presentation of the fieldwork
- 18 -



findings which was advanced by Bosworth and Dawkins (1981) and breaks
down patterns of working hours into three camponents: the length of the
working period; the time at which work takes place within a given
period, and the flexibility of working hours. Although this definition
includes the location of work throughout the working life (such as
early and flexible retirement schemes, sabbaticals, and parental
leave), the discussion in the thesis is restricted to patterns of hours
over shorter periods: the day, the week, and the year.

A Frarxfo—British comparison of patterns of working hours at national
level and in large-scale grocery retailing is of interest because
although little work has been done in these fields the research which
has been carried out suggests that further study would be woarthwhile.
Much of the limited research which has been carried out in the field of
Franco-British comparisons of patterns of working bhours examines
Britain and France in the context of superficial multi-nation studies
based on the juxstaposition of single-nation data. Some authors
investigate all facets of patterns of working howrs (Documentation
Francaise, 1985; Blyton, 1985; Nedzinski, 1982; OECD, 1973), while
others (for example, CBA0S, 1985; Jim Conway Memorial Foundatian, 1985;
Hert, 1984; European Foundation, 1981) study specific aspects of
working hours. However, on a superficial lewvel this body of research
has identified both similarities and differences in patterns of warking
hours over the post-war period and suggested that differing national
socio~economic and cultural factors may bhelp explain the
dissimilarities found.

While these multi-nation studies are of interest, they do not provide a

detailed, explicitly comparative analysis of patterns of warking hours

in Britain and France. There is increasing interest in this type of
- 19 -



comparison, reflected in the Economic and Social Research Council-
Centre National de la Recherche Scientifique (ESRC-CNRS) Franco-British
programme which was initiated in the 1980s. There is also a growing
body of literature comparing employment in Britain and France which
highlights the use of part-time work in the two countries (as described
below). However, there has been very little research which explicitly
compares patterns of working hours in Britain and France.

The only explicitly comparative research about working hours at
national level in Britain and France has been Boulin's overview of the
role of trades unions in changing working hours in Britain and France
(Boulin, 1986) and the state of the art review of literature depicting
the interface of work, family, and leisure, in British and French
society (Hantrais et al, 1984) in which working time is only one of the
three dimensions under study, and the main purpose is not to compare
patterns of working hours. Nevertheless, these authors provide some
findings which suggest that further research in the area is justified.
Boulin (1986) shows that the trades unions have been more preoccupied
with issues of working time in France than in Britain and Hantrais et
al (1984) find that French State control of working hours has been
greater than in Britain, the French are more preoccupied with time than
the British and may have gone further than the British in experimenting
with working hours, and that working time may have a more important
role in changing value systems in France than in Britain.

In food retailing, and more specifically in large-scale grocery

retailing, there is little national, and no comparative, informatian

about patterns of working hours. The main descriptive work in Britain

has been carried out by Sparks (1982a, 1982b,1983,1984, 1987) who has

recently analyzed the composition of the retail workfarce in
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superstores, supermarkets and departments stores and has investigated
patterns of working hours in these cutlets., This research has examined
patterns of full and part-time working hours in terms of a number of
variables such as the number of days worked per week and hours worked
per day. The intention was not, however, to examine the organization
of working hours (for example, shift patterns) or their flexibility, or
to explain the rationale for the patterns of working hours found. In
France the closest comparable work is by Bieganski (1983) which
analyzes in detail the composition of the retail workforce in certain
supem;—:urket, hypermarket, department, and co-operative stores. In
particular, he locks at the use of part-time work and considers some of
the employment practices relating to it.

Juxstaposition of the studies by these authors and other disparate data
relating to patterns of working hours in large-scale grocery retailing,
in Britain and France, which is carried out in the body of the thesis,
suggests that there are a number of Franco-British differences in
working hours which would be worthy of further research. In
particular, it suggests that, in parallel with national trends, there
is a greater preoccupation with issues of working time in large-scale
grocery retailing in France than in Britain, and that experimentation
with systems of working hours has also been taken further in France.

The research in this thesis seeks to contribute to the knowledge about
patterns of working hours in Britain and France and, in particular, to
gain a better understanding of the Franco-British differences in
patterns of working hours identified in the existing comparative
literature. 1In order to fulfil these objectives the research about
patterns of working hours is carried out in two ways. Firstly, a
comparison is made of patterns of working hours in Britain and France
- 9. =



over the post-war period on the basis of secondary sources. This
approach is used to compare and contrast changing patterns of working
hours (addressing in particular the extent to which experimentation
with working hours has occurred and the relationship between working
time and changing value systems) and the process by which they have
changed. It seeks explanations for the differences found in terms of
the role of social actors, institutional frameworks and the wider
social context in the two countries with a view to providing insights
into the national specificity revealed by less detailed comparisons.

Secondly, a detailed comparison of patterns of working hours in large-
scale grocery retailing in Britain and France is carried out through
the analysis of secondary sources and empirical work in this sector.
This comparison analyzes how patterns of working hours are derived in
order to draw out similarities and differences, and the relationship
between patterns of working howrs and socioeconomic conditions
affecting them is examined by seeking explanations for the findings in
terms of national socio-economic characteristics. The comparison of
patterns of working hours includes an examination of similarities and
differences in approaches towards warking time and in systems of
working hours, and an attempt is made to relate these findings to
national trends and characteristics.

A Franco~-British Comparison of Patterns of Part-time Working Hours

A common problem in any cross-national comparative research is that the

official national statistics are not directly comparable. This arises

in comparing the use of part-time work at natianal level and in

retailing in Britain and France and is also raised in the comparison of

other aspects of patterns of working hours. The difficulties in
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comparing data on patterns of working hours represent one of the major
methodological problems encountered and are described in greater detail
in Chapter 1 and throughout the thesis where difficulties arise.

The definition of part-time work differs currently in the two countries
and has differed over time. The current definition of part-time work
in France is four-fifths or less of the full-time working week, while
in Britain the official definition is thirty hours or less per week.
However, the definition used in French employment statistics differs
from the official definition, and part-timers are taken to be those who
describe themselves as working part-time. This is the definition of
part-time work used in the EEC labour Force Survey which enables the

direct comparison of levels of part-time work in all EEC countries.

A Franco-British comparison of patterns of part-time working hours was
considered worthy of research for a number of reasons. The first
reasons is that the growth of part-time work over the post-war period
in Britain and France both at national level and in food retailing may
be considered as one of the most significant changes in patterns of
working hours. According to official national statistics, which are
not strictly comparable but give some indication of the extent of the
part~-time phenomenon, in 1984 over 4,600,000 men and women were in
salaried part-time employment in Britain (Census of Employment) and
1,700,000 in France (Enquéte sur 1'Emploi), while over 280,000 men and

women employees were working part-time in food retailing in Britain
(Census  of FEmployment) and 123,418 in France (Enquéte Annuelle

d'Entreprise dans le Commerce).  Statistics are not available for

large-scale grocery retailing. Secondly, there have been no Franco-

British comparisons of patterns of part-time working hours either

nationally in large-scale grocery retailing or in food retailing, and
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existing comparative literature suggests that further research in this

area is warranted.

The use of part-time work at national level in Britain and France has
been discussed in a number of explicitly comparative studies over
recent years (Dex and Walters, 1988; Dale and Glover, 1987; Gregory,
1987; Garnsey, 1985; Barrére-Maurisson et al, 1987), although it has
not been the main topic of study in all of these (Dale and Glover,
1987, for example discuss women's working patterns as a whole in the
UK, France and the USA). The interest in this area has stemmed from
the significantly greater use of part-time work by women in Britain
(42% compared with 19.7%Z in France among employees in 1984 according to
national statistics which, although not strictly comparable, give some
indication of the differences in magnitude) particularly during the
period when women are bringing up children.

Much of this comparative literature has related the differing
structuring of working hours found at national level to supply factors
determining women's integration into the workforce and advanced the
idea that different forms of labour force participation in the two
countries may be explained, to a large extent, by differences in levels
of childcare provision (for example Dale and Glover, 1987 and Garnsey,
1985), and in the operation of the tax system in the two countries (Dex
and Walters, 1988 and Barrére-Maurisson et al, 1987). Barrére~
Maurrison et al (1987) also identify differing national attitudes and
norms relating to the care of young children which they suggest
contribute to an explanation for the dissimilar forms of labour farce
participation adopted by women in Britain and France. They suggest
that in Britain women's high level of participation in the workforce
on a part-time basis reflects a relationship between work and family in
-2 -



which childcare is seen as family based, while in France women's more
extensive participation on a full-time basis reflects a relationship
between the two in which the State is expected to play a more important
role in enabling both parents to work.

Hantrais (1988) in her comparative study of the time structures of
professional women in Britain and France, goes some way towards
explaining the differing contexts for the development of these
dissimilar attitudes and family policies. She also found evidence of a
practicél impact of these attitudes and policies on women's feelings
about work, although the relevance of these findings for understanding
women's attitudes to work in retailing, where women are less highly
qualified, and among whom patterns of activity are different, may be
limited. She found reduced attachment to work among British women and
a widespread feeling that it was impossible for women to combine work
and family successfully because of the inadequacy of support networks
and their cost, current work practices, and the attitudes of employers,
colleagues, and family. In France, by contrast, wamen were found to
have a greater comitment to work and more positive views about
reconciling work and family: they expected to be able to have a career
and a family and be supported in doing so, both in the home and through
the provisions made for childminding and for flexibility in working
conditions. Although this evidence cannot be taken as representative
of the French and British female populations as a whole it does
suggest, when seen in the context of the findings from other Franco-
British research about women's work, that further research into the
attitudes of women towards work and family and how they have developed
in Britain and France may be useful in understanding the inevitability,
or otherwise, of a given pattern of employment. Fram the foregoing, it
may be expected that differing attitudes towards work and family among
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women and dissimilar levels of childcare services in Britain and France
will have an impact not only on whether women take part-time work and
their reasons for doing so, but also on the sorts of patterns of hours
they work. There is, however, relatively little comparative work to
substantiate this contention.

There is a similar paucity of comparative research at national level
attempting to examine the influence of demand-side factors on the
structuring of working hours. Some of the literature comparing the use
of part-time work at a national level in Britain and France (Baroin,
1981; Garnsey, 1985; Dale and Glover, 1987; Barrére-Maurisson et al,
1987) offers a tentative demand-side explanation for differences in the
level of use of part-time work in the two countries in terms of their

differing legislative frameworks.

Finally, there has been no attempt to date to assess how supply and
demand factors interact in order to produce patterns of working hours.
It has been argued in Britain by Clark (1983) that relations between
employers and employees in the labour process have differing
periodicities, providing employees with opportunities to revise and
refine bargains over workloads. Indeed, the importance of convenient
working hours to British women with children has had a direct impact on
employers' structuring of working hours during periods of labour
shortage when they have been obliged to meet women's needs in order to
attract them into the labour force (Seear, 1982). Given the
differences in the workforce outlined above, it is of interest to see
to what extent part-timers are able to influence their patterns of
working hours in the two countries.
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Another reason why a Franco-British comparison of patterns of part-time
working hours is of interest is because a review of single-nation data
about satisfaction with working hours (which is discussed in the
thesis) suggests that there may be differing degrees of satisfaction
with part-time hours in the two countries which could reflect
dissimilar reasons for taking this form of work, and that these
differences appear to be particularly significant in low-skilled jobs.
The lack of comparative work in this area suggests that it may be
worthwhile to investigate the relationship between satisfaction with,
and patterns of, working hours.

In addition to the lack of comparative research about patterns of part-
time working hours at national level in Britain and France, there is a
total absence of research of this type, either from a demand or a
supply perspective, in large-scale grocery retailing. A comparative
study of part-time patterns of working hours may, however, be of
particular interest for two main reasons. Firstly, although food
retailing is a sector in which levels of part-time work are amongst the
highest in both countries, single-nation studies and official
statistics suggest that, in parallel with national trends, levels of
part-time work remain significantly higher in this sector in Britain
than in France . There have been no comprehensive attempts to analyse
or to explain these differences between the two countries, and their

implications for patterns of part-time working hours.

Secondly, a large proportion of part-timers working in food retailing

in both countries would seem to be women with children: official

statistics show that in 1985 88.6% of all part-timers in food retailing

in France were women and of all female employees in food retailing 60%

of women were aged between 25 and 49, the age group in which most women
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have dependent children (Enquéte sur 1'Emploi); in Britain, where no
official statistics provide this sort of information, a recent small-
scale study (Sparks, 1987) found that 897 of female part-timers working
in superstores and 887 of those working in supermarkets had dependent
children. This is a sector in which part-time work is located in low-
skilled jobs and in which, therefore, it might be expected that
differences in reasons for working part-time and in satisfaction with
this form of work between Britain and France would be significant.
There have been no studies to date in large-scale grocery retailiing
which compare and contrast the motives for working part-time among
women with children and their satisfaction with part-time wark, or
which assess their possible implications for the structuring of working
hours.

The research in this thesis was therefore carried out in order to
contribute to knowledge about the structuring of patterns of part-time
working hours in Britain and France and, in particular, to compare and
contrast how the structuring of working hours may be related to the
supply factors determining women's integration into the labour force.
The research in the thesis attempts to achieve these objectives in
three ways. Firstly, the available secondary data from cross-national
and single-nation studies is drawn together in order to provide the
first Franco-British comparison of patterns of part-time working hours
at national level. Explanations are made for the similarities and
differences found in terms of both demand and supply factors. On the
one hand the effect of the legislative frameworks in the two countries
on the structuring of working hours are examined and, on the other, the
relationship between the supply factors determining women's labour
farce parti;:ipatim and the structuring of working hours. An
assessment of satisfaction with part-time working hours based on
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secondary data is also carried out which investigates the relationship
between satisfaction and patterns of hours.

Secondly, in the context of the discussion about patterns of working
hours, secondary single-nation data is used to provide, as far as
existing literature allows, a Franco-British caomparison of patterns of
part-time working hours in large-scale grocery retailing. This
includes an assessment of why different levels of part-time work are
used in the two countries and their implication for the structuring of
working hours. Similarities and differences in patterns of part-time
working hours are identified and explanations for them are sought from
a supply and demand perspective. In particular, attempts are made to
relate dissimilarities found to those in the wider economy and to
provide explanations for them in national terms. A comparison is also
made of the evidence about the relationship between satisfaction with
part-time working hours and their patterns in large-scale grocery
retailing.

Finally, empirical work carried out in large-scale grocery retailing in
order to gain more detailed information about how working hours are
structured looks specifically at part-timers in the context of the
description of patterns of working hours in this sector. This
empirical work is done at industry level and in case studies within the
industry in both countries and involves discussions with management and
trades unions about the structuring of working hours. The case study
research also includes interviews with samples of women with children
who work part-time in large-scale grocery outlets. These interviews
are carried out in order to investigate the relationship between
patterns of working hours, reasons for warking part-time, and
satisfaction with working hours.



Patterns of Warking Hours in Large-scale Grocery Retailing

Large-scale grocery retailing does not have a precise and generally
accepted definition in either Britain or France. In Britain a popular
definition of large self-service stores is of those with a surface area
of over 929m2 (Euromonitor, 1986). In France the closest definition to

large-scale grocery retailing is the category les grandes surfaces

alimentaires (large-scale food retailers) which comprises supermarkets,

hypermarkets, and magasins populaires. However, magasins populaires

differ in many respects from the other two types of outlets which would
make it impossible to include them in the category of large-scale
grocery retailers: for example the majarity of their sales are non-food
while the opposite is true for supermarkets and hypermarkets, and they
use very different sales techniques from supermarkets and hypermarkets

where self-service is the norm.

For the purposes of the research in the thesis a definition of large-

scale grocery retailing as supermarkets and hypermarkets was used
because the aim was to focus on grocery outlets only (hence, excluding
magasins populaires), and because it simplified the process of

research: for example it was not possible to obtain official statistics
for grocery outlets with a surface area of over 929m2, nor was it
thought likely that it would be possible to carry out the empirical
work using this definition. Nevertheless, the definitian chosen raised
other problems, notably that supermarkets and hypermarkets were defined
differently in the two countries. The implications of these
differences for the research are explained fully in Chapters 1 and 4.

Detailed cross-national comparative research of organizations has
started to be carried out over the last decade as the validity of the
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culture~-free thesis of organizational theory has been questioned (this
thesis is fully discussed in Chapter 1). One of the most widely quoted
contributions to the debate may be considered to be Maurice et al's
(1980) research into the impact of education and training arrangements
in France, Germany and Great Britain on organizations' structure and
style of operations in these countries, which found that there were
significant differences in organizational structure which could only be
explained in cultural terms. Another pathbreaking piece of comparative
research was Gallie's (1978) comparison of workers' class attitudes and
aspirations within two oil refineries in Britain and France which
sought to challenge a sort of culture-free thesis (put forward by both
Blauner, 1964 and Mallet, 1975) that advanced technology would change
the class orientations of workers. Gallie's study (1978) suggested
that more significance has to be attached to the structure and culture
of the society outside the plant in understanding class consciousness,
this being indicated by the more conflictual and class-conscious
orientations of the French workers compared with the British. Both
these studies highlight the importance of cultural factors for
understanding organizations and the behaviour of people working in
them.

In food retailing, and in large-scale grocery retailing in particular,
there have been very few cross-national comparative studies, and those
which exist are mainly studies of labour productivity based on
secondary data which do not compare Britain and France (see for example
the comparison of labour productivity in British and American retailing
by Smith and Hitchens, 1983, and of the relationship between part-time
levels and labour productivity in French and Dutch stores by Thurik and
Van der Wijst, 1984). Only one cross-national study (Epstein et al,
1986) investigating the interaction and interdependence of work and
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family among women in Britain and Germany through research in retailing
has approached the subject of patterns of working hours, and this only
in a very general way. The main pieces of crouss-national research
studying practices in individual organizations are the European
Foundation's (1985) study of the impact of New Technology in
Supermarkets in some European countries and the work by Epstein et al
(1986) which uses detailed case study analysis of retail stores
(including one large-scale grocery outlet in Britain). There has,
however, been no Franco-British study of patterns of working hours in
retailing and, moreover, none which has researched this area through
the detailed comparison of practices in organizations in this sector.
It is also for this reason that comparative empirical work was carried

out with organizations in large-scale grocery retailing.

large-scale grocery retailing has two main characteristics which makes
it particularly suitable for research in the field of working hours.
Firstly, food retailing forms part of the developing service sector and
is becoming an increasingly large employer in both Britain and France.
Hence, patterns of working hours in food retailing, and particularly in
large-scale grocery retailing, are very relevant to a discussion of
patterns of working hours in the two national economies because they

affect an increasingly large proportion of the national workforces and
their families.

Secondly, patterns of working hours are particularly important in food

retailing because they are affected by the "service relationship"

(Smith, 1983). The service relationship is the necessary association

between retailer and consumer, in which the provider of the retail

services is dependent on the physical proximity and involvement of the

customer . The service relationship has had two major effects on
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patterns of working hours. The first has been the pressure on
retailers to adapt patterns of working hours to changing consumer
patterns and lifestyles in the post-war period. Indeed, the changes
which have taken place, and are continuing to take place, in food
retailing provide an example of the way in which the services adapt to
changing consumer patterns and, as a consequence, result in changes in
patterns of working hours. For example, since the early 1960s large-
scale grocery retailing has developed as a result of a number of
changes in customer patterns and lifestyles such as the increase in the
suburl:;anizatim of the population, in car use, in waomen's integration
into the labour force, and other factors such as greater customer price

sensitivity and demand for choice (Fulop, 1964; Dawson, 1982).

A number of these factors have encouraged the extension of trading
hours, particularly in large-scale grocery retailing. As retailers
have been confronted with longer trading hours in response to customer
demand, they have also been faced with falling full-time working weeks
and troughs and peaks in customer flow. They have responded by
creating new patterns of working hours dependent on multiple shifts and
the use of part-time work. In both countries the major changes in food
retailing have taken place since the 1960s and therefore the discussion
and analysis of large-scale grocery retailing in the thesis focuses on
the post-1960s period. Some of the most significant responses to
changes in customer behaviour have been seen over the last three
decades in large-scale grocery retailing where profit margins are
lowest and opening hours tend to be longest. In this sector, in
particular, effective labour use, and consequently optimal patterns of
working hours have become crucial to effective business operations.



The second major effect of the service relationship in food retailing,
and particularly in large-scale grocery retailing, has been to bring
labour use to the forefront of employers' policies. This has taken
place against a backdrop of fluctuating customer demand combined with
high levels of competition, high labour costs and low labour
productivity by comparison with industry. Consequently, the
organization of working hours have become crucial for effective
business operations. ILarge-scale grocery retailing is a good example
of the impact of the specific constraints imposed by the service
relationship which have led retailers to be among the first to attempt
to reduce its impact by developing self-service retailing, new
merchandizing policies, and new forms of labour use (Dawson, 1982;
Smith, 1983).

For these reasons, in addition to those set out in previous sections,
large-scale grocery retailing was chosen to be the specific focus for
the comparison of patterns of working hours with particular reference
to part-time work.

Research Methodology

The research carried out in this thesis is cross-national comparative
research according to the definition given by Hantrais et al (1985),
on the basis of their state of the art review of cross-national
comparative research. This defines a cross-national study as
comparative:

...1f one or more units are compared in respect of the same
concepts and if it concerns the systematic analysis of
phenomena with the intention of explaining them and
generalising from them (Hantrais et al, 1985: vi).

Cross-national comparative research can be used in a number of
- -



different ways to achieve a range of objectives (as discussed in the
standard reference works on cross-national sociology, see for example
Marsh, 1967; Rokkan et al, 1969; Przeworski and Teune, 1970; Vallier,
1971; Warwick and Osherson, 1973; Smelser, 1976,; Armer and Marsh,
1982; and Niessen and Peschar, 1982). Hill (1962), for example, who is
typical of the authors on the subject, notes the use of the cross-
national comparative research method for hunting common patterns and
discovering "propositions which transcend the boundaries of nation and
culture" (Hill, 1962: 426), while Bulmer (1983) sees it as a means of
enlarging insight and knowledge. Koistinen and Urponenen (1984)
consider that one of its uses may be to test and prove theories, while
another may be to use it to analyze changing structures in relation to
nation specific macro conditions and state policies in order to
contribute to a better understanding of the ways in which societal
factors have an impact on the consequences of innovation and also how
innovation influences the development of society (Koistinen and

Urponenen, 1984: 17).

The cross-national comparative research carried out in this thesis
shares a number of the objectives common to this type of research. Its

main objectives are:

1. to contribute to knowledge and to enlarge insight by seeking to
discover how patterns of working hours differ between Britain and
France, and by assessing the extent to which context, social

conditions, policy and culture have contributed to the patterns found;

2. to gain a better understanding of the specificity of each society in
relation to patterns of working hours and the factors determining
them;
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3. to draw out limited cross-national generalizations on the basis of
secondary data and to seek to formulate general statements about common

patterns in the two societies based on empirical work;

4, to test specific hypotheses about patterns of working hours in
Britain and France.

If methodology is defined as "all the processes and techniques used in
scientific investigation" (Samuel, 1985: 9), then many authors have
shown that there is no one best methodology used for cross-national
comparative research (see for example Przeworski and Teune, 1970;
Maurice, 1979; Quortrup, 1984), and it is often necessary to combine
more than one approach and more than one method in order to achieve the
research objectives. In this thesis, for example, a method based
solely on contrasting and comparing secondary data was rejected,
because comparable data were both insufficient and unreliable. For
example, information about the use of part-time work in large-scale
grocery retailing was not directly comparable and it was not feasible
to reestablish the data sets. However, the greater problem lay in the
lack of basic data on patterns of working hours.

The choice of cross-national comparative research methodology for the
thesis has therefore involved rejecting certain approaches and methods
and drawing together a number of others which provide a concerted means
of achieving the research aims, as explained in full in Chapter 1 of
the thesis.

Cross-national comparative research raises a number of problems which

as Frey (1970) points out " ...are not in principle different from

those of within—cultural surveys, [but] in both particulars and
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severity they are different" (Frey, 1970: 187). The problems of cross-
national research have been discussed in many of the standard texts on
comparative sociology and are analyzed in detail by Armer (1973). The
two central problems he identifies relate to the fact that much cross-
cultural comparative research is carried by researchers who are alien
to at least one culture under study and that this type of research
involves the comparison of different socio—cultural systems. This
gives rise to two further problems: firstly, assuring the
appropriateness of conceptualizations and research methods for each
specific culture, and secondly, achieving sufficient equivalence in the
research concepts and methods to permit meaningful comparisons across
societies. These problems of appropriateness and equivalence are
encountered at almost every stage of the research process from the
formulation of problems and conceptualization of variables to the

analysis of data and interpretation of results.

A large number of the problems associated with the cross—cultural
research required for this thesis have been overcome because the author
has a detailed knowledge of the language and cultures of both countries
under study. The problems which arise in carrying out cross-national
comparative research, the way in which they are overcome, and the
limitations which they place on the generalization of the research
findings are discussed in detail in Chapter 1.

The Structure of the Thesis

In the first chapter the methodological approaches used in the thesis

are presented, and the design and carrying out of the empirical work

are described in detail. 1In this chapter particular attention is paid

to the way in which the methodological problems arising from adopting a
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cross-national perspective are overcome and to the limitations which

remain on generalizing from the research.

In the second chapter changing patterns of working hours in Britain and
France in the post-war period are compared and contrasted on the basis
of secondary comparative and single-nation studies. This includes an
assessment of the speed and nature of the changes which have taken
place and of the relationship between non-work values and changing
patterns of working time which culminates in the development of two
hypotheses: that more experimental changes in patterns of working hours
have been taking place in France and that employers are more aware of
non-work issues in France and are more likely to take their workers'

preferences into account in structuring working hours.

In the third chapter patterns of part-time working hours at national
level and satisfaction with these hours are compared and contrasted
using available secondary data and explanations are sought for the
differences found. 1In particular, the explanations involve examining
in detail the legislative framework governing the length of part-time
hours in Britain and France as well as women's patterns of activity in
the two countries and the factors which contribute to them.

In the fourth chapter a detailed analysis of the growth of part-time
work in large-scale grocery retailing in Britain and France drawn from
secondary data i1s followed by a comparison of both full and part-time
patterns of working hours and of satisfaction with part-time hours in
retailing. This comparison of secondary data culminates in the
presentation of two more hypotheses: that retailers are developing
patterns of working hours in significantly different ways in Britain
and France, and that women with children are more satisfied with their
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part-time hours (in terms of their length and organization) in Britain
than in France.

In the fifth chapter the findings from the industry-level research are
described while the sixth chapter presents those from the case study
research. The findings are organized within a framework based on
research by ILee (1985) and the rationale for using this framework is
given in Chapter 5. A full explanation of the organization of the
resear:c'h findings is given in Chapters 5 and 6.

In the conclusion the principal findings from the thesis are summarized
and their implications for academics and policy makers are discussed as
well as their relevance to wider issues. The impact of the limitations
of the empirical work for making wider generalizations are considered,
and avenues for further research are suggested.
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Chapter 1
Research Methodology

Many authors (see for example, Niessen et al, 1984; Armer and Grimshaw,
1973; Vallier, 1971) have shown that there is no one best approach to
cross-national comparative research and that it is often necessary to
combine more than one approach in order to achieve the research
objectives. The aim of the first section of this chapter is to
describe, and explain the basis for, the comparative approaches used in
order to fulfil the aims of the thesis.

Many of the standard works relating to cross-national comparative
researchl show that carrying out comparative research cross-nationally
compounds the difficulties of doing comparative work by introducing a
number of problems raised by cultural differences between societies
(Samuel, 1985). They also point out that neglecting to consider or to
overcome these problems can seriously jeopardise the validity of the
research findings. The second section of this chapter examines the
major problem areas arising from the approaches to cross-national
comparative research adopted in the thesis and describes the
difficulties faced and the way in which they were overcome at each
stage of the fieldwork.

Cross-national Comparative Methodologies

The methodology used for the thesis combines several approaches:
descriptive, analytical, and explanatory. This section examines how
and why these approaches are used at differing stages of the research

and their impact on the choice of research methods.
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At the core of the research process is an approach concerned with
explaining similarities and differences in social phenomena with
reference to wider societal contexts. This is known as the "societal
approach" and has perhaps been most fully explicated in relation to
industrial sociology, although it is becoming increasingly valuable in
other areas of cross-national research (see Berting, 1987, who suggests
that the use of this type of approach has resulted from a reorientation
of international comparative research from "culture-free" to
comparative and cooperative research).

The "societal approach" (see for example, Maurice, 1979; Rose, 1985),
was pioneered by Maurice in the area of industrial sociology at the
Laboratoire d'Economie et de Sociologie du Travail in Aix-en-Provence.
This approach was developed initially to help prove a counter theory to
the contingency theory or culture-free thesis of oganization theory.
The contingency theory holds that countries at the same stage of
industrial development and having similar industrial structures will
adopt the same approach to the organization and management of their
institutions. As Rose (1985) points out this theory is characterized
by:

..a fixation with the interdependence of structural
dimensions which relegates organisational actors to a
residual explanatory importance, if it does not exclude them
entirely from the analysis (Rose, 1985: 67).

In organizational theory the culture—free thesis has been associated
with cross-national comparisons of research studies carried out on
national samples of organizations which have virtually ignored the
impact of the social environment (Maurice, 1979: 47).

The '"societal approach", by contrast, places "...an increasingly
explicit insistence upon the maintained diversity and qualitative
e



specificity of social forms in the advanced societies" (Rose, 1985:
66). The associated methodology uses cross-national comparisons as a
direct contribution to the theory of organizations. Maurice (1979)
sumarizes the approach in relation to organizational theory as
follows:

.. a comparison of the systemic relationships between social
structure and organizations and of the processes by which
they are manifested in each national situation alone can
enable one to develop a theory of organizations (in society)
which will integrate into a "universal" model the
particularities and discontinuities of each national
experience (Maurice, 1970: 47).

This approach, therefore, as Hantrais (1988) points out is:

...a useful framework for camparing institutions across
nations, since it stresses the specificity of social
phenomena and institutional structures in different societies
and locks for explanations in the wider socio-cultural
context (Hantrais, 1988: 1).

The adoption of the societal approach has had a major bearing on other
methodological approaches and methods used in the thesis. At the
beginning of the research it was necessary to gather together relevant
data. The method which is used to achieve this depends on the research
objectives and the institutiaonal organization of the research. On the
one hand a "survey" or "descriptive" method may be adopted. This is
generally the first stage of any large-scale intermational comparative
surveys such as those carried out by the Vienna Centre and the European
Foundation and results in a state of the art review. Data are gathered
by individuals or teams in each nation, according to agreed criteria,
derived either from existing or new empirical work and subsequently
pooled (Hantrais, 1989). This method has traditionally been associated
with a culture-free approach to cross-national comparative research as
carried out the by, for example, the Vienna Centre and the European
Foundation because the search for data is not generally carried out
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from the starting point of a comparative theory expressed in societal
terms, and because the method does not normally enable detailed

analysis and explanation in societal terms.

An alternative method, known as the "safari method", is more common
when the research is being carried out by a single researcher (or by
groups of researchers) in more than one country, and is characteristic
of studies in which small numbers of countries are involved and the
researchers have an intimate knowledge of the countries under study.
This method aims to compare particular issues or social phenomena in
differing socio-cultural settings and generally achieves this objective
by formulating the research problem and hypotheses in a comparative
framework and verifying them in studies using replication of the
experimental design. This was thought to be the most appropriate
method in terms of the research objectives for the thesis. The first
stage of data gathering using the safari method involved collecting
secondary data relevant to the field of study. The use of this method
alone was rejected because of the inadequacy of comparable secondary
data. Nevertheless, the secondary data available enabled the research
problem to be more accurately defined and for some comparative
hypotheses to be formulated. Subsequently, attempts were made, with
the aim of verifying the hypotheses, to collect more comparable data.
This was achieved by replicating as far as possible the research design

for new empirical fieldwork in the two countries.

The safari approach was supplemented with analytical and evaluative

approaches in order to highlight similarities and differences in the

phenomena under study. For the purpose of analysis and evaluation it

is possible to use a "juxtaposition" approach, which often follows on

from the state of the art review established from a "descriptive" or
T



"survey" method. It involves placing side by side the information,
which may not be comparable, and which has been obtained from studies
in each nation, in order to determine the degree of variability
observed from one national sample to another. The use of a
"juxstaposition" approach was rejected in the thesis in favour of a
comparative approach which was thought to be more suited to the
objectives of the "safari" method and the societal approach. This
comparative approach drew together, campared and contrasted, data which
were as far as possible comparable in order to highlight similarities
and differences in the phenomena under study in the two countries.
This method was applied firstly to the secondary data (and was
subsequently used to formulate research hypotheses for wverification)
and then to analyze data obtained through new empirical work in the two

countries,

Finally, it was necessary to seek explanations for the differences
found in the phenomena under study in terms of the wider socio—cultural
contexts in Britain and France. When large-scale cross-national
comparative projects are explanatory several methods may be used: the
inductive method which seeks to use existing data to verify loosely
defined cross-national hypotheses; the deductive method, applying a
general theory to a specific case in order to interpret certain
aspects; the demonstrative method, designed to confirm a theory and
refine it (Samuel, 1985; Hantrais, 1989). These methods were not
thought to be appropriate for the small-scale research in the thesis in
view of its differing objectives: to seek to explain similarities and
differences in social phenomena in terms of societal likeness and
unlikeness rather than to develop cross-national theories. Under these
circumstances two methods in particular were employed: the most similar
systems design and the most different systems design. One of these,
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the most similar systems design, described by Przeworski and Teune
(1970), was used to find explanations for differences in patterns of
working hours between France and Britain in the thesis. This design
is:

...based on the belief that systems as similar as possible
with respect to as many features as possible constitute the
optimal samples for comparative inquiry...the number of
'experimental' variables, although unknown and still large,
is minimized...it is anticipated that if some important
differences are found among these otherwise similar
countries, then the number of factors attributable to these
differences will be sufficiently small to warrant explanation

in terms of those differences alone (Przeworski and Teune,
1970: 32-4).

In short, the most similar systems design involves focusing on
intersystemic similarities and differences and explaining within-system
variations in terms of them. In the thesis, for example, the available
data about systemic differences between Britain and France have been
related to differences in patterns of working hours found nationally

and within large-scale grocery retailing.

The other explanatory method involved taking into account differences
among systems as they are encountered in the process of explaining
social phenomena observed within these systems. This design takes as
its starting point the variation of observed behaviour at a level lower
than that of systems ie groups, individuals, organizations. The design
calls for testing the assumption that the units of observation are
homogeneous by means of cross-systemic research, ie by testing that
systemic factors do not play any role in the observed behaviour.
Hence, the research design seeks explanations for differences in
observed behaviour at various levels in order to isolate the impact of
systemic variables. Throughout this process of enquiry, the question
of the level at which relevant factors operate remains open: there is
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no preconceived assumption that systemic factors are operating.
Przeworski and Teune (1970) describe the research process involved in
this research design when comparing populations of individuals:

If a population of individuals is sampled from several
communities within several countries, then differences among
individuals will be tested both within and across commmities
and within and across countries. If commnities differ,
systemic factors operating at the level of local commmities
will be considered; if nations differ, national factors will
be examined; if neither countries nor commmnities differ, the
entire analysis will remain at the individual level and no
systemic factors will be considered. The level that reduces
to the greatest extent the within-group variance will be
cansidered (Przeworski and Teune, 1970: 36).

A more limited version of the "most different systems design" was used
to analyze the research findings far this thesis. For example, the use
of part-time work among a sample of employers in large-scale grocery
retailing is investigated in the two countries. Differences in
practices are tested both within each country and across countries. As
a result, a series of explanations for the range of practices in each
country is revealed (for example, explanations are found in terms of
company and outlet management practices). However, differences in the
range of practices cannot be explained without reference to national

factors.

The explanatory approaches used in this thesis are based on two main
features of the comparative method. The first of these is that the
method focuses on the similarities and differences between cases and
not on the relationship between variables (Samuel, 1985). The logic is
inductive and based on three of Mill's methods of inductive enquiry:
the method of agreement, the method of difference, and the indirect
method of difference (Mill, 1973; Skocpol, 1979; Gee, 1980). These
methods all use the data concerning the preconditions of a particular
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pheonomenon to determine its causes by examining the similarities and
differences between relevant instances. The second feature of the
comparative method central to the explanatory approach used in the
thesis is the way in which the method focuses on the congruence of
causes rather than the unique cause, which is characteristic of the
statistical method, in order to explain a social fact (Ragin, 1982):
", ..it is used to ascertain the different configurations of conditions
that are responsible for particular social phenomena" (Ragin, 1982:
111).

Data Collection Methods

Armer (1973), in his review of the methodological problems and
possibilities in comparative resarch, has highlighted the
appropriateness of choosing data collection methods? to suit the
cultures concerned and the research objectives:

Contrary to the view that comparative research should develop
a distinctive method, comparative methods, like methods in
non-comparative research, should be expected to vary
depending upon the nature of the problems and cultures being
investigated. One of the comparative methodologist's tasks,
then, is to determine the best data-collection methods for
his research objective (Armer, 1973: 66).

The following sections describe the data collection methods chosen to
suit both the research objectives in the thesis and the cultural

contexts of the two countries examined.

One of the principal problems with cross-systemic comparative research
is that facets of the research process which may be appropriate in
one's own culture will often not be appropriate in foreign cultures.

As Armer (1973) explains:
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Appropriateness requires feasibility, significance and
acceptability as a necessary condition for insuring validity
and successful completion of comparative studies (Armer,

1973: :51).

Another major problem is that of devising comparative research which is
comparable or equivalent across the societies involved. Achieving
phenomenal identity by duplicating methods in each society does not
guarantee measuring the same concept. Armer (1973) points out that:

The criterion for assessing comparability is not whether
methods are phenomenally identical but rather whether they

are conceptually equivalent for the purposes of the research
(Armer, 1973: 53).

Particular problems relating to appropriateness and equivalence in
cross-national research arise in a number of respects: finding
comparable units for analysis; the availability and comparability of
data; the reliability and wvalidity of measurement; ensuring the
equivalence of meaning and concepts; commnication (see Hantrais et al,
1985). The following discussion also describes the problems of
appropriateness and equivalence which have arisen in the course of the
research, the extent to which they were overcome, and the resulting
limitations on the research findings.

The aim of the fieldwork was on a descriptive level to investigate
factors influencing patterns of working time in large-scale grocery
outlets in Britain and France but also, on a theoretical level, to
examine reasons for working part-time, patterns of working hours and
satisfaction with working hours among women with children working part-
time in these outlets. For these purposes two data collection methods
were used: secondary analysis and new empirical work. Both these
methods were required because there was insufficient secondary data
relating to pattens of part-time working hours, in particular with

reference to large-scale grocery retailing. The secondary data anly
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enabled loose hypotheses to be defined which needed to be verified
through new empirical work.

Secondary Analysis

Information was sought about the institutional framework influencing
patterns of working hours both at the level of the firm and the
individual in Britain and France. Examples of the information needed
are: labour law, shops' law, union agreements and laws delineating the
operation of the tax and social security contribution systems. In
addition, data were collected for the purpose of identifying trends in
patterns of working hours at national, sectoral and outlet levels in
relation to the sex, age and the occupational distribution of the

retail workforce.

A common problem in cross-national comparative research is being able
to obtain equally good data from all nations under study. Even if data
are available major problems of comparability often arise from the non-
comparability of the samples used to compile the data, differences in
the classification of data, and stimulus equivalence (the questioning
used to elicit information) (described in some detail by Armer, 1973).

In the thesis, the collection of comparable information about the
institutional frameworks was not problematic. By contrast, problems
arose with the availability and comparability of statistical data
sought for the purpose of carrying out trend analysis. For example,
comparable data concerning the numbers of days worked by part-timers
are not available for women only from French sources. Also, categories
used to classify the length of part-time working hours were slightly
different in Britain and France. Some of the greatest difficulties in
finding comparable data were encountered in trying to assess the use of
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part-time work at outlet level in large-scale grocery retailing. In
France (as fully described in Chapter 4), detailed government
statistics exist at the outlet level (for example those in the Enquéte
Annuelle d'Entreprise dans le Commerce), while in Britain relevant

statistics are collected only by retail research institutes - for
example the Institute of Grocery Distribution (IGD) - and are based on
non-comparable samples, outlet classifications, and definitions of
part-time work. Also, problems arose in comparing part-time working
hours over time because statistics relate to differing categories of
worker in the two countries: in Britain statistics relate to the
occupational category of female part-time sales assistants and shelf-
fillers, while the French statistics consider all female employees in
distribution. Similar comparability problems arose in relation to the
definitions used for hypermarkets, supermarkets and superstores in the
two countries (as described in Chapter 4). Finally, there were almost
no data about satisfaction with working hours in large-scale grocery

retailing.

One solution proposed for problems of comparability with statistics
(where they exist) is to return to the original source and regroup the
data according to a common cross-national classification scheme (see
JHantrais et al, 1985). This would have enabled comparison of stores of
comparable size irrespective of what they were called. However, it
would have been very difficult to do this, given the time and financial
limitations of the project. Rather, these differences have been taken
into account in analyzing the available data and conclusions have been
drawn accordingly.

New Empirical Work
The empirical work involved interviews with trades unions and with
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relevant individuals at firm and outlet level in large-scale grocery
retailing. Figure 1.1 summarizes the observational units and methods
adopted in the empirical work and their contribution to an
understanding of the factors influencing patterns of working hours. It
also shows how information obtained from one part of the empirical work
was used to inform the rest.

Figure 1.1 Interaction Between Types of Empirical Work and
Research Findings

Semi-structured interviews
at firm level

Primary Hours System - —— i

Supplementary Hours System Semi-structured interviews
Management and Supervisory Control |e——7— with trades unions
Mediating Mechanisms

Employee Influence —— T

Yy
Case studies: semi-structured

interviews with employers
and employees
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Empirical Research with Trades Unians

The aim of this empirical work was to gain an understanding of the
unions' perspective on the long-term and day-to-day changes in patterns
of working hours in large-scale grocery retailing and, in particular,
to establish how far unions influence these changes.

Armer (1973) points out that it is important to design strategies which
will enable comparable levels of access in different societies. The
relevance of adapting the approach for gaining access to various
cultures is highlighted by the comparative research in the thesis. The
French are reputed for being slow to respond to written requests but to
react much more positively than the British to telephone
conmunications. These traits are born out by the research with the
trades unions. All the main unions representing shop-floor employees
in large-scale grocery retailing in Britain and France were contacted
by letter in the first instance (examples of the letters sent to the
British and French unions and employers are given in Appendix I). In
the French case, however, few unions responded to this form of
communication, and it was necessary to follow this up with requests by
phone for interviews with the relevant spokespersons. In Britain the
relevant unions were the Union of Shops, Distributive and Allied
Workers (USDAW), and the Transport and General Workers Union (TGWU).
In France, the relevant unions were the Communist Confédération
Générale du Travail (CGI), the non-aligned Force Ouvriere (FO), la
Confédération Francaise des Travailleurs Chrétiens (CFIC), and the
Confédération Francaise Démocratique du Travail (CFDT). In all but one
case (FO) national officers were interviewed. At FO a shop steward was
the respondent.
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The semi-structured interview was thought to be the method most suited
to the research objectives, This was primarily because in this
unresearched area it was necessary to be able to investigate and
respond to new ideas which could not have been envisaged from the
analysis of the secondary data. The interviews were structured by a
set of prompt questions and took place in two stages. The first stage
involved asking basic questions about the union's understanding of the
reasons for the development of part-time work and other forms of
flexibility in working hours, the union's understanding of the factors
influéncing patterns of working hours in large-scale grocery outlets
and, in particular, its own role in the process, the characteristics of
part-timers in large-scale grocery retailing, and the nature of part-
time work and hours. Some questions at this stage were related to
specific aspects of the British and French legislative frameworks
governing working hours. Examples of the interview schedules are
reproduced in Appendix II. The second round of interviews focused on
more specific questions which had arisen from discussions with unions
and employers in the two countries. For example, it became clear from
the fieldwork with retailers that some employers in both Britain and
France regularly changed employees' working hours and patterns. Given
the different legislative and collective bargaining structures in the
two countries, it was therefore relevant to ask detailed questions
about part-timers' practical means of redress against changes in their
working conditions which were imposed on them.

Few problems arcse in compiling the research schedules. The main

difficulty was in achieving equivalence in meaning in the two countries

for the concept "patterns of working hours" for which no clear

comparable definition exists in French. It was necessary to use

equivalent phrases to express this idea. This is one example of the
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many times in the research process when fluency in French was

invaluable. Another example was being able to guide the interview and
make sure that the relevant questions were answered.

Empirical Research at Firm Level

Research was required at firm level because the comparable secondary
data relating to patterns of working hours in large-scale grocery
retailing were not adequate for the purposes of the thesis. In
addition, research by Bieganski (1983) in France and Sparks (1987) in
Britain provides evidence to suggest that practices in relation to the
use of part-time work differ significantly at firm level from the
general trends depicted using national data. It was therefore
necessary to attempt to inform the discussion about actual practices
with respect to patterns of working hours by carrying out research at
the level of the firm. The aims of this research were: to establish
the policies and practices of employers which lie behind the
statistical evidence, and to gain an insight into the perceptions
employers have of their workforce; to delineate further the factors
influencing patterns of working time in this sector with special

reference to part-time patterns of working hours.

The method chosen for the empirical research at both firm and outlet
level was subjected to time and financial constraints. As Armer (1973)
and Walton (1973) have pointed out, when this is the case random
sampling is often not feasible and purposive sampling is the most
appropriate method. Purposive sampling involves targeting the most
appropriate groups (in terms of significance, availability, and
feasibility) in order to satisfy the research objectives. In this
thesis purposive sampling of firms and outlets in large-scale grocery
retailing was carried out in order to satisfy both the aims of
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comparability and appropriateness and the research objectives. In
order to maximize the comparability of the firm level samples, attempts
were made to carry out standardized case comparison (see Walton, 1973).
Standardized case comparison seeks to made the content of the data more
theoretically relevant than when ane simply selects and compares data.
This objective is achieved by controlling the population scope under
study: selecting cases according to "a stratified set of relevant
independent variables" (Walton, 1973: 179). Standardized case
comparison is also used for the pupose of providing for the
simultanecus maximization or minimization of both the differences and

similarities of data that bear on the categories being studied.

In the thesis the independent variable chosen for the purpose of
selecting the scope of the firm-level research was the relative size of
firms, expressed in terms of numbers employed. To this end, it was
decided to focus the research on the principal multiple grocery
retailing firms in Britain and France. Attention was directed to the
ten largest employers in this sector in the two countries (which
happened to be those having the largest number of outlets and
turnover). The aim was to gain maximm similarity in the sample in
terms of size ranking in order to limit the number of variables which
could provide explanation for differences in findings, and hence gain
greater theoretical relevance from the data.

An additional reason for this choice of firms was that problems arose

in obtaining comparable firms based on size (expressed in terms of

numbers employed) alone. Significant differences exist in the size of

firms in large-scale grocery retailing in Britain compared with France

(this is given detailed consideration below) which meant that, for

example, selecting for study all those firms employing over 10,000
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employees in the two countries would provide for many more British
firms being sampled than French firms. Hence, sampling on absolute

criteria was not suitable and a relative measure was sought.

The other reasons for this choice of firms were related to their
appropriateness to the research objectives. In the first place, it was
expected that these firms were more likely to have coherent policies on
employment which would apply to all their stores in the country or
region. Thus, by talking to these retailers and gaining an insight
into their practices and policies concerning patterns of warking hours,
it was hoped that a general impression would be formed which would be
strongly indicative of the behaviour in the industry generally.

Secondly, in both countries sales are being concentrated increasingly
among a smaller number of multiple grocery retailers (although food
retailing in Britain is considerably more concentrated than in France),
and in turn these major retailers are accounting for an increasing
proportion of food sales. In 1977 the corporate chains were
responsible for nearly 267 of all retail sales in France and nearly 507
in Britain (Dawson, 1982: 82). In 1977 corporate chains in France
accounted for 29% of retail food sales (Dawson, 1982: 84). In Britain,
comparative statistics are not available, but concentration ratios in

the 1982 Business Monitor for retailing indicated that the largest ten

enterprise groups accounted for 47.5% of grocery and provision sales.

It is very likely, therefore, that these retailers will increasingly

dominate the grocery market in the future and, as a result of the

cont inuing process of concentration, employ a greater proportion of the

retail labour force. An understanding of the way in which their

policies and practices influence patterns of working hours is therefore
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crucial in order to give a better understanding of trends in working
hours, These retallers constitute an identifiable and important group
which are undergoing similar patterns of growth in both countries; as
such they represent an ideal focus for comparative research. The ten
largest retailers were chosen in order to ensure that all major
employers would be included in the study.

Finally, the time and resources available for the research did not
allow for large-scale study of the practices and policies of all firms
in larée—sr:ale grocery retailing. Choosing to focus the research on
the largest retailers in the sector would enable optimal use of scarce

time and financial resources,

The research was carried out with retailers in both Britain and France
on the basis that no information would be presented in this thesis
which could result in the indentification of the firms concerned.
Consequently, all firms are given a code name in this chapter and in
other relevant chapters.

In Britain eight of the largest employers in large-scale grocery
retailing were approached by letter in October 1985. Two others were
approached through personal contacts. Among the eight firms contacted
by letter five had a national distribution of outlets and employed in
the range of 22,000 to 65,000 employees in 1986. In order to preserve
anonymity these companies will be referred to as GN1-5. One of them
(GN2) comprised two subsidiary companies, one running hypermarkets, the
other supermarkets. At the time of the fieldwork each subsidiary
decided its own employment policy, therefore each was approached
separately. The two subsidiaries will be referred to as GS1 and GS2.
All these five companies responded favourably to the first letter, and
-



this included a positive response from the firm which was later to
become the subject of the case study. A first set of interviews was
carried ocut from October 1985 to April 1986. 1In March 1986 a second
set of letters was sent to the three firms which had not previously
replied. These firms responded favourably to the second letter. They
comprised two smaller regional firms (GR1 and GR2) employing in the
range of 6,500 to 7,500 employees and one semi-national company (GR3)
with a workforce of intermediate size, falling between the smaller
regional companies and the larger national companies. Interviews in
these o.;,anpanies were carried out from April to August 1986. The
indirect approaches to the other two remaining companies proved
abortive. It became impossible, within the time limits of the study,
to carry out fieldwork in these companies which, unfortunately, were
among the largest employers in the industry. However, in order to
obtain a fuller picture of practices relating to patterns of working
hours in the industry, less detailed information concerning one of
these firms was obtained from other sources. Infarmation concerning
one national firm specializing in hypermarkets was received from other
researchers who had detailed knowledge of employment practices in this
firm. It will be referred to as GN6. Figwe 1.2 summarizes the
annotation used to identify the companies and the information about
numbers employed and regional distribution for the sample firms.

Most of the companies involved in the research owned outlets of varying
size, from small supermarkets to superstores. However, some
specialized in specific ranges of cutlet size (see Table 1.1). N6 and
GR2 have a large proportion of outlets with a surface area over
2,322m2, while GN1 and GN2 had a large proportion of outlets with a
surface area in the range 464-929m2 and GN4, GR1, and GR3 were
specialised in ocutlets of surface area in the range 939-2,322m2.
- 58 =



Figure 1.2 British Sample Companies: Regional Distribution and Size
(Numbers Employed)

)

GN1 )
)

@3 ) BEmploying in the range 22-90,000
QU )
GNS )

)
GN6 )

)

)

)
GR1 ) Employing in the range 6,500-7,500
GR2 )

)
GR3 Intermediary employer
Code:

GN = British company with national distribution in which fieldwork
was carried out.

GN6 = British company with national distribution for which only
secondary source material is available

GR = British company with a distribution of outlets which are

confined to between three and six main regians only.
The final sample of eight companies in Britain for which complete data
were available owned 212 of the 257 superstores (84%) and nineteen of
the forty hypermarkets (47%) in 1984 (according to calculations based
on Euromonitor [1986] and company reports for the same year). In
February 1986 they also owned approximately 76% of all grocery stores
with a surface area between 929m2 and 2,322m2 and 71% of all grocery

stores with a surface area of over 2,322m2.
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Table 1.1 Number of Outlets by Surface Area and Proportion of Outlets
in each Size Range, British Sample, 1986

464 .5~ 7% 929- % More than 7%

929m2 2,322m2 2,322m2
Firm
GN1 121 45.0 135 50.0 11 4.0
GN2 199 60.8 109 33.3 19 5.8
GN3 76 44.4 54 31.5 41 24.0
GN4 27 10.5 193 75.0 37 14.3
GNS 88 29.0 110 36.2 106 34.9
GN6 2 1.9 11 10.8 89 . 87.2
GR1 3 8.8 21 61.8 10 29.4
GR2 2 6.0 9 30.0 23 76.0
GR3 31 24.6 94 74.6 1 Q.7
Total 519 33.2 736 47.1 307 19.6

Source: IGD (1986a) (1986b) (1986c).

They can therefore claim to have quite an effective coverage of the
major large-scale outlets in grocery retailing. In 1984 these
employers accounted for 72% of all employees in large-scale grocery
retailing (according to calculations based on IGD, 1986a, 1986b, and
company reports for the same year). Hence, it is likely that the
practices and policies of the companies participating in the research
will be representative of those affecting employees in large-scale
grocery retailing generally.

In France the ten largest employers in large-scale grocery retailing
were approached by letter for interviews in December 1985 and January
1986 (an example of these letters is given in Appendix I). The chief
negotiator for the employers' union MAS who had been interviewed in
December 1985, supplied a number of contacts both among the firms which
were to be approached in the first stages of the project and among
other smaller companies specializing in supermarkets and hypermarkets.
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On the first attempt only two companies replied to the request for an
interview. These came from two national firms specializing in

hypermarkets (known in the industry as grandes entreprises de grandes

surfaces [GEGS]). These two firms represented two of the four largest
single employers in the sector, employing between 13,000 and 20,000
employees. In order to preserve anonymity they will be referred to as
FN1 and FN2.

Because of the poor success rate achieved from the initial letter a
secorni‘ written approach was made to the rest of the firms in March
1986. At the second attempt only two other employers responded.
However, these firms were the other two largest employers in the sector
and had workforces of between 12,500 and 21,000 strong. Both firms
owned a network of outlets covering most of France, one firm was a GEGS
and specialized in hypermarkets (FN3) while the other, a MAS firm
(FN4), owned outlets ranging from superettes to hypermarkets. At this
stage only four out of the ten retailers had responded and it was clear
that, while written communication was an effective method of gaining
access to British companies, in France a more direct approach would
have to be made if the deadline for the completion of the project was
to be met. Consequently, a number of interviews were arranged by
telephone during the time set aside for the French fieldwork in April
1986. Three smaller regionally-based subsidiaries (firms FR1-3) of a
group ranking overall as the biggest employer in this sector agreed to
participate in the research as a result of telephone communication
during the fieldwork period. FR3 subsequently became the case study
firm. More detailed consideration of the characteristics of this firm
and the process by which it was chosen for the case study are made in
the description of the case study research. The other five largest
employing companies, which had considerably smaller workforces (3,000-
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11,000 employees) and were more regional in location than the top five
companies, proved to be more difficult to contact, even by telephorne.
It was possible to gain access to only one of these remaining top five
employing companies (FN&4). This company was developing a
specialization in hypermarket retailing but also ran a number of
supermarkets and superettes in the south west of France. As a result
of the contacts provided by the MAS it was, however, possible to obtain
an interview with the eleventh largest employer (FR4) in the industry.
This firm was a small subsidiary of a major group; it was regionally-

based and specialized in superettes and supermarchés in the range 120-

1,800m2 . This company offered the advantage of providing some
additional insights into the factors influencing patterns of working
hours in smaller companies and on the relationship between outlet size
and patterns of working hours. This is particularly relevant
information in France where smaller independent retailers own a large
percentage of French supermarket outlets (see Figure 1.3). All the
regional firms (FR1-FRS) employed between 2,000 and 4,000 employees and
were all MAS firms, A summary of this profile data and the codes by
which the firms will be known is detailed in Figure 1.4 below.

As in Britain many of the firms in the French sample had outlets of
varying size. However, more of the French firms (see Table 1.2)
specialized almost exlusively in either one or the other end of the
size range (in terms of surface area). The implications of these
dissimilarities are discussed fully below. Three of the French firms
FN1, FN2, and FN3 mainly owned very large outlets (over 2,500m2), FR1
specialized in outlets in the range 400-2,500m2, while FN4, FR2, FR3,

and FRS, had principally developed small outlets with a surface area in
the range 120-39Sm2 .
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Figwre 1.3 Distribution of Outlet Sales Area by Ownership Type

in France
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Table 1.2 Number of Outlets by Surface Area and Proportion of Outlets
in Each Size Range, French Sample, 1986

120- % 400~ 7% More than 7

Firm 39%m2 2, 500m2 2, 500m?2

FN1 - - 2 3.1 37 94.8
FN2 62 41.6 24 16.1 63 42.3
FN3 - - = - 64 100.0
FN& 2,695 91.2 220 7.4 40 1.4
FR1 - - 26 78.8 7 21.2
FR2 227 82.5 38 13.8 10 3.6
FR3 929 95.9 33 34.0 6 6.2
FR4*

FRS 129 Tl Z7 16.3 10 6.0
Total 4,042 82.7 370 243 237 4.8

* Data from this firm were not compatible for the rest. They

owned 120 outlets in the range 120-800m2, and 150 in the range
800-1800m= .

Source: company reports.

Overall, approximately 8% of all supermarkets and 34% of all hypermarkets
in France in 1986 are included in the firms in the sample (based on
statistics from LSA, 1986d, 1986e and company reports for the same year).
Of the 271 hypermarkets (LSA, 1986d) belonging to GEGS firms it was
possible to discuss patterns of working hours with firms running 607 of
them. In France hypermarkets and supermarkets together employed 257,510
men and women in 1982 according to the Enquéte Annuelle d'Entreprise dans

le Commerce (1984) representing about 10%Z of the total retail workforce.
The firms in this sample employed 31%Z of the retail workforce in
supermarkets and hypermarkets in 1983 and 24.47%7 of employees in food
retailing in 1982 (data compiled from caompany reports and information from
the 1983 Enquéte Annuelle d'Entreprise dans le Commerce and 1982 Enquéte
sur 1'Emploi).
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Figure 1.4 French Sample Companies: Regional Distribution and Size
(Numbers Employed)

)
N1 ) )
m2 ) GEGS ) Employing in the range 13-20,000
) )
FN3 D) D)
) Employing in the range
) 12,500-21,000
FN& ) )
) )
FR1 ) )
FR2 ) MAS ) Employing in the range 2-4,000
FR3 ) )
FR4 ) )
FRS ) D)
Code:
N = French firm with national or near national coverage.
FR = French firm with regional coverage only.

A number of comparability problems arose with the sample firms. These
difficulties demonstrate clearly the difficulties in achieving
comparable observational units in cross-national comparative research.
Firstly, the British sample was more representative of large-scale
grocery outlets, and employees working in such outlets, than the French
-sample, because retail outlets, and hence the workforces, in food
retailing in Britain are more concentrated in firms with multiple
outlets than in France (see Figures 1.3 and 1.5). In France, as noted
above, independent firms - whether or not they are affiliated to buying
organizations - own a considerably higher proportion of supermarkets
than do multiple organizations, and they own a significant proportion
of hypermarkets. Given the mis-match in classifications of surface

areas of retail outlets used in the two countries (for a detailed
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explanation of the differing definitions see Chapter 4) care must be
taken in comparing the statistics shown in Figures 1.3 and 1.5.

Secondly, problems of comparability lie in the differing ranges of
outlet size owned by the retailers participating in the fieldwork in
the two countries. Comparison of Tables 1.1 and 1.2 must take into
consideration the fact that they they show size ranges which are based
on differing characteristics of the retail industry in the two
countries. For example, Table 1.1 includes a size range which is not
used in Britain because in contrast with the situation in France these
size outlets do not tend to be owned by the major multiple retailers.
Nevertheless, these statistics suggest that the British sample included
a much higher proportion of outlets in larger size ranges than the
French sample. They also suggest that the French sample was much more
heavily weighted by firms owning small outlets, indeed this size of

outlet does not figure in the British categorization of retail outlets'

surface areas.

The implications of the differing ranges of outlet size included in the
samples are twofold. Firstly, the higher proportion of smaller outlets
in the French sample would lead us to expect (given the relationship
between surface area and part-time levels found in Britain) that part-
time levels will be lower in France than in Britain. It is difficult,
however, to quantify precisely the likely effect of surface areas on
part-time levels in France because French statistics only examine the
relationship between numbers of employees in an outlet and levels of
part-time work. Bieganski (1983) found that levels of part-time work

were nearly twice as high in outlets with 200-499 employees compared
with those with 10-49.



Figure 1.5 Sales Area in Outlets Over 929m? by Ownership Type-

British Grocery Retailing

1.3 2.2
100
Y
Cooperatives fndspandents Cooperatives
14.4 13.6
®
Multiples Multiples
843 84.2
(929-2,522m%) {2,323m% )

Surface Area

Saource: IGD (1986a) (1986b) and company reports for the same year.
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Secondly, the differing ranges of outlet sizes may have a bearing on
patterns of working hours in terms of the number, organization and
flexibility of hours. At the time of the research there was no
evidence which explicitly showed a relationship between outlet size and
working hours (as found by Sparks in Britain in 1987) but it was
assumed when carrying out the fieldwork that there might be some effect
of differing ranges of outlet sizes on patterns of working hours, not
least as a consequence of the relationship between part-time levels and
outlet size. In order to try to overcome this problem of differing
outlet sizes in the analysis of the research findings attempts were
made either to compare companies from the two countries which were as
similar as possible in terms of outlet sizes or to take into account

differences in outlet sizes in the interpretation of the findings.

Finally, problems of comparability also arise from the differing
average size (in terms of numbers employed) of the major large-scale
grocery retailers included in the sample. As a consequence of the
greater concentration of grocery retailing, which is related to the
more widespread nature of national companies in Britain compared with
France, the major retailers in Britain are much larger than their
French counterparts. Not only does this have implications for the
representativity of the samples (as discussed earlier) but also it may
have an unforeseen impact on the research findings. To date there has
been no research considering the relationship between company size and
patterns of working hours in retail outlets. Some indications about
the nature of this relationship may be obtained by comparing part-time
levels for differing sized firms within and between Britain and France.
This comparison suggests that there is no explicit relationship between
the two in either country. In France, for example, two of the largest
firms had the lowest levels of part-time work, while in Britain levels
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of part-time work were broadly similar independent of the size of firm
(for a full discussion about part-time levels in the sample firms see
Chapter 5). It is unlikely, therefore, that the variable size of firm
(in terms of numbers employed) would have an impact on patterns of
working hours.

The decision about the level at which interviews should be carried out
in the firms chosen for the research in Britain and France was made
according to the criterion that, as far as possible, the individual (or
individuals) should be interviewed who is (are) most likely to be able
to give information about policy directives relating to patterns of
working hours as well as information relating to actual practices in
retail outlets, which would be broadly comparable for the purposes of
this research. As a consequence, several information sources were
used, because the most suitable interviewee (according to this

criterion) varied depending on the organizational structures of the
firms under study.

In all the five British national companies (GN1-5) the personnel
function was organized on a regional basis and it was possible to
interview regional personnel directors (although in GN2 this was only
possible in subsidiary GS2). In two of these firms (GN1 and GN4), one
of which was the case study company (GN4) (for the reason ocutlined
above), discussions were also held with branch level management. 1In
GN1 the branch manager carried out the store personnel functions and
was the sole respondent; in GN4 discussions were held with both the
branch manager and personnel officer. In the British subsidiary
company which specialized in hypermarkets (GS1) where each outlet
operated autonomously, the individual who could best respond to the
questions was again the branch personnel officer. Although a central
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policy did not apply to all outlets, it was clear that similar
practices concerning working hours existed in most outlets. In one
British company (GR3), a mediumsized employer, the interview took
place with the personnel director. In contrast with some of the
persomnel directors in the larger national companies, he influenced
policy directly and was in close contact with grassroots operations.
In the British regional firm GR2 discussions were held with the
personnel manager who gave directives to stores on personnel policy,
and in regional firm CR1 discussions were held with the training
controller who, in the absence of a personnel manager, effectively
undertook the personnel function.

Two of the three national companies specializing in hypermarkets in
France (FN1 and FN2) were organized on a regional basis, and it was
possible to meet the regional personnel representatives. As proponents
of policy with an extensive knowledge of grassroots operations,
regional personnel managers were therefare suitable respondents for the
purposes of the fieldwork. In the third national company specializing
in hypermarkets (FN3) it was only possible for discussions to be held
with a store persannel manager owing to disruption at head office (a
new company personnel officer was shortly to be appointed). Although,
restricted access in this case gave a limited view of this firm's
practices, a second interview with a steward from FO in another FN3
store produced supportive information relating to patterns of working
hours. However, the lower level at which information was obtained will
be taken into consideration in the interpretation of the research
findings. In the remaining French companies (FN4, FR1-5) interviews
took place at several different levels. For example, in the smaller
companies which tended to be very centralized in relation to employment
policy, the policy maker in matters of warking time - if indeed there
L B0 w



was a policy - was the personnel director and no other levels of
management existed between him and the branch manager. For this reason
the personnel director was the most suitable respondent in the regional
firms FR1 and FR4. 1In company FN4, which was highly centralized but
gave some measure of autonomy to hypermarket management, interviews
were held with the personnel director and a hypermarket personnel
manager. Interviews were also held at both these levels in the French
case study company (FR3) where real autonomy for employment practices
was given to hypermarket management. In the French firm FR2, where
responsibility for personnel matters was divisionalized and the
divisional manager's influence was considerable, the hypermarket
division's personnel manager was interviewed. Finally, in the French
company FR3 there was no personnel function as such, either at
executive or store level. Each hypermarket or supermarket devised its
own policies relating to patterns of working hours; they were limited
only by the outlet's financial targets which were set by the firm's
financial directors. Owing to this lack of direction relating to
patterns of working hours, it was most appropriate to discuss these
questions at store level where the relevant decisions were made.
However, given the relative autonomy with which outlets operated, the
degree to which generalizations about practices within the company can
be made is more limited than by comparison with other firms. This

should be taken into consideration in the interpretation of the
research findings.

Once suitable respondents had been identified they were interviewed in
order to elicit original data about patterns of working hours. In
accordance with the standardized case comparison method this data was
obtained through the interviews being carried out by the same person
using systematic and standardized procedures in the two countries.
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In both countries the format of the interviews was semi-structured, for
the same reason as it was in interviews with the trades unions, and a
list of prompt questions was used to highlight the principal areas for
questioning. The semi-structured interviews were used primarily to
establish: the firm's labour force structure and the way in which it
was derived; typical daily and weekly patterns of working hours and
their rationale (and in particular their link with labour productivity
measurement); the flexibility in working hours, in particular an a
daily and weekly basis; the impact of work's committee decisions and
union influence on patterns of working hours. The interviews also
attempted to elicit infarmation about the characteristics of the part-
time workforce, the relationship between part-timers' characteristics
and their patterns of working time, and employers' attitudes towards
part-time employees. Respondents in both countries were notified in
advance of the interview of the main areas of questioning. The
interview schedule and the outline sent to respondents are given in .
Appendix II.

The different meaning of certain concepts in Britain and France caused
some difficulty in the formulation of the prompt questions. This
problem arose in particular with such key concepts as part-time work,
supermarket and patterns of working time, where definitions differ
cross-nationally. This potential pitfall, comon to cross-natianal
research, was overcome in part by asking the interviewees for their own
definitions of the concepts, hence establishing an objective measure.
Differences in concepts were later cross—checked and taken into account
in the analysis of the research findings. In relation to some concepts
such as casual, permanent, full and part-time work, problems of

definition were as significant within nations as cross-nationally. The
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open-ended nature of the interview questions enabled such problems of

equivalence of meaning and concept to be resolved relatively easily.

Cseh~-Szombathy (1985) has noted that:

Sometimes it may be necessary to ask a number of questions
about one aspect of a phenamenon in one country, while it
makes little sense to do likewise in other countries (Cseh-
Szambathy, 1985: 59).

In the industry-wide research this was the case and prampt questions
were also devised in order to draw out the specificities of the French
and British contexts. Hence, in Britain, where there is relatively
little legislation in the area of patterns of working hours, it was
relevant to ask whether flexibility in working hours was written into
the employment contract. In France, on the other hand, where the
flexibility of working hours is established by labour law, such
questions were superfluous and it was more appropriate to ask to what
extent employers took advantage of the legal provisions for
flexibility. Similarly, questions relating to the use of semi-
autonomous teams in France, where this innovation had originated,
sought to establish the reasons for the introduction of the system, its
method of operation and its degree of success. 1In Britain, however,

where such a system had not yet been introduced questions were aimed at
eliciting reactions to it.

Due to the short period available for questioning, it was not possible
to obtain as detailed quantitative information (ie about patterns of
working hours) as might have been liked. This provided an additional
reason for the case study research which enabled more detalled data to
be collected. The industry-level research provided general information
about patterns of working hours which allowed for a qualitative
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analysis of working hour policies and practices in the two countries to
be carried out.

Case Study Research at Outlet Level

The primary aim of the case study at outlet level was to obtain a
snapshot of patterns of working hours and factors influencing working
hours in large-scale grocery retailing in Britain and France. This
detailed information about the mechanisms affecting patterns of working
hours at outlet level in the two countries was intended to help
supplement the more general knowledge of practices and policies
obtained from discussions with employers at firm level, and to be used
for comparative analysis to give support to the hypotheses relating to
patterns of working hours in Britain and France set out in Chapters 2
and 4. An additional objective of the fieldwork at outlet level was to
carry out an initial probe into the relationship between reasons for

working part-time and patterns of working hours for women who have

children and work part-time, to assess the extent to which these

employees could control their working hours and, more specifically, to
seek support for the hypothesis set out in Chapter 4 concerning
satisfaction with patterns of working hours.

In view of these objectives standardized case comparison was used as
the appropriate method for carrying out the research. This method was
adopted at the outset to help eliminate the effects of the firm and

outlet on observations and to isolate a national effect. In the

context of large-scale grocery retailing it proved very difficult to
identify independent variables which could be held constant in order to
attempt to isolate a national effect in relation to patterns of working
hours. The factors influencing patterns of working hours are complex
and inter-related: the literature (see Chapter 4) sugeests that, in
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both Britain and France, patterns of working hours in large-scale
grocery ocutlets may be related in some way to outlet size, product
range, the store operator, and additional factors such as the location
of the outlet, trading hours and the presence of Electronic Point of
Sale (EPOS) systems in store (as explained in Chapter 4).

Iocal labour market conditions can also have a bearing on employers'
employment practices (see lLoveridge and Mok, 1979), and this might be
expected to have an impact on the policies of employers in relation to
patterns of working hours in retail outlets. Labour market conditions
were also considered to be the most important variable, with a bearing
on the choice of case study outlet and firm, in the comparison of
reasons for part-time working and patterns of working hours among women
with children who work part-time. Labour market conditions, in
particular unemployment rates, have been shown in research in Britain
and France to affect married women's participation in the labour market
and therefore may be expected to be related to the reasons why women
with children are warking part-time3.

Another factor which may be expected to bear on women's reasons for
working part-time, and which was also considered as an important
variable in the choice of case study outlet and firm, is the degree to
which the service sector (in which the majority of women's jobs are
located) was developed in the local labour market. A poorly developed
service sector (which is reflected in the proportion of employees
working in this sector) is likely to create particularly unfavourable
labour market conditions for women (and have a knock-on effect on
unemployment levels), which may have a bearing on their reasons for
working part-time.
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It was not thought practical, given the time limitations on the
research, to attempt to control all the variables which might enable
the isolation of national effects in the case study work. At the
outset an attempt was made to find firms and outlets of similar size
located within towns or cities of comparable size and labour market
conditions where the service sector plays a comparable role in the
local economy (measured in terms of proportion of employees working in
service sector activities). However, it was recognized that, while
controlling for these variables would be likely to increase the
reliability of the findings, the small scale of the research would mean
that they could not be used to generalize about national trends.

In practice at a preliminary stage all major employers in large-scale
grocery retailing in Britain were contacted and tentatively asked if
they would consider being the subject of a detailed case study. It was
thought to be easier for practical reasons to carry out the British
side of the research first and then to follow this up with the French
study. Subsequently, a major British national high street retailer
(GN4) agreed to participate in the research.

The company is one of long standing which had started out in corner
shop retailing and adapted to changing circumstances. It is primarily
a grocery retailer, although it has recently developed interests in
non-food retailing. Its outlets are located throughout Britain
although it has relatively few stores in Scotland. It owns outlets of
varying surface area (see Table 1.1) and specializes in the range 929-
2,322m2, During the 1980s the company reduced the number of its middle
of the range units and gave priority to increasing the number of units
with a surface area of more than 2,322m2. Consequently the average
size of its supermarkets has been increasing significantly in the
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1980s. As a national company it is typical of the British retail
grocery scene which is dominated by large national multiple retailers.
The company was the second largest retailer in Britain in 1985
(excluding co-operative retailers) in terms of sales, and in 1984 had a
11.97% share of total grocery trade sales (IGD, 1984). In 1985 the
company employed over 62,000 employees which, excluding co-operative
retailers, made it the second largest employer in grocery retailing.

A supermarket (2,043 m2) in a suburb of Birmingham (three kilometres
from the centre) was chosen for the case study. Birmingham was chosen
for the case study because it was thought likely that, being Britain's
second largest city, there would be a wide range of retail companies
and types of outlets in which the research could be carried out, and
because it was convenient for the researcher. Birmingham has a well-
developed service sector: in the West Midlands region, 577 of employees

were located in service sector activities in 1982 according to the

Census of Population. The case study outlet was marginally larger than
the average size of supermarkets in the parent company in terms of both
surface area and weekly throughput of items. The store was slightly
atypical for a store of its size because as it was one of the older
stores in the company (it was opened in 1965) it did not have a home-
made bakery or a delicatessen. Consequently, staffing levels in the
store were a little lower in the case study outlet than in stores of
similar size offering these services. The outlet was chosen for the
case study despite its atypical nature because it was located near a
number of shops (including other large-scale grocery retailers),
offices, and houses, which meant that access could be safely and easily
obtained from early morming to late evening, times at which
interviewing for some of the more unsocial shifts would need to take
place. Apart from the absence of a delicatessen and home-made bakery
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the British store had a normal range of goods which were mainly food
based, with the exception of cleaning and chemist products.

The first stage of the research with the British research took place in
September 1985. While the British research was taking place, attempts
were being made to locate a comparable French firm which would
participate in the research and which had outlets in a town of
comparable size and labour market conditions to Birmingham. A firm of
similar size was sought for the case study, even thbugh it was not
expected that size would have a majar impact on patterns of working
hours, in order to eliminate any bias which might arise from size

differences.

In France the most comparable ‘town to Birmingham in terms of its size
and the extent of development of the service sector was its twin town
Lyons (60% of employees were warking in service sector activities in
1982 in Lyons itself, with 587 in the Rhéne—-Alpes region overall).
Nevertheless, local (male and female) unemployment rates differed
significantly with levels being higher in the Birmingham than in the
Lyons area (16.37% compared with 8.3%). As a result of this difference
it might be expected that more British than French women may be working
part-time for economic reasans (from the 'encouraged worker' effect) as
a result of their husband's unemployment, and that more women in
Britain may be forced into part-time work because of the greater
shortage of full-time work. Also, these differences in local labour
market conditions may have an influence on employment practices,
because higher unemployment levels give employers greater bargaining
power over gmploynent conditions. It is difficult to predict the
impact which differing labour market conditions might have on patterns
of woarking hours in the two countries because the impact is likely to
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vary from one employer to another. In order to improve the
comparability of the case studies, the fieldwork attempted to find out
whether changing labour market conditions had affected patterns of
working hours in the two outlets.

Major difficulties arose in gaining access to an outlet of similar size
and location belonging to a firm of comparable importance in the
industry. Outlets situated in the inner suburbs of Lyons were of a
much smaller surface area than the British outlet and tended to belong
to independent retailers, while outlets situated in the outer suburbs
of Lyons were larger than the British outlet. A firm belonging to one
of the major retailing groups in Lyons (FR3) agreed to participate in
the case study. The firm chosen for the study belongs to a much larger
national group whose subsidiaries own outlets located in most areas of
France. At the time of the study the national group was the second
largest employers in the retail grocery industry and it was the fifth
largest retailer in France with a 5% share of the retail grocery
market. The firm is well-established and, like many other large-scale
grocery retailers in France today, started business with small grocery
outlets (succursales) and moved into large-scale retailing as the
opportunity arose. The company's outlets are located mainly in the
South and South East of France, and the firm is, in this sense,
representative of the more geographically dispersed companies in French
large-scale grocery retailing. The regionally based company owns
retall outlets of various surface areas (see Table 1.2). While small
outlets are disproportionately represented in the company's outlet
range, nearly half of all sales (487%) were made through the six
hypermarkets stores alone in 1985. 1In recent years, in the face of
falling sales of food in France and consequently increased competition,
the company had been following a similar strategy as its British
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counterpart by trying to close very small outlets, and to modernize and

increase sales area in all types of outlets.

Because the company chosen for the study was regionally based it does
not account for as high a proportion of retail grocery sales as the
British company (its sales represented 0.9% of national grocery sales
in 1985) and it employs only 3,911. This difference compared with the
British case study company reflects the greater concentration of sales
and employment in the hands of a small number of retailers in the
British grocery retailing industry. Although the French company was
much smaller (in terms of numbers employed and sales) than its British
counterpart, it was not thought, for the reasons set out above, that
this would have a significant effect on patterns of working hours in
the case study outlets.

All the large-scale grocery outlets belonging to the French firm were
in the outer suburbs of Lyons or further afield and were larger than
British outlet. This difference reflected national characteristics of
the nature and location of large-scale grocery outlets. As there was
not time to find another firm with an outlet whose surface area would
be comparable with the British outlet, the closest of the firm's large-
- scale grocery outlets - situated seven kilometres from the centre of
Lyons - was chosen as the case study outlet. The outlet was a
"hypermarket which had a much larger surface area than the British case
study store: 7,438m2, and it was slightly larger than the average
hypermarket size in the French parent company (in terms of surface
area). The positive correlation between part-time levels and size of
outlet in both Britain and France (explained in Chapter 4) and the
possible implications of differing outlet sizes for patterns of working
hours suggested that the dissimilar sizes of the outlets would
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introduce sample bias into the research findings. Hence, attempts were
made to locate a second British outlet with characteristics more
similar to those of the French store. This proved impossible in the
short period available for carrying out the research. Consequently,
efforts were made to assess to what extent differences in surface area

of the stores would account for dissimilarities in patterns of working
hours found.

There were other differences in the outlets associated with their
different sizes. The French case study outlet was located in a
shopping centre seven kilometres from the centre of Lyons. The centre
included small boutiques and restaurants, but no other large-scale
grocery retailers. The main competition to the French stare came from
a hypermarket two kilometres from the shopping centre, which shared the
clientele from the neighbouring residential areas and from Lyons. The
outlet had a product range which was typical of hypermarket stores: it
sold a wide range of non-food goods such as electrical wares, records,
books and clothes, as well as preprepared and fresh foods.

The nature of this in-depth and small-scale research leads to problems
of representativity and limits the ability to make generalizations on
the basis of the findings. In order to overcome some of these
limitations the findings are interpreted in relation to the findings
from the industry-wide research which provides a more reliable basis
for comparison. The research findings from the case study, therefore,

should be viewed as a means of informing the findings fram secondary
data and the industry-wide research.

The research process in the case studies was broken down into four main
steps which, in accordance with the methodology of standardized case
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comparison, involved replicating standardized research methods in the
two outlets (see Walton, 1973). The first step involved collecting
empirical evidence about the stores' and their parent companies' labour
force structure: the breakdown by sex, age, hours worked and
occupation. Particular attention was paid to obtaining data relating
to the characteristics of the stores' part-time workforce in terms of
age, sex, marital status, and shift patterns. Obtaining some of this
data from the British store was particularly laborious because the data
were not available in an easily manageable form. It was necessary to
collect the relevant information from individual records and
subsequently to rework the data using a computer in order to obtain
statistics which would be comparable with the French format.

The second step involved observing the methods by which daily and
weekly patterns of working hours were established. This implied
spending time with the individuals responsible for scheduling patterns
of working hours at store level and, where applicable, at firm level.
The third step involved carrying out interviews with store managers and
other personnel involved in establishing patterns of working hours at
outlet level and with personnel management at firm level. The
cbjective of these interviews was to identify the main factors
influencing policy directives relating to patterns of working hours and
their application in the outlet. These interviews were semi-structured

and based on the format used in interviews with employers in the two

countries.

A final step involved semi-structured interviews with samples of
twenty-five women with children working part-time in each outlet. The
aim of the interviews was to contrast and compare the relationship
between reasons for working part-time and patterns of working hours for
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part-timers in the two stores and to gain support for the hypothesis
set out in Chapter 4 concerning their satisfaction with these hours.
The best method of achieving this was thought to be to examine these
areas for women working various shift patterns in the two stores and
then to contrast and compare the findings from the two countries.
Given the importance of the variable age in determining women's
patterns of part-time working hours (at least in Britain), an effort
was made to interview women with children who were representative, in
terms of the age, of women on each shift pattern in the two stores.
However, it was not always possible to obtain representative samples of
women with children working on various shift patterns for several
reasons. Firstly, because some women were absent on holiday or sick,
secondly, because interviewees were questioned in store, and their
availability depended on the daily level of business and, finally,
because not all women were willing to be interviewed. An attempt was
made, nevertheless, to ensure that where certain age groups were
dominant on shift patterns, women from these age groups were adequately
sampled, and similarly that when there was a spread of ages women were

sampled from most age groups.

In the British sample (see Tables 1.3-1.6) the women taken from the
mid-day shift (Table 1.3), Saturday and late nights and twilight shifts
(Table 1.5) were broadly representative of the women on those shifts.
However, the samples from the evening display shift and the day part-
time shifts (Tables 1.4 and 1.6 respectively) were less representative
of women on these shifts because particular problems were encountered
in finding women to interview on these shifts. In the French store it
proved much more difficult to try to find women who were representative
of each shift pattern because there were so many different patterns
(for an explanation of this see Chapter 6).
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Table 1.3 Women Part-timers with Children by Age Group in Sample from
Mid—day Shift Compared with Distribution of All Women with Children by
Age Group on that Shift

Age Group

21-25 36-40 40-45 56-60 Total

Total no.
in Store 1 1 2 1 5
Sample 1 1 2 1 5

Table 1.4 Women Part-timers by Age Group in Sample from Evening Display
Shift Compared with Distribution of All Women with Children by Age

Group on that Shift (and Proportion of Women in Each Age Group)

Age Group

21-25 26-30 30-35 36-40 40-45 Total

Total no.
in store 1(3.3) 10(33) 9(30) 4@3) 6(20) 30
Sample 0 3 (60) 1C(20) 120 0 5

In order to simplify the analysis shifts were broken down into a
smaller number of categories which grouped together the main shift
patterns with similar characteristics: rolling shifts on check-outs,
semi-autonomous team shifts, rolling shifts on the information desk,
and fixed shifts from shop-floor departments. As in the British store
some problems were encountered in finding enough women from specific
age groups to interview. Consequently, the sample does not fully
represent women with children on each major shift pattern (see Tables
1.7-1.10). Overall, similar proportions of all female part-timers were
interviewed in the stores (18.6%Z in Britain compared with 16.9% in
France) and similar numbers of women were interviewed from each
principal age group (see Table 1.11).
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Table 1.5 Women Part-timers by Age Group in Sample from Saturday,late Nights and
Twilight Shifts Compared with Distribution of All Women with Children by Age
Group on those Shifts (and Proportion of Women in Each Age Group)

Age Group
<21 21-25 26-30 30-35 3640 40-45 Total
Total no. in
store 5 1 2(10.5) 4(21) 7(36) 4(21) 1 19
Sample 0 1(11.1) 3(33) 3(33) 2(22) 0 9

Table 1.6 Women Part-timers bv Age Group in Sample from the Day Part-time Shift
Compared with Distribution of All Women with Children by Age Group on that Shift
(and Proportion of Women in Each Age Group)

Age Groeup

21-25 26-30 30-35 3640 40-45 46-30 30-53 56-60 Total

Total no.
in store 2(5.1) 1 2(5. ) : 15(38) 6(15.4) 6(15.4) 6(15.4) 39

Sample 0 4] 1(33) 0 2(66) 0 0 4] 3
Table 1.7 Women Part-timers by Age Group in Sample from Rolling Shifts on

Check-outs Compared with the Distribution of All Women with Children by Age
Group on those Shifts

Age Group

21-25 26-30 31-35 36-40 41-30 35160 Total

Total no. in
Store 2 2 3 Q 2 5 10

Sample 1 2 0 0 0] 1 4
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Table 1.8 Women Part-timers by Age Group in Sample from the Semi-autonomous
Team Compared with the Distribution of All Women with Children by
Age Group in the Team

Age Group

21-25 26-30 31-35 36-40 41-50 51-60 Total

Total no. in
Store 5] 3 1 1 (0] 0 8
Sample 2 2 (0] 0 0] 0 4

Table 1.9 Women Part-timers by Age Croup in Sample from the Information Desk
Shift Compared with the Distribution of all Women with Children by Age Group on
that Shift

Age Group
21-25 26-30 31-35 36-40 41-50 5160 Total

Total no. in
Store 9] 0 6 1 1 Q 8

Sample 0] 0 3 (9] 1 0 4
Table 1.10 Women Part-timers by Age Group in Sample from the Fixed Shifts on

Shop—floor Departments Compared with the Distribution of All Women with Children
by Age Group on those Shifts

Age Group
21-25 26-30 31-35 36-40 41-30 51-60 Total

Total no. in
Store 2 2 7 8 16 (0] 35

Sample 1 1 1 2 5 0 10
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Table 1.11 Numbers of Women from British and French Samples by
Age Group

Age Group
21-25 26-30 31-35 36-40 41-50 51-60  Total
GB 2 7 4 4 A 1 22
F 4 5 4 2 6 1 22

Although the sample of women with children from the stores was small,
and there are inadequacies in the samples in both couﬁtries, it does
seem reasonable to use the findings based on this research provided
that these problems are taken into account and are located in the
context of the industry-level research. These findings provide
insights into the relationship between women's reasons for working
part-time, satisfaction with part-time work, and patterns of working
hours, and as such can help indicate areas for further research.
However, they cannot be used on their own to make national

generalizations.

In both stores, interviews took place in a private room: the store
management made no attempt in either store to be present at the
interviews. Interviewees were taped, the tape recorder was unobtrusive
and the interviewees did not seem to find it a deterrent to replying
fully to the questions. An attempt was made to ensure that employees
in both stores knew that the interviews were part of a PhD research
project. Despite this, only the British store remembered to give prior
information about the context of the research. In order to compensate
for this in the French store interviews were preceded with a general
preamble about the research. The information given in both stores did
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not indicate the sorts of questions which would be asked in order to

ensure that all responses would be spontaneous.

Interviews with part-timers focused on the women's personal
characteristics in terms of age, number of children and educational
level . They also investigated their past employment histories,
motivations for working part-time and the satisfaction gained from
work, actual and preferred patterns of working time, and future
employment plans. Once again a semi-structured format was used, and
comparable prompt questions were devised for this purpose (see Appendix
II). The open-ended nature of the questions ensured that concepts
which might otherwise be mis-translated, such as part-time work, were
fully explained. For example when women stated they worked part-time,
attempts were made to obtain an objective measure of this by asking for
their average weekly working hours (excluding lunch and other breaks).
Due to the small size of the samples it was considered that the most
suitable analytical approach was qualitative, for which detailed
reference would be made to women's individual situations. To this end
a relaxed environment was created in the interviews in which women felt

able to openly discuss their attitudes.

In sum, attempts were made in the course of the fieldwork and in the
interpretation of the findings to overcome some of the limitations of
the research at firm and outlet level and hence improve the
comparability of the research. When these limitations are taken into
accont it does seem reasonable to draw limited national
generalizations about patterns of working hours in large-scale grocery
retailing in Britain and France.



Footnotes

1. For example, Hantrais and Ager (1985) review the problems of
language barriers, and Berting (1987) notes the impact of different
languages and cultures in organizing international comparative
research. Form (1973) highlights the difficulties encountered as a
result of interviewer distrust in some cultures, while Johnson and
Artright (1973) note the problems of inadequacy and incomparability of
national statistical sources in analyzing Latin American illegitimacy.
Other authors (see for example Cseh-Szombathy (1985) and Boulin (1985)
have identified the problems of comparing specific concepts.

2. A range of data collection methods are possible.  For example,
Bodiguel (1984), in his comparison of high level public officials in
East and Western Furopean countries, adopts a functional methodology to
complement his evaluation of formal situations. Haller and Mack (1984)
used reanalysis of data sets in order to assess structural changes and
mobility in Austria and Poland. Social survey research was the basis
of the European Values project described by Harding (1987), and Masser
(1984) has used case study methods to carry out comparative research in
urban and regional planmning.

3. Research carried out in Britain and the United States has found that
unemployment can have two opposing effects on a married woman's labour
supply. These are the 'discouraged' worker effect and the 'encouraged
or added' worker effect. It is the second of these effects which may
have a bearing on the decision to work part-time. The encouraged or
added worker effect occurs when husbands are unemployed and married
women are encouraged to seek employment to make up family income.
Although the effect is linked to the husband's employment, this in turn
is likely to be linked to local labour market conditions (Mallier and
Rosser, 1987). French research has also found evidence of the
encouraged worker effect (Barthez, 1983). However, the long term
effects have been shown to depend on women's qualification levels.
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Chapter 2
A Franco-British Comparison of Changing Patterns of Working Hours

The object of this chapter is to review of changing patterns of working
hours in Britain and France over the post-war period in order to
provide the framewark for the discussion about patterns of working
hours in large-scale grocery retailing. It draws together, compares
and contrasts, relevant literature leading an to the presentatian of
two hypotheses. The chapter is divided into two sections. The first
one compares and contrasts the principal changes in working hours over
the post-war period in Britain and France, while the second describes
the process by which these changes have taken place.

Changes in Warking Hours in Britain and France

Changes in working hours over the post-war period are characterized by
two main features: reductions in working hours and their restructuring.
Franco-British comparisons about the restructuring of working hours
are, in particular, problematical because little single-nation or
comparative information is available. These changes have not been the
subject of comprehensive government surveys, but anly relatively small-
scale studies. The discussion about the restructuring of working hours
therefare attempts to draw out trends and to suggest hypotheses on the
basis of relatively limited documentary material.

A number of articles and reports which compare single-nation studies of

working hours have shown that, in common with a number of other Westerm

industrialized countries, working hours in Britain and France have been

declining during the post-war period (EIUI, 1979; Barou et Rigaudiat,

1983; Documentation Francaise, 1985; Boyer, 1986), although the rate
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and extent of change has been different in the two countries!. 1In
Britain the total hours worked by the entire labour force have fallen
by 20% since World War II and in France average annual hours worked per
employee have fallen by a similar proportion over the same period
(Lawson, 1983; Problemes Fconomiques, 1984a). These reductions

reflect, in particular, the trends towards longer paid holidays, a
shorter working week, and the growth in part-time work.

The rgducticm in weekly working hours has been a major component of
falling annual working hours in the two countries. Over the period
1972-81 working hours for manual workers fell from 45-39.5 hours per
week in France (excluding lunch hours and breaks) and from 43-41.3
hours in Britain (including lunch and rest breaks) (ILabour Research,

1984). In both countries reductions in weekly working hours have
helped reduce the differences in working hours between employees in the
service and industrial sectors, albeit to differing degrees, although
disparities between working hours in these sectors remain in both
Britain and France (Barou et Rigaudiat, 1983; Documentation Francaise,
1985).

Similarly, a large body of single nation data (notably Sloane, 1975;
ANACT, 1980; Blyton, 1985) and of multi-nation surveys (such as OECD,
1973) suggests that Britain and France, in common with many other
Western industrialized countries, have followed similar trends in the
1960s and 1970s in the restructuring of working hours. This period was
characterized by innovations which have given employees greater choice
in their working hours (De Lange, 1986). These innovations included
the growth in flexible working hours, part-time work and innovative
shift patterns?2. Nevertheless, it would seem that over this period
more extensive changes in the flexibility and organization of working
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hours were taking place in Britain compared with France, and notably
that part-time work and innovative shift patterns were developing at a
different pace in the two countriess.

Although part-time work grew in both countries in the 1960s and 1970s,
it developed more rapidly and to a greater extent in Britain over this
period*. The development of part-time work, which had begun its growth
as early as 1951 in Britain, was particularly strong during the 1970s,
while in France part-time work only started to grow significantly from
1973 cnwards. The dissimilar speeds of growth in the two countries are
reflected in part-time lewels in the early 1980s. According to
national statistics which are not strictly comparable but give saome
indications of the differences in magnitude in part-time levels (Census
of 1 t, 1981; Enguéte sur 1'Emploi, 1981), in 1981 the

proportion of employees in Britain working part-time was approximately
three times the proportion in France (20.1% compared with 6.377%).
Although in both countries most of these jobs were taken by wamen, in
1981 the proportion of women employees working part-time in Britain was
over three times the proportion in France: 41.6% compared with 13.87%.
The growth of innovative shift patterns, which was concentrated in the
1970s, also appears to have been more rapid and more ext'ensive in
Britain than in France. Over this decade the increased use of shift
systems in Britain gave rise to greater concern with the social and
health implications of shift patterns. This led to a series of
innovations in shift patterns such as changing the patterns and
frequency of rotation of shifts, varying the lengths of different
shifts, long shifts, personal and time flexibility schemes (McEwan
Young, 1978,1979,1981). Personal flexibility schemes involve giving
shift workers the same sort of discretion regarding start and finish
times as flexi-time systems. Time flexibility schemes usually involve
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operating within a framework of annual hours and offer concessions to
the workforce (often in the form of time off and greater flexibility in
working hours) in order to meet the production needs of the enterprise.
One of the more widespread innovations in shift patterns during the
1970s was compressed working hours, which has been seen by some authors
(such as De lange, 1986) as offering flexibility in working hours
primarily to employers (management-orientated flexibility). In Britain
experiments with compressed working weeks became quite common in the
1970s when concepts such as "four days forty hours" gained much
publicity (Poor, 1972). The British experience of the three-day week
in the 1972-4 energy crises, which increased efficiency in some firms,
encouraged them to adopt compressed working hours on a permanent basis.
However, both four and four and a half day weeks were relatively
widespread during the early 1960s amongst shiftworkers in the
engineering industry and, in the latter case, amongst employees in the
textile industry (Sloane, 1975). In France, by contrast, restrictive
legislation which applied until January 1979 prevented the use of
compressed working weeks.

In France the main characteristics of changes in shift patterns in the
1970s was the growth in two shift systems and a reduction in three
shift systems (ANACT, 1980). These trends have been explained in terms
of employers' reluctance to reorganize working hours, employees'
resistance to night work, and the impact of French labour law which
discouraged the development of semi-continuous and continuous systems
(Doyelle, 1980). These factors probably resulted in few innovations in
shift patterns in the 1970s. The main experiments would seem to have
been for soc:tial reasans, namely the development of fifth crews in
cont inucus operations, and the removal of night shifts (ANACT, 1980).
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The 1980s have, in particular, been a time in which the main trend in
working hours in Britain and France, in common with many other Western
industrialized countries, has been the development of management-
orientated flexibilityS. The 1980s is also the period over which the
most significant differences have appeared between the development of
patterns of working hours in Britain and France, namely major changes
in working hours have occurred in France which have not been
parallelled in Britain. The concentration of changes in working hours
in the 1980s in France may be explained by the introduction of new
warking time measures and by the heightened working time debate at the
beginning of the decade (as described in full below), and particularly
by the reduction in weekly working hours to thirty-nine imposed by the
French Government in 1982. The combination of these developments with
the problems which came to a head over this period in French industry
of ageing machinery and new competitive conditions (Petit, 1987) had
the effect of stimulating major changes in working practices (Marville,
1985).

The small body of literature describing patterns of working hours at
company and plant level in Britain and France suggests that the
concentration of change in the 1980s in France has been related, more
extensively than in Britain, to a thorough restructuring of working
hours. For example, in a study of thirty-three companies in France
from both the industrial and service sectors, which was carried out in
1984, it was found that twenty-two were undergoing a major
reorganization in working hours. In Britain, where there has been no
such concerted pressure for changes in patterns in working hours over
recent years, the extent of restructuring would seem to have been less
significant, or, at least, it appears to have been more gradual, as the
case studies in retailing, electrical engineeering, chemicals, and the
- 94 -



motor vehicles industries show (Lapping, 1983). In France, the
reduction in working time to thirty-nine hours in 1982 has encouraged
many companies seeking to modernize production to reorganize working
hours in conjunction with reductions in working hours:

...une évolution se dessine dans les comportements des
entreprises étudiées: semblent devenir prédominantes les
stratégies qui associent réduction de la durée du travail a
diverses modalités d'aménagement du temps de travail...dans
le cadre d'une réorganisation et (ou) d'une modernisation du

processus de production (...in the companies studied
practices are evolving: strategies which link reductions in
working time with various farms of reorganization of working
hours seem to be becoming predominant...in the framework of
the reorganization and (or) modermization of the production
process) (Documentation Francaise, 1985: 14).

The use of these new strategies 1linking the reduction and
reorganization of working hours has reflected three main objectives:
social benefits, prevention of job losses, and improving productive
efficiency. In Britain, there is no evidence to suggest that changes
linking reductions and reorganization of working hours have taken place
to the same extent in Britain as in France (as discussed in more detail
in pp 96-7).

Furthermore, the concentration of change, stimulated by the changing
socio—economic climate in the early 1980s in France, would also seem to
have encouraged experimentation with patterns of working hours to a
degree which does not seem to have been parallelled in Britain. The
extent of experimentation which has been taking place in recent years
has been demonstrated in France by a number of detailed studies (for
example, Loos, 1983; Boisard et Vennat, 1984; LEST, 1984; Documentation
Francaise, 1985) as well as press interest in the changes taking place.
The increased experimentation with warking hours has been encouraged by
the introduction from the early 1980s of legislation facilitating the
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use of more flexible working hours (as described below) and has been
motivated by three main factors. Firstly, the need to increase the use
of machinery in industry which has led to the use of more experimental
shift patterns than the traditional 2x8, 3x8, and 4x8 systems. The
sorts of patterns being introduced in France have included extra
shifts, short shifts, weekend shifts, and very complex rolling shifts.
Secondly, the need to adjust working hours to variations in demand and
output. This has given rise to various weekly, monthly, and annual
contracts which embody considerable flexibility in working hours; as
well as the use of full and part-time shifts on a more flexible basis.
Finally, increased experimentation with working hours in France has
resulted from employers' increasing concern for more fully taking into
account employees' aspirations with regards to working hours. This
concern has given rise to the growth in flexi-time schemes, semi-
autonomous teams in which individuals working in teams organize their
working hours within budgeted hours for the group, as well as work
sharing schemes, and part-time work.

Although there have been innovations in patterns of working hours in
Britain during the 1980s there is no evidence to suggest that change of
the same magnitude has taken place. Notably, the IMS (1986) survey of
flexibility in working patterns since 1980 in the food and drink,
engineering and financial services industries and retail distribution
found that there had been few developments in the 1980s. For example,
there has been some progress in developing time and personal
flexibility schemes for shift workers in Britain in the 1980s, although
the growth of these schemes does not seem to have been as extensive in
Britain as in France over this period (Clutterbuck, 1985; Personnel
Management, 1985; EIRR, 1987). However, the use of these schemes still
appears to be quite limited in Britain. In a survey of 584 employers
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carried out in 1987 only 3% of firms had introduced annual contracts
(Labour Research, 1988a). Also, part-time work, which has also grown

in Britain over the 1980s and remains a much more important form of
work in Britain than in France, has grown considerably more rapidly in
relative terms in France over the 1980s than in Britain. In France,
between 1981-4 the proportion of employees in employment working part-
time has risen from 6.9% to 9.7%Z (representing a 40% increase on its
1981 level), (Enquéte sur 1'Emploi) while in Britain, according to the
Census of Employment over the slightly shorter period levels rose from
20.1% to 227 (a 9% increase). The relative lack of change in Britain
is reflected in the absence of serious studies of changing patterns of
working hours compared with France over this period. In Britain

detailed work has been confined to assessing the social consequences of
the spread of shift-work within industry and the public services in the
1970s (for example Cook et al, 1983; Brown and Charles, 1982), although
the growth in flexible working hours has also been discussed quite
extensively, especially in the 1970s (see Lee, 1982 for a detailed
analysis of research in this field).

Another important aspect of the differences in the development of
patterns of working hours in the 1980s in Britain and France, which is
reflected in the types of patterns which have developed in the two
countries, is that non-work time would seem to have had a greater
influence over warking time in France than in Britainé. This would
appear to be related to the generally greater prominence given to
working time issues in France compared with Britain, particularly over
the last decade, and its closer association with discussion about
changing value systems in France.
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while in both countries there is evidence of changing attitudes to work
and non-work time and changing structures of working time, it has been
argued that these changes figure more prominently in the public
consciousness (Hantrais et al, 1984) in France than in Britain. The
high priority attached to time in France is reflected in the very
extensive body of literature about all aspects of working time which
has been produced by researchers over recent years (see for example the
work of Grossin, 1974, 1981, 1982; Echange et Projets, 1980; Samuel,
1982; Boisard et Vennat, 1984; LEST, 1984) employers' bodies (OODESE,
1980), and government bodies (Giraudet, 1980, Commissariat Général du
Plan, 1984, 1985; Cahiers Francais, 1987). Much of the French

literature discusses the role of working time in relation to changing

value systems.

The considerable interest in working time is also reflected in the body
of research into specific experiments about working time (see for
example Loos, 1983; Boisard et Vennat, 1984; LEST, 1984). Furthermore,
a large number of the studies of changing patterns of working hours
focus on the restructuring of working hours in relation to changes in
value systems. The research carried out by Boisard et Vennat (1984) is
typical in this respect: the study investigated how patterns of working
hours had been adapted in five different workplaces to the legally
imposed reduction in the working week. 200 workers were questioned
about the impact of the reduction in their working hours, their non-
work activities and their aspirations in terms of patterns of working

hours.

In Britain not only is there a much smaller body of literature relating

to working time, but in the existing documentary material there has

been little attempt to examine working time in the context of changing
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value systems (see for example, McEwan Young, 1980, 1981; Employment
Gazette, 1982; White, 1982; Clark, 1983; Blyton, 1985). In particular,
few detailed studies of new experiments in working time have been
carried out (see Sloane's [1975] investigation of organizations'
changing patterns of working time and McEwan Young's [1979] case
studies of innovations in shift working).

In France, there has also been a much greater concern with identifying
peoples' aspirations in relation to working time (see for example
Grossin, 1974). A good example of this concern in France is the
importance accorded to working time aspirations in the French annual
survey called Conditions de Vie et Aspirations des Francais (French

people's lives and aspirations). The time-related questions, which
have no equivalent in similar British publications, seek to assess
peoples' aspirations concerning whether they would like reductions in
working time or would prefer other benefits (such as pay) and how they
would like to see their working hours reduced (shorter working days,
shorter working weeks etc).

In France there has also been a much more extensive discussion of
working time in relation to other value systems in sociological
literature (see for example Samuel 1983, 1984; Dumazadier, 1974,
Grossin; 1974) and a more general popularization of issues relating to
working time in the media. Whole issues of reviews, particularly in
the early 1980s, were devoted to working time and a new review, Temps
Libre, was launched in 1981 for the purpose of gaining a better
understanding of the meaning of time in human activities. The place of
working time' in relation to other social times has been the focus of
research by groups such as the (NRS Equipe de Sociologie du Loisir et



des Modeles Culturelles (the Sociology of lLeisure and Cultural Models
Team) in Paris.

Tt would seem that the greater importance attached to working time and
to its relationship with changing value systems has been stimulated in
part by the debate about working time initiated at the beginning of the
1980s. This was set in train partly by the publication of research by
the Echange et Projets Group (Echange et Projets, 1980) which advocated
working time options as a project to transform society. The members of
the group suggested a policy for adapting working time in a way which
would correspond to the aspirations of individuals both as regards
their life at work and outside the workplace. This policy was based on
the particularly French notion of temps choisi (chosen time) which

signifies in relation to work that:

...1'individu va pouvoir choisir sa durée du travail et sa
répartition en fonction de ses besoins en revenu, de
l'organisation de ses loisirs, de sa vie familiale, de ses
activitiés et de sa participation a la vie sociale en dehors
de sa vie professionnelle. (...an individual will be able to
choose the number of hours he works and their organization
according to his financial needs, the organization of his
leisure activities, his family life, his activities, and his
participation in public life outside work) (LEST, 1984:8).

At this time temps choisi was widely discussed in relation to the
sociology of leisure and the debate about the restructuring of work
(Echange et Projets, 1980; Aznar, 1981; Barou et Rigaudiat, 1983).
However, the importance of this research must be seen in the context of
French society where time has traditionally been treated as a more
important policy issue for the French State, trades unions and
employers (as shown in the detailed discussion below).
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The greater importance attached to working time by the State in France
compared with Britain, and to its relationship with changing value
systems, was reflected in th:a moves made by the Socialist Government
(1981-6) to increase the flexibility and to reduce the length of
working hours. These developments in the early part of the 1980s were
made in response to the economic requirements of restructuring, and to
a desire for improving the quality of non-work time.

Social aspects of changes in patterns of working hours, as explained
above, were central to developments in firms (and in legislation) in
the early 1980s. Although it has been suggested that they have become
less important, "...the need to give a better response to the workers'
aspirations is still in evidence" (Jallade, 1985: 160), and it remains
the case that one of the main reasons why employers introduce new
patterns of working hours is for social reasons (Bouillaguet-Bernard et
al, 1986). This is particularly true for large private and public

companies (ie banks and assurance companies).

The high profile of the working time debate in France, particularly in
relation to changing value systems, may lead one to hypothesize that
employees' working hours preferences will be more readily accommodated
by employers in France than in Britain. Hence, as suggested by the
Comissariat Général du Plan in their report Changement des Modes de

Vie, non-work time may be increasingly influencing working time in
France:

Jusqu'a ces derniéres années la structuration de la vie
sociale par la vie de travail était particulierement
manifeste dans 1'organisation du temps en fonction du temps
de travail...Ce modéle est remis en question de multiples
facons, comme si la vie hors d'entreprise influencait bien
davantage la vie de l'entreprise (Until recent years the
structuring of social life by work was particularly evident
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in the way in which time was organized around working
time...this model is now being questioned in a number of
ways, it 1is as if life outside work was increasingly
affecting life at work) (quoted in LEST, 1984: 18).

It would seem that this process is more advanced in France than in
Britain. However, it may be the case, as Hantrais et al (1984)
suggest, that the reduced attention to working time by employers in
Britain reflects the tradition of weak bureacratic control over working
hours and the existence of already more flexible and less exacting
working schedules than in France, as suggested bybthe much higher
levels of part-time in work in Britain. The degree to which employees'
preferences are integrated into their patterns of working hours may in
fact be simply more formalized in France than in Britain. In the
empirical work in large-scale grocery retailing an attempt was made to
find support for the hypothesis that employers would be more aware of
non-work issues in France and more likely to take their workers'’
preferences into consideration in scheduling working hours. In
addition an attempt was made to investigate whether workers'
preferences in patterns of working hours are not simply integrated into
working time in a less formalized way in Britain compared with France
and to examine how employees' working hour preferences are included in
working time in the two countries. Finally, evidence was also sought
in the fieldwork to support the hypothesis that more experimental
changes in patterns of working hours have been taking place in France

compared with Britain.

The Process of Change

Differences in the extent and nature of changing patterns of working

hours have been accompanied by dissimilarities in the process of, and

motivations for, change. This section compares and contrasts
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successively the role of the State, trades unions, and employers, in
the changes in working hours which have taken place in Britain and
France. The presentation is organized in an arbitrary order because
the differing roles of the three forces in Britain and France do not
suggest an obvious order of importance.

The Role of the State

In Britain legislation relating to working hours has been very much
more limited than has been the case in France and has been restricted
to providing protection for certain categories of workers. Although
Britain was first to introduce legislation for working hours (following
its earlier industrialization) in 1833, the role of legislation
diminished gradually as collectively agreed reductions became the norm.
In the twentieth century governments have intervened to legislate only
in order to restrict hours in specific areas where workers have been
found to be particularly at risk (usually because of long hours) -
notably in factories, shops, and the transport and baking industries -
and for specific groups of workers, in particular women, young people,
and children (Bosworth and Dawkins, 1981;Barou et Rigaudiat, 1983).
The area of flexibility in patterns of working hours has also remained
almost totally unregulated’? and subject almost exclusively to
collective agreement. The only measures which governments have taken
concerning flexibility in working hours were introduced in the late
1970s and early 1980s in order to help combat unemployment: the Job
Release Scheme and short-time working compensation scheme introduced in
1979, and the Job Splitting Scheme introduced in 1983 (the operation of
these schemes ;a:;effully described in Blyton, 1985).

The reluctance to legislate in the area of working hours may reflect
partly the operation of the industrial relations structure in Britain,
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in which collective bargaining has traditionally been the way in which
questions concerning working conditions have been resolved and
government intervention has always been resisted®. The reluctance to
legislate for reductions in working hours in particular may also be
explained by the opposition demonstrated by successive governments of
all political persuasions and employers' organizations, who fear that
shorter hours without improved productivity would merely add to the
unit costs of labour, create few jobs, and do little to reduce the high
levels of overtime worked in industry (Taylor, 1980). -Past experience
suggests that these doubts about the effectiveness of reductions in
working hours have been justified (Barou et Rigaudiat, 1983; Ward,

1987).

A French view of the British Government's policy towards reductions in

working hours is that:

Aucune politique globale de RIT n'est envisagée par le
gouvernement britannique qui estime qu'une telle stratégie ne
constitue pas une réponse pertinente au probléme de 1'emploi
(No global policy for reductions in working time has been
planned by the British government which believes that this
type of strategy would not be a suitable response to the
employment problem) (Documentation Francaise, 1985: 108).

Indeed, the State opposition to reductions in the working week
culminated in Britain blocking even the EEC recommendation which was to
reduce working hours providing unit labour costs were not increased.

It may also be suggested that the lack of legislation with respect to

working hours during this century in Britain reflects the lack of

interest demonstrated by the State in relation to working time issues.

As the focus of debate amongst the State, trades unions, and employers,

has changed from productivity to flexibility (Pollert, 1987) since the

end of the 1970s, the British government has contributed to the public
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discussion about all aspects of labour flexibility in Britain and has,
in particular, sought to encourage flexibility in labour costs. In
their advocacy of flexibility, working hours have not, until recently,

been prominent.

Indeed, the recent plans by the Government to incorporate provisions in
the 1989 Employment law to relax the restrictions relating to the
working hours of young people and women in factories®, should be seen
as another measure in the Government's strategy to remove rigidities in
the labour market rather than as part of a coherent working time
strategy. The Covernment's plans reflect the dominant trait of British .
governments' working hours policy: social aspects of working time have
been almost totally neglected. There has, however, been an increased
realization on the part of Conservative Governments since 1979 that
there is a need for a greater flexibility in patterns of work, in which
category they include more flexibility in warking hours such as job
sharing, part-time work, and early retirement (Lawson, 1983).

There are two main differences between Britain and France in the role
of the State in changing working hours. Firstly, the French State has
intervened much more extensively in the area of warking hours than the
British State and, secondly, working hours legislation in France has
been associated more explicitly with a working time debate than has
been the case in Britain. Moreover, in France both reductions in
working hours and changes in their flexibility and organization have
been used as part of a coherent strategy towards working time.

In France it has been mainly legislation which has been used to change

working hours, while collective bargaining, until recent years has

taken a secondary role, particularly in relation to the flexibility and
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organization of working hours. This is characteristic of the French
system in which social legislation has become the main wvehicle for
resolving employment questions and collective bargaining is still seen
as an adjunct to legislation which brings additional benefits to
workers and builds on the advantages guaranteed by the law (CIR, 1974).
French law relating to working hours also distinguishes itself from the
British law by its all-embracing nature: successive laws have related
to all workers, while specific laws have given additional protection to
shopworkers. The law of 1919 instituting the eight hour day and forty-
eight hour week was introduced in France in order to give workers more
leisure time, improve productivity, and create employment opportunities
(Barou et Rigaudiat, 1983). Subsequent legislation reducing the
working week to forty hours was instituted by the law of 21 June 1936
in response to the economic depression, and sought primarily to solve
the problem of unemployment. This law introduced a strict framework
for the organization of these hours: five eight hour days, six days of
six howrs and forty minutes, or five and a half days of seven hours and
sixteen minutes, This legislation, which stated that working hours
should be the same for all employees working in an establishment or in
any section of it, combined with measures which prohibited the use of
rolling and overlapping shifts, thereby severely limited the
flexibility of working hours.

Although changes in legislation relating to working hours took place up
to the 1970s, the major landmarks in legislation in this area have
taken place in the 1970s and 1980s. The 1950s and 1960s were marked
mainly by legislation to increase paid holidays (as shown in Table
2.1). The decade 1968-78 was, above all, one which saw the effects of
collective bargaining on working hours: average weekly working hours
(excluding lunch and rest breaks) fell from 45.2 in 1968 to 41.8 in
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1976 (Documentation Francaise, 1985). However, it was also
characterized by the first measures to provide for greater flexibility
in working hours (see Table 2.1). These measures were associated with
others designed to institutionalize (a key word in the French context
where legislation has traditionally been the main vector of change)
flexibility and to respond to the increasing trend towards greater
flexibility in employment practices, which became more prominent after
1977 (Petit, 1987).

The most significant changes to the law of 1936 have, however, taken
place in the 1980s. The end of the 1970s in France was marked by
deteriorating economic conditions associated with the impact of the two
oil crises in 1974 and 1980. Difficulties supporting the social
security System, increased French spending on imports, and reduced
saving and investment levels were accompanied by rising levels of
unemployment, with two million unemployed in 1981 (Petit, 1987). The
unemployment crisis contributed to the revival of the work sharing
debate in France known as the Réduction du Temps de Travail (RTI) -
Partage du Travail (Reduction of Working Time - Work Sharing), which

was promoted, in particular, by the trades unions who were calling for
a thirty-five hour working week (Documentation Francaise, 1985).

However, attempts to reduce working hours through collective bargaining
between 1978-80 were not successful even though the Government had
followed the recommendations for negotiations outlined by the 1980
Giraudet reporti®. The main stumbling block was the issue of wage
compensation, on which neither trades unions nor employers were
prepared to make concessiaons.
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Table 2.1 Principal Iegislation Affectiing Working Hours in

France, 1950-
Date Explanation
27 March 1956 Third week paid holidays.
16 May 1963 Fourth week paid holidays.

27 December 1973

2 January 1979

17 January 1982

13 November 1982

Flexible working hours can be substituted for
collective working hours under certain '
conditions.

The forty hour week can be concentrated over four
or four and a half days. Other measures to
institutionalize flexibility are introduced.

Reduction of the werking week to thirty-nine
hours and introduction of fifth week paid
holideys.

Introduction of legal maximum of 130 overtime
hours per annum for esch worker (for use
without the works inspector’s agreement,
previously ell overtime requests were
submitted for approval).

&djustments in weekly working hours allowed
under certain conditions {average working
hours/period ard shift length).

Flexibility allowed over the month and year.

Weekend shifts permitted provided that
collective agreements are made at company/plant
level.

Maxi mum daily shift lengths extended from ten
to twelve hours if weekend shift lasts for only
two days { provided these workers are paid €
1.5 times normal rate for the job).

Flexi-time allowed provided that debit/credit
hours do not exceed three from one week to
another and the accumulated total does not
exceed ten.

Employers obliged to negotiate salaries and
working hours with trades union
representatives at least annually at company
level and/or below. Agreements allowed which
derogate from the conditions established by
higher level collective agreements and legal
provisions.
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Table 2.1 (Continued)

Date Explanation

28 February 1986 Changed the basis for overtime payment for
those working flexible working hours from a
weekly to an annual basis (while lowering the
annual overtime quota to eighty) provided that
the flexibility arrangements were accompanied
by reductions in weekly working hours.

These conditions only sllowed for agreements
made at industry level.

19 June 1987 Removed the link between the modulation and
reduction of working hours and mede the
company the principal level of negotiation. Also,
introduced a wide range of flexibility

mesasures, in particular le travail intermittent
('intermittent” working).

Source: Gilbert (1980), Editions Francis Lefebvre (1986), EIRR (1987),
Meurs (1987), Autrand (1988).

The election of a Socialist Government in 1981 made a substantial
difference to French policies concerning working time. This was
because working time had traditionally been a subject of debate within
.the party as a means of creating better working conditions, and because
the internal working time debate was revitalized by new thinking both
within and outside the Socialist Government in the early 1980s about
the growing role of non-work values in peoples' lives (as described
above). Against this background, the Socialist Government's policy
with respect to working time early in its period in office was

...first and foremost a part of a social policy, and
secandarily (sic) a parameter of the economic life of the
enterprises (Jallade, 1985: 159).
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This order of priorities stemmed from the Government's concern to
reduce unemployment and to respond to workers' aspirations for more
free time. The Socialist Covernment sought, firstly, to encourage
negotiat ions between employers and trades unions in order to reduce the
working week, but in the face of only minor advances it took the step
in 1982 of legislating for a reduction in the working week to thirty-
nine hours with no loss of pay for all workers (and introducing a fifth
week's paid holiday) hence encouraging the momentum towards a thirty-
five hour working week by 1985 (Jallade, 1985; Bouillaguet-Bernard et
al, 1986). At the same time, the Socialist Government, in the context
of a range of measures to reduce unemployment (for example Plans Avenir
Jeunes [a Future for Young People] and Systémes de Pre-retraite [Early
Retirement Schemes]),introduced other measures which linked reductions

of working time with employment. These measures were known as Contrats
de Solidarité - Réduction du Temps de Travail (Solidarity Contracts -

Reduction in Working Time) and were implemented between 1982 and May
1984 (Documentation Francaise, 1985). The Government also sought to
sustain the momentum of changing working hours at firm level by setting
up a section devoted to working time in the early 1980s at the Agence
Nationale pour 1'Amélioration des Conditions de Travail - ANACT (the
National Agency for the Improvement of Working Conditions), whose role
is to carry out research and advise companies an how to improve working
conditions (Gasparini, 1988). This section published a number of
reports which reflected the Government's changing theories and policies
on working time (Ravel, 1983; Taddei, 1986).

The measures to reduce the working week were accompanied by changes in

legislation to enable employers to introduce more flexible working

hours to compensate for the productivity losses absorbed by employers

as a result of the imposed reductions in working hours on full pay.
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One of the most significant of these was the law of 17 January 1982
which introduced a wide range of flexibility (see Table 2.1). Most
importantly, perhaps, legislation was introduced as part of the Auroux
lawsll to oblige employers to negotiate about salaries and working
hours with representative trades unions at least annually at company
level, and to enable agreements to be made (both at company and plant
level) which depart from the conditions established by higher level
collective agreements and legal provisions. In conjunction with the
operation of trades union legislation in France, which gives
representative unions (defined in terms of membership, independence,
dues, experience, seniority, and "patriotic attitude during the
Occupation") the right to recognition in the workplace, the new
legislation theoretically puts the French unions in a strong position
to negotiate regularly on pay and other working conditions at company
level or below. The legislative structure in France, for example,
-compares favourably with the framework in Britain where there is no
legislation to force employers to recognize unions for formal
negot iations about pay and other conditions of wark.

However, the French Government policy of RIT - Partage du Travail which
had stimulated the reduction in weekly working hours to thirty-nine
hours proved to be less than a success. An assessment of the impact of

the reduction in yearly working hours (resulting from the thirty-nine
hour week and five weeks paid leave) carried out in 1982 was calculated
using the INSEE macro—economic model. About 110,000 jobs were said to
have been created or maintained as a result of the measures for the
reduction in working hours, a figure which many commentators have
considered exaggerated (Jallade, 1985; Bloch-London, 1987)12.  One
reason for the unexpectedly limited effect of the reduction in working
hours may have been that the measures introduced to allow for greater
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flexibility in working hours were not systematically used, as expected
by the Government, in conjunction with the imposed reductions in
working hours (Documentation Francaise, 1985):

...aucune dynamique générale d'ATT ne se développa en liaison
avec le passage aux 39 heures. L'ordannance des 39. heures
fut accueillie comme une mesure uniforme imposée par le
Gouvernement . . .les employeurs transformant a la marge les
aménagements du temps de travail en vigueur pour compenser la
RIT par des gains de productivité. (No general process of
change in patterns of working hours developed in conjunction
with the move to the 39 hour working week. The edict for 39
hours was accepted as a uniform measure imposed by the
Government . . .the employers marginally altering the existing
patterns of working time in order to compensate for the
reduct ion in working time by increasing
productivity.)(Documentation Francaise, 1985: 12).

The conditions under which the reduction in the working week were
introduced were felt to undermine the competitiveness of business and
negate the benefits which had been meant to flow from the legislative
action in terms of the creation of new jobs (Jallade, 1985). The
reduction of the working week was carried out, under the Government's
direction, without wage moderation, and the few provisions which had
been introduced, to enable a lengthening of the operating time of
equipment in order to obtain a better return an capital investment,
were considered inadequate.

In 1983 employers produced a policy about flexibility in working time
(a more detailed discussion is given below) which sought to bargain for
reductions in working hours in return for flexibility in working hours.
Under this policy, however, reductions in working hours were no longer
a response to a demand for free time but a reciprocal measure offered
to workers who were willing to change their working hours in ways which
might not meet with their personal preferences. In view of the
limitations of the Govermment's earlier policies and the resistance
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encountered from employers, the policy direction of the government
changed in favour of the employers' "flexibility for reductions in
working hours" model (see Jallade, 1985; Bouillaguet-Bernard et al,
1986). After a short period of legislating for further work-sharing
measures (such as the Congé Parental [Parental Leave], and Congé

Sabbat ique [Sabbatical Leave] and measures to increase the use of part-
time work), the Government began to introduce legislation which would
allow for more individualized patterns of working hours. This
legislation explicitly linked reductions with flexibility in working
hours (Elbaum et al, 1985).

Increasingly, the Goverment's principal objective concerning the
reduction and restructuring of working howrs was no longer primarily
social but to enhance productive efficiency in industry:

Les objectifs de création d'emploi et de réduction du chémage
ne sont pas abandonnés mais ne constituent plus les objectifs
premiers de la réduction du temps de travail. Ils deviennent
subordonnés 4 1'accroissement de 1'efficacité productive des
entreprises. Ainsi la réussite du partage du travail
apparait désormais comme une résultante de l'amélioration de
1'efficacité productive des entreprises. (The objectives of
employment creation and reducing unemployment are not
abandonned but are no longer the main aim of reducing working
time. These objectives are subordinated to the growth in the
productive efficiency of companies. Hence the success of
work sharing appears henceforth as the result of the

improvement in companies' productive efficiency.)
(Bouillaguet-Bernard et al, 1986: 21).

The next major law (28 February 1986) to increase the flexibility in
patterns of working hours reflected these changing objectives and a
response to the calls made by one of the five major multi-industry
trades unions!3, the Socialist CFDT, for negotiated exchanges of
reductions in working hours for greater flexibility.
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The law of 28 February 1986 introduced a major change relating to
overtime payment which removed one of the major barriers limiting
greater flexibility in working hours. Provided that companies chose
one of the narrow range of flexibility arrangements set ocut in the law
and that the arrangement was introduced through industry-level
agreement with trades unions (or through company agreement once an
industry-level deal had been made), overtime payments could be
calculated on an annual rather than a weekly basis. 1In exchange for
this greater flexibility employers were required to reduce working
hours in a proportion which depended on the flexibility they required.
This law, however, did not come into effect because it was rapidly
superceded by a new bill brought in when the right-wing Chirac
Government came into power in 1986. The impact of the Chirac
Government, which was more sympathetic to the demands of employers for
more flexibility in working hours, shows again the greater impact of
changes in government on working hours in France compared with Britain.
This bill removed the obligatory link between the modulation of working
hours and the reduction of working hours, and made the company the
principal level of negotiation. The bill also introduced a wide range
of flexibility measures, for example under certain circumstances it
removed the ban on night work for women and on Sunday work for all
workers. In particular, it created a new form of part-time work on an
annual basis known as 'intermittent' working. The main characteristics
of this form of work is that employees work a fixed number of hours on
an annual basis which may involve periods of warking and not working
throughout the year. Workers on these contracts cannot, however, be
used as if they are 'on call'. Also, the salary is averaged out and
paid on a monthly basis. This form of work is voluntary and can be
introduced through sectoral, company, or plant level agreements (EIRR,
1987).
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Although this piece of legislation was vigorously opposed by the trades
unions and encountered procedural obstacles (the President refused to
sign the bill, and an attempt to pass the bill through the amendment
procedure was rejected by the Conseil Constitutionnel, a group with
nine members including ex-Presidents and senior members of the

judiciary which oversees the legality of laws), it became law on 19
June 1987. The return of the Socialist Government to power in 1988 has
not been accompanied by measures to reverse the flexibility in working
time legislation introduced during the Chirac term of office. This
reflects a new realism, begun during their first period in government,
about the need to improve French industry's productive efficiency.

The Role of Trades Unions

In the context of the heightened role of collective bargaining and of
the relatively limited State intervention in the area of working hours
in Britain, the trades unions in Britain have played an important role
in changing working hours over the post-war period. The active part
which the unions have played in Britain is reflected in the
considerable reductions in working hours which have taken place in much
of British industry over the three periods 1959-60, 1964-6, and 1979-
84. Although there is little published evidence charting the trades
unions' involvement in the development of new patterns of working
hours, it is clear that they have participated in company agreements
which allow for the restructuring of working hours. They have, for
example, in recent years been involved in agreements concerning
flexible rostering in the railways and in shift patterns in the post
office (Blyton et al, 1989).

There are a number of important and distinguishing characteristics
relating to the British trades unions' involvement with working time
-115 -



issues. In the first place in the British trades union movement (and
among employers) the issue of reductions in working hours is implicitly
linked with the question of overtime (Eyraud, 1985). British industry
uses much higher levels of overtime than most other European countries
(Blyton, 1985). Under conditions of high overtime use British trades
unions recognize that reductions in working hours are translated into
muich greater usage of overtime and hence increases in labour costs
(Eyraud, 1985; Ward, 1987). They accept that overtime represents a
major hurdle to reductions in working hours (Ward, 1987) but are not in
favour of reductions in overtime which, without significant
reorganization of work and rises in wage rates, would mean a
deterioration in workers' pay and conditions. Indeed, overtime remains
at the centre of discussions over working hours in Britain because it
is closely linked to the British debates over work reorganization and
greater functional flexibility in the workforce (Eyraud, 1985) (see

also the role of employers in changing patterms of working hours
discussed pp 124-30).

The second distinguishing feature of the British trades unions'
involvement with working time issues is that agreements to reduce
working hours have been predominantly linked to productivity deals
(Documentation Francaise, 1985), although more recently employer
demands for more flexibility have been bargained against reductions in
working hours (Lynch, 1985). The third feature is that working time
has not been the subject of coherent c:ro&s—irx:iusrl.ry trades union
strategies but rather has been the focus of individual unions making
agrecments in companies and in workplacesi4., The explanation for this
difference lies in the traditional structure of collecting bargaining
in Britain. In contrast with a number of other European countries, and
notably France, the British system is based on industry-specific unions
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negotiating predominantly at company level. It is also dependent to a
much greater extent than in France on the goodwill of employers,
because negotiating rights are not guaranteed by lawl3. The effect of
this collective bargaining system has been a considerable diversity in
policies and practices over working time.

Finally, the British trades union movement has barely initiated a
debate around questions of working time. The exceptions to this are
their adoption of the general aim, shared with other European unions,
for a thirty-five hour working week, and their unprecedented move in
1982 (stimulated by rising unemployment and the French example) to
issue a discussion document about the case for legislation to limit
working time (IRRR, 1982). Moreover, the British trades unions, have
not been as vigorous in their claims as other European trades unions,
which may be explained partly by their more pragmatic approach to
working time issues and the importance of the overtime. In Britain the
general working time dimension of employment and lifestyles:

...has been neglected in favour of a more pragmatic approach
aimed at reconciling the needs of productivity and conditions
of work and pay for the central core of full-time permanent
employees (Boulin, 1686: 11).

In contrast with the British trades unions' approach to working time
the principal French unions have developed cross-industry strategies.
These strategies have led to agreements which have been applied
(officially at least) to the entire workforce. The wide-reaching
nature of the French agreements reflects the ability for French unions
to have collective agreements extended by law. The Act of 11 February
1950 first made the distinction between ordinary and ‘extensible'
agreements. Ordinary collective agreements are concluded between
employers' associations or employers and the most representative trades
unions or federations and are only applicable to the level at which
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they are negotiated and to the signatory parties. 'Extensible’
agreements are agreed at sectoral, industry, or multi-industry level
between employers' associations and the most representative trades
unions and may be extended by Ministerial Order beyond the level at
which they are negotiated. They apply to all employers and employees
in an industry even though they or their representatives may not have
been signatories to the original agreement. The use of cross-industry
working time strategies by the French unions reflects the structure of
the French trades unions and collective bargaining machinery, which
until recently involved unions representing workers from all industries
in inter-professional and industry-level agreements. The changes in the
legislation relating to collective bargaining over recent years have
enabled more lower level negotiations about working time, and has
generated a plethora of company agreements (Documentation Francaise,
1985; Perucca, 1985). In addition to the use of more cross-industry
strategies by the French unions, there is a close link between
legislation and union claims in the field of working time (and in other
areas) which does not exist in Britain because of the much smaller role
of the State in determining working conditions.

One of the most striking distinctions between the French and British
trades unions' approach to working time is that it has generally been
the focus of more high profile debate in the French trades union
movement than in the British (Boulin, 1986). In this context, and in
contrast with the British unions, the French unions have traditionally
adopted an ideological position of support for reductions in working
hours in order to improve working conditions and to respond to workers'
increasing demands for more non-work time. They have also
traditionally opposed flexibility in, and restructuring of, working
hours. As Jallade (1985) points out, legislation concerning the
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flexibility of working hours has been much slower to materialize in
France than that relating to the reduction of working hours, a fact
which can be explained partly in terms of the less clear relationship
between employment creation and flexibility in working hours, but also
in terms of the much greater resistance of trade unions to these
measures. For the trades unions reductions in working hours have,
until recently, been the only acceptable employment creation policy,
and any other working hours policy has been perceived to be fraught
with the risk of fragmenting the workforce and reducing the bargaining
power of the unions,

However, the position of the French unions in relation to working time
issues has moved from relative unity to disunity as union objectives
have changed in response to changing legislation and employers'
policies concerning working time, and to changes in the collective
bargaining framework. Until the late 1970s, although there were
distinctions in different trades union policiesl'®é the French unions
adopted a relatively uniform approach to working time issues:
expressing opposition to diversification in patterns of working hours,
in particular in the form of part-time work and flexi-time (Boulin,
1986), and support for the European trade unions' objective of the
reduction of the working week to thirty~five hours. However, the first
signs of disunity occurred between 1977-81 when the trades unions were
drawn into discussions with the employers about reductions in the
working week, and at which the employers took the initiative by
proposing counter-plans for greater flexibility in working hours. In
the face of this unexpected initiative, and in the context of a less
than total support from workers for reductions in working hours, the
trades unions opposed the employers' proposals in different ways,
leading to damaging divisive internal arguments (Autrand, 1987, 1988).
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Under these circumstances the OGT called for immediate reductions in
working hours to improve working conditions and productivity rather
than to create employment, and stressed the importance of resisting
employers' plans to make pay cuts corresponding with reductions in
working hours, and to change the organization of working hours. It
rejected any plans to exchange reductions in working hours for greater
flexibility. FO sought to continue reducing working hours through
negotiated agreements. At the same time it emphasized the importance
of obtaining a fifth week paid holiday. This was a method of reducing
working hours which had the advantage of not figuring in the employers'
forms of reductions for which increased flexibility would be expected
in exchange. Finally, the CFDT, underwent a major change in policy
direction from 1979 which was to alter the direction of collective
bargaining about working time in the entire union movement. While
continuing to assert that its main objective was to create jobs through
reducing working hours it accepted a number of the employers' demands
for greater flexibility in working hours (and notably the annualization

of working hours) provided that this was accompanied by reductions in
working hours (Autrand, 1987, 1988).

Despite these differences in stance the unions maintained sufficent
agreement in order to oppose a large part of the employer's demands.
However, this cohesiveness was short-lived. The draft treaty between
the trades unions and employers of July 1981 and the Government's edict
of January 1982 which officially sanctioned exchanges of flexibility
for reductions in working hours, led to the breakdown of union unity.
While FO and CFDT signed the treatyl?, the OGT refused to sign in the
hope that its action would cause unrest at the workplace and drive the
Government to intervene in its favour. The treaty did, however,
represent the first step in a trend towards greater flexibility by the
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trades union movement in relation to working time issues (Autrand,
1987, 1988).

During the eighteen months following the draft agreement the strategies
of the three main unions continued to diverge. The CFDT was in favour
of the decentralization of negotiations and the development of
collective bargaining because the union believed this would increase
employee control in the workplace. This led the CFDT to welcome the
opportunity, presented by the Auroux laws of 1982, to negotiate working
hours and to make agreements at industry, and above all at company,
level. The union sought initially to negotiate for reductions in
working hours to thirty-five hours and employment creation in exchange
for partial salary compensation and the reorganization of working
hours, although the objective rapidly became the maintenance of
employment rather than job creation because its original strategy
produced poor results (Autrand, 1987, 1888). |

The OGT, after initially withdrawing its claim for a thirty-five hour
working week, resumed its traditional demand. Although the OGT was in
favour of the emancipation of workers through the decentralization of
collective bargaining, the OGT was wary that this would lead to
inequalities from one workplace to another, and actively opposed
agreements which would make concessions in working conditions of the
type being made by the CFDT. It became more concerned with fighting
against employers' policies at company level than negotiating for
thirty-five hours at inter-industry level. FO, while initially
bargaining at branch and inter-professional level in support of
reductions in working hours, rapidly joined the OGT in opposing
cancessionary agreements and the decentralization of negotiations
promoted by the CFDT.
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In short, the Increased flexibility demonstrated by the unions was
short-lived because the unions were reluctant to use the provisions for
negotiating greater flexibility in working hours at company and at
plant level. Subsequently, however, the unions saw fit to adopt more
positive strategies towards flexibility in working hours. The unions
were faced with a number of circumstances which encouraged them to
reconsider their positions. Important among these was the new strategy
which employers had developed towards flexibility in working hours in
which they proposed the exchange of flexibility for reductions in
working hours. In the new legislative environment which favoured
negotiations at company and plant level the employers' strategy led to
an abundance of agreements at these lewvels. When the trades unions
analysed these agreements they found that employers had shown that they
were able to achieve greater flexibility in work organization while at
the same time taking into consideration employees' demands for more
diverse patterns of working hours. They also found that such
agreements revealed that the unions were being excluded from the
implementation of new patterns of working hours in firms (Boulin,
1986) .

Under these circumstances, and in view of the continuing deterioration
of the employment situation and the Government's refusal to legislate
for further reductions of working hours, the unions changed their
attitudes towards flexibility in working hours and adopted a new
conception which coupled :

the aim of fighting against unemployment with the more
efficient use of machinery and the development of a much
broader range of work time structures in order to satisfy the
varying demands of employees (Boulin, 1986: 9).

This new-found flexibility in attitudes was put to the test in
negotiations between employers and the trades unions which opened on 28
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May 1984 with the objective of combatting unemployment and encouraging
employment. The unions found themselves challenged by the principal
employers' union, the CNPF, which proposed deregulating employment and
defended this by saying it would help make industry more competitive
and hence create employment. The employers sought not to reduce
working hours, as the unions demanded, but to develop flexibility in
working time.

By December 1984 when a draft treaty was presented by the employers'
union, the OGT had already renounced "give and take" negotiations, and
set itself apart from the CFDT and FO by insisting on absolute
reductions in working hours with full pay along the lines of the German
modell8, The draft treaty which proposed changes in legislation, and
negotiations at industry level about technical change and flexibility
in working hours, was supported at interprofessional level by the CFDT
and FO, but was subsequently rejected, as a result of intra-union
disputes with regional trades unions' representatives. In recent years
there have been periods of both greater unity and greater division in
the French trades union movement in relation to issues of working time.
It has remained the case, however, that the CFDT has been most flexible
about these issues.

The law of 28 February 1986 (known as the Delebarre law after the
minister who introduced it) which allowed greater flexibility in
exchange for reductions in working hours and was inspired by the CFDT
ideology, predictably gained support only from the CFDT which believed
it would help reduce the anarchic state of negotiations over working
time at that time. Although the OGT had begun to recognize that some
changes in working time might be necessary it joined with FO in
opposing the law, and argued with it that the annualization of working
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hours would have negative effects on wages. The amended version of the
Delebarre law, which was given parliamentary approval on 19 June 1987,
encountered the unusually .united opposition of the three main multi-
industry unions. CFDT and FO, in particular, were united in
reproaching the Government for legislating without union consultation

and for moving away from industry to company level negotiations.

In recent years the unions have become disunited again in the approach
to working time issues. The FO and CFDT are cainpaigning over
flexibility at industry level while the OGT is concentrating on
mobilizing workers against flexibility agreements made at workplace
level. All three unions, however, remain conmitted to reductions in
working hours. It remains to be seen whether the new decentralized
framework for collective bargaining will enable this aim to be
achieved.

The Role of Employers

In Britain the State, trades unions, and employers, have associated the
notian of flexibility to a mxh greater extent with changing
demarcatiaons at work and gaining greater functianal flexibility than
with working time:

S'il inclut le probléme de 1'aménagement du temps de travail,
il concerne aussi et surtout la flexiblité au travail, c'est
a dire, les questions de démarcation entre métiers, de
souplesse dans l'organisation du travail, et d'accession au
statut d'ouvriers qualifiés" (If it [flexibility] includes
the problem of restructuring working time, it also, and above
all, concerns flexibility at work, that is to say, the
question of demarcations between jobs, of flexibility in the
organization of work, and of access to the status of skilled
worker) (Eyraud, 1985: 73).

The predominance of this understanding of flexibility in Britain may be
explained in part by the craft basis of British unions and the way in
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which strict job demarcations have been used by unions to preserve
working conditions. Increases in this type of flexibility have
frequently been exchanged for salary increases in productivity
agreements between employers and trades unions since the 1960s (Eyraud,
1985).

There is evidence to suggest that functional flexibility, rather than
flexibility in working hours, still remains at the forefront of British
employers' concerns. A number of reports by the employers'
representative bodies (CBI, 1985a, 1985b; Institute of Directors, 1985)
show that labour flexibility is primarily seen in terms of the
development of more flexible forms of work such as short-term
contracts, and of functional flexibility. A recent study of employers'
views about employment flexiblity in Britain and some other European
countries confirms this view. It found that flexibility in working
hours was of little concern to British employers by comparison with
other forms of flexibility such as wage costs and functional
flexibility. It found that British employers were relatively satisfied
with the existing flexibility in working hours (Elbaum, 1987), a fact

which may be explained by the extensive use of part-time work in
Britain.

The essential characteristic of the development of flexible patterns of
working hours in Britain is that it has not formed part of a coherent
and defined strategy promoted by emplovers' organizations (or for that
matter by the State and trades unions)19. While reductions in working
hours have taken place, in collective agreements they have not
traditionally been exchanged for flexibility in working hours. More
often they have formed part of bargains to improve productivity by
reducing dead time and breaks, and intensifying work (Documentation
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Francaise, 1985; Blyton et al, 1989). However, there is evidence that
flexibility in working hours and reductions in working hours are
increasingly being linked together, and that workers are being asked to
exchange more demanding patterns of working hours for a shorter working
week (for example Clutterbuck, 1985). This has not, however, formed
part of a publicly stated policy by employers' organizations.

Employers in France have responded very differently to working time
issues compared with their British counterparts. French employers'
have paid greater attention to working time issues and have given
working time a central role in their view of labour flexibility. These
ideas have helped to change the nature of the debate about the
reduction and flexibility of. working hours and have encouraged
successive governments to pass legislation which employers believe is
more beneficial to company efficiency.

After conceding quite passively to the reductions in working hours
which tock place between 1968-76 their position changed as a result of
the new economic conditions engendered by the 1974 oil crisis. In the
economic recession the cost of labour and supplies were raised at a
time when international competition was increasing, thus reducing
companies' profit margins and their ability to make capital investment
in machinery. These factors contributed to a fall in the use of
machinery and to over-manning in French industry which was reflected
in falling labour productivity levels after 1974. Employers saw one of
their principal ways of regaining productivity and competitivity as
increasing tlhe use of their machinery through greater flexibility in
working hours. They also emphasized the importance of adapting
employment levels more closely to company needs, of modernizing
machines and of gaining more flexibility in production notably through
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automation Morville, 1985). Furthermore, they began to resist
continued reductions in working hours arguing that it would mean
increasing employment to compensate for lost hours, hence increasing
labour costs. They also resisted agreements which would not give them
the flexibility to raise hours again if production was increased in
response to an upturn in demand.

In the face of continuing demands by the French trades unions for
shorter working hours at the end of the 1970s, and in the context of a
rigid framework of legislation and collective agreements concerning
working hours, employers sought instead to find ways of increasing
flexibility in working hours. Although they were reluctant at the
outset to concede reductions in working hours, many recognized the
value of RIT - Flexibilité du Temps de Travail agreements. The demands

for more flexible working hours from employers became explicit first at
the end of the 1970s when, in the course of discussions with the trades
unions about reductions in working hours, the French employers' union
the Conseil National du Patronat Francais (CNPF) sought to revive an
old claim. This was for the revision of the 1936 law, which they
argued imposed an over-strict framework on working hours. More
specifically, the employers tried to show that reductions in working
hours could not have a beneficial effect on employment unless they were
exchanged for: individual company-based negotiations on RIT, new ways
of counting working hours, and in particular the annualization of
working hours, and moderation in demands for salary compensation and
for rigidity in the organization of working time (Autrand, 1987, 1988).
However, a series of negotiations culminated in failure in 1980 as the
trades unions felt they had too much to lose from annual working hour
contracts (Morville, 1985).
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Negotiations were reopened in 1981, immediately after the election of
the Socialist Government. Employers were anxious to participate in the
negotiations so that the dangers of an imposed reduction of working
hours could be avoided and so that they could promote their new policy
of RIT - Flexibilité du Temps de Travail. At this time, the employers'

strategy made concessions to French workers' demands for more non-work
time and more flexibility in their working hours. The dual concern for
satisfying workers demands' and ensuring industrial efficiency is
demonstrated in a speech by Yvon Chotard, President of the social
committee of the ONPF,in June 1981:

Nous avons donné notre accord pour négocier sur les problémes
de temps de travail. Avec deux objectifs: apporter aux
salariés une certaine réduction du temps de travail, plus de
libertés et de congés. Simultanément, renfarcer 1'efficacité
des entreprises griace a4 une nouvelle organisation du travail.

Nous ne pouvons pas séparer ces deux aspects de la guerre
économique actuelle. (We have agreed to negotiate about the
problems of working time with two objectives in mind: to give
workers a reduction in working hours, more freedom, and more
holidays. At the same time to reinforce companies’'
efficiency through new work organization. We cannot separate
these two aspects of today's economic war) (Quoted in
Morville, 1985: 63)

The negotiations resulted in a number of concessions from both
employers and unions to enable a major agreement on the reduction of
the working week to thirty-nine hours and the fifth week of paid
holiday in exchange for flexibility in working hours agreements.
Although the negotiations faltered at industry level, the subsequent
legislation introduced by the Socialist Government to enable more
widespread collective bargaining about working hours gave rise almost
immediately to forty-five industry-level agreements and to numerous
other agreements at company level (Morville, 1985).
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However, the immediate effect of the reduction in working hours was not
to stimulate immediate widespread reorganization in working time as a
study carried ocut by the Ministry of Labour showed (Marchand et al,
1983). Changes came about gradually in conjunction with the employers'
development of a coherent working time strategy. After the progress
made in negotiations in the early 1980s in exchanging reductions in
working hours for greater flexibility, and faced with the imposed
reduction in the working week, employers devised a policy for
flexibility which formed the basis of subsequent negotiations at firm
and plant level. All the experiments and negotiations carried out by
French employers were drawn together to form the basis for the policy
document .

In September 1983, a working party on behalf of the ONPF presented the
new employers' policy entitled the Stratégie du Temps Rémnérée

(Strategy for Paid Time)(Daublain et Michaud, 1984). There were six
main strands to the policy: to give priority to individual rather than
collective demands; to replace the notion of full-time work by the idea
of paid working hours; to link reductions in working hours with
measures to increase flexibility in working hours; to increase
flexibility in working hours in order to extend the operating time of
machines; to avoid at all costs reductions in working hours which would
lead to an increase in costs for the campany; to increase the use of
more flexible forms of employment such as short-term contracts and
temporary work. This strategy changed the role of working time from
being a response to demands for more free time to being a measure
exchanged for reductions in working hours. The strategy became linked
to a range of employers' policies designed to increase labour
flexibility. These included policies relating to redundancy procedures
and social security ceilings.
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Employers have continued to press for increased flexibility in working
hours (and in other aspects of flexibility) arguing its benefits both
for industry and for the individual. They have successfully adopted
the stance that flexibility in working hours will not only suit
employers but also groups of workers whose demands have not, until
recently, been represented by the trades unions. In the furthering of
its arguments employers have promoted the most innovate type of
experiments with working hours (see the list by the CODESE, 1980). In
1984 the CNPF placed its policies for greater flexibility at the top of
the agenda in negotiations with the unions aimed at combatt ing
unemployment and creating employment. While the trades unions
attempted to make reductions in working hours the central issue, the
employers sought to centre the debate on relaxing the procedures for
redundancy and developing more flexible farms of employment. On the 16
December 1984, the employers presented their draft strategy which
encompassed five main themes: technological change, reductions and
flexibility in working hours, redundancy procedures, social security
ceilings, and flexible forms of work. The draft policy foresaw
modifications in some legislation and negotiation over other areas
including the reduction of, and flexibility in, working hours.

When the Socialist Government passed the Delebarre law, which
encapsulated the CFDI's demands for reductions in working hours in
exchange for greater flexibility, the CNPF's plans were temporarily
frustrated. They rejected the law saying it provided a framework for
flexiblity in working hours which was too rigid, and that it forced
them to negotiate for reductions in working hours at industry level
which they considered to be too centralized. However, their demands
for greater labour flexibility were, to a much greater extent,
satisfied under the Chirac Government which passed legislation not only
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providing for greater flexibility in working hours (in the form of the
law of 19 June 1987) but also for easier redundancy procedures and laws
governing the use of more flexible forms of work. Although the new
Socialist Government has not introduced laws to allow greater
flexibility in working hours, it has, however, adopted what Iis
perceived as being a more realistic approach to working time issues
which accepts the employers' argument that flexibility is essential for
productive efficiency (although it has reversed some flexibility
measuwres such as the firm's ability to make workers redundant).
Consequently, it has not taken any steps to reverse the working time
legislation introduced under the Chirac Government. Under these
conditions the employers have been prepared to negotiate the
restructuring of working hours at national inter-industry level with
the trades unions. The agreement resulting from these negotiations
(signed on 21 March 1989) allows for flexibility developments in

exchange for job protection and improvements in working conditions
(Lettre de Matignon, 1989).

In sum, in this review of the process of change in working hours it has
been found that in France the State, trades unions, and employers, have

been more deeply involved in deliberate working time policies than has
been the case in Britain. This difference would seem to reflect the
impact of differing socio-economic and political factors in the two
countries. In particular, the combination of a Socialist Government
and a revitalization of debate about working time within the party at
the beginning of the 1980s in France has had a major impact on working
time during this decade. The importance of political change in the
determination of working time policies in France contrasts strongly
with the situation in Britain where there has been no discernable
alignment of working time policies along political lines. Furthermore,
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the State, trades unions and employers have shown a greater awareness
of working time issues in France than in Britain. There has, in
particular, been a much greater explicit recognition in France of the
impact of reductions in working howrs on employment and the link
between working hours and changing value systems such as the demand for
individuals to exert greater choice over the distribution of their time
between work and non-work activities and to have more non-work time.
This finding gives some support to the hypothesis that French employers
might be expected to be more aware of non-work issues and more likely
to take their workers' working time preferences into account. One of
the aims of the fieldwork in large-scale grocery retailing in Britain
and France was to seek evidence to substantiate this hypothesis.
Another aim was to contrast and compare the roles of the State, trades
unions and employers in influencing patterns of working hours in
British and French large-scale grocery retailing with specific
reference to part-time work in order to investigate whether national
differences in their approaches to working time issues, as described in
this chapter, were reproduced in this sector.

Footnotes

1. The differences in the rate and extent of change in working hours
are summarized in the report by Documentation Francaise (1985) and by
Barou et Rigaudiat (1983). A major feature distinguishing the process
of reduction in working hours in the two countries has been the greater
role of the State in encouraging reductions in France and the more
important role of collective agreements in Britain. This difference

also exists with regard to the development of flexible working hours,
as shown in the next section.

2. This period was also characterized by changes in the distribution of

work, education, and leisure over an individual's life by means of
developments such as flexible retirement plans (Blyton, 1985).
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3. However, there have been variations in the rate and extent of growth
of staggered hours and flexi-time systems. The growth of these new
patterns of working hours have been described by many authors including
Sloane (1975), ANACT (1980), McEwan Young (1981), LEST (1984), and
Blyton (1985).

4, The differing development of part-time work in Britain and France
has been fully described by Baroin (1981) and Garnsey (1985), who have
focused on the role of the different institutional frameworks and the
differing speeds of economic development in the two countries to
explain the dissimilar rates of growth of part-time work. A number of
authors have also explained the differences in levels of this form of
work in terms of the more extensive levels of childcare provision in
France (Beechey and Perkins, 1987; Dale and Glover, 1987), and of the
different tax systems in the two countries (Dex and Walters, 1988).

5. It has been argued (see for example Boyer, 1986; De lLange, 1986)
that the growth in management-orientated working hours has been
associated with a growing concern with flexibility in many Western
industrialized countries over this period. It has been suggested that
the new focus of debate reflects the impact of liberal ideas about the
salaried relationship -~ a move a way fram collectivism to individualism
in all aspects of the salaried relationship (Germe, 1981; Pollert,
1987) - and about labour market flexibility (the need to deregulate the
market) .

6. Changing attitudes to work and non-work time and their impact on
patterns of working time provide some evidence that, contrary to the
common belief that working time predominates over family and leisure
time, values attached to both family and leisure are increasingly
affecting attitudes towards work discipline (Hantrais et al, 1984).
This contention challenges what is known as the "work pole thesis"
argued most forcefully by Marx (1867) which asserts that employers and
technocrats are the major forces structuring the time aspects of work,
the family, and free time. A fuller explanation of the theory and a
questioning of the continuing validity of the work pole thesis has been
provided by Clark (1983) and Hantrais et al (1984).

7. The only impediment is the legislation relating to working hours
which applies to specific groups of workers and the law concerning
employment contracts which, in principle at least, limits the ability
to change elements of employees' contracts arbitrarily without their
agreement .
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8. For more about the type of collective bargaining systems in the two
countries see CIR (1974), Jenkins and Sherman (1977), Kassalow (1982),
Eyraud (1985) and Roberts (1985).

9. In particular the bill proposes to remove the legislation regulating
working hours for young people in factories, shops, and mines, much of
which has been in operation since the 1920s (EIRR, 1989; Labour
Research, 1989).

10. M. Giraudet was given the task by the French Governmment of
exploring the possible avenues for agreements between trades unions and
employers over the reduction in working time. He produced a report
entitled Rapport sur la Durée du Travail, published by the
Documentation Francaise in April 1980.

11. The Auroux laws had four main objectives: to enlarge the rights of
workers in the workplace (law of 4 August 1982); to develop a more
cohesive workforce (by introducing three edicts); to reduce the use of
short-term contracts, temporary workers, and part-timers; to give a
greater role to the representative institutions at the workplace (law
of 28 October 1982); to encourage the collective bargaining process.

12. The impact of the reduction in working hours from 40.6 in 1981 to
39.2 in 1983 was estimated to have the effect of creating 30,000 jobs
according to INSEE and 65,000 according to Frank and Kergoat (1983).

13. For a detailed history of the French trades unions see Caire (1971)
and Reynaud (1975).

14. For example in October 1988 the Confederation of Shipbuilding and
Engineering launched a campaign to reduce working hours to thirty-five
a week for all manual and non-manual engineering workers (Labour
Research, 1988b).

15. In Britain two main types of agreements in collective bargaining
have developed: representational and negotiating. "A representational
agreement is one where the management agrees to allow an individual
member, or in a collective representational situation all members, to
be represented by either a lay - or a full-time - official of a trade
union. Representations are not negotiations, they are more akin to
advocacy or consultation and there is no comitment to any action.
Negotiating agreements imply an equality between the two parties both
of whom have the same ability to influence the outcome" (Jenkins and
Sherman, 1977: 28).
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16. In the 1950s, and especially in the 1960s, FO was more concerned
with obtaining more paid holidays than with reductions in working
hours, while the opposite was true of the CFDT and the CGT.

17. Albeit for different reasons, FO saw it as a way of maintaining

negotiations, while the CFDT saw it as a way of mobilizing workers at
company and at plant level.

18. Metallurgists in one of the German regions had obtained a reduction
in weekly working hours to 38.30 with full wage compensation.

19. Indeed, the total lack of concerted working time strategy is
reflected in the publication by Lapping (1983) about working time in
Germany and Britain. While it was throught appropriate to describe the
strategy of the employers' body in Germany, in Britain this was not the
case and the description concentrates on the practices of individual
employers in certain industries.

20. For example, law no 86-797 of 3 July 1986 relaxed the French

redundancy procedures, and the edict no 86-948 relaxed the laws
governing the use of short-term contracts and temporary workers.
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Chapter 3
A Franco-British Comparison of Patterns of Part-time Working Hours

In this chapter an explicitly comparative and detalled analysis is made
of part-timers' patterns of working hours in Britain and France. This
analysis focuses specifically on women part-timers who represent the
vast majority of the part-time workforce in both countries. It
attempts to take into account both supply and demand factors affecting
patterns of working hours in the two countries. The findings from this
review of national characteristics provide the background for the
secondary analysis of patterns of working hours in food retailing in
Chapter 4 and for the empirical work presented in Chapters 5 and 6.

The chapter is broken down into four sections. The first three
sections compare and contrast the relevant literature about patterns of
part-time working hours in Britain and France. Each section deals with
one aspect of working hours according to a classification of working
hours based on the definition by Bosworth and Dawkins (1981): firstly,
weekly hours; secondly, the organization of working hours; thirdly,
flexibility in working hours. The final section discusses part-timers'
satisfaction with patterns of working hours.

Iength of the Working Week

Statistics relating to part-time weekly working hours in Britain and
France (see Tables 3.1 and 3.2) are not directly camparable because
they are compiled differently (they refer to different years and hours
categories vary slightly) and because they are collected by different
methods. British statistics are collected for the New Earnings Survey

by employers and exclude employees who are not members of PAYE schemes.
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Those excluded tend to be employees whose earning fall below the
National Insurance (NI) threshold, and it may therefore be expected
that part-timers working under sixteen hours a week are under-
represented (for a full explanation of the operation of the NI system
see pl40). The New Earnings Survey estimated that approximately one
third of all part-time employees are not covered by the Survey for this

reason. Also, the New Earnings Survey excludes female part-timers aged
under eighteen and workers who are not paid on adult rates. The French
statistics in the Engflete sur L'Emploi are reported from household

surveys and include all workers aged fifteen or over working at least
one hour per week.

Despite these problems of non—comparability, statistics suggest that at
the beginning of the 1980s a larger proportion of part-timers in
Britain was working under sixteen hours a week than was the case in
France, and a smaller proportion worked over thirty hours.

Table 3.1 Number of Hours Usually Worked by Week by Female Part-timers
in Britain in 1980 (Salaried and Self-employved)

Hours %
Less than 16 hours 37
16 to 30 haurs 57
More than 31 hours 6

Source: Martin and Roberts, 1984: 34.
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Table 3.2 Number of Hours Usually Worked by Week by Female Part-timers
in France in 1982 (Salaried and Self-emploved)

Hours %

Less than 15 hours 18.7
15 to 29 hours 63.2
30 hours or over 18.0

Source: Fnquéte sur 1'Emploi 1982: 43.

Furthermore, although statistics are again not directly comparable,
there would also seem to have been differing trends in the length of
females' weekly part-time hours over the last six years (the only years
for which series run in both countries) in Britain and France. They
suggest (see Table 3.3), that in Britain the proportion of women part-
t‘inérs working under sixteen hours @kly has increased significantly
over the period (from 31.6%Z to 36%), while the proportion of women
working sixteen to thirty hours has fallen. In France (see Table 3.4),
by contrast, there has been much more stability in working hours over
the last six years. Nevertheless, the trends in part-time hours differ
from those in Britain, notably the proportion of those working less
than fifteen hours weekly has fallen (from 18.7%Z in 1982 to 16.3% in
1988). Differences in the definition of part-time work mean that
statistics in Britain do not examine the proportion of those working
part-time for over thirty hours a week and therefore cannot be compared
with French statistics. Nevertheless, the slight increase in the
proportion of part-timers working over thirty hours weekly in France
suggests that differing trends in the length of weekly hours are

occurring in the two countries.

=138 =



Table 3.3 Weekly Working Hours of Women Aged over Eighteen Working

In %

1982

1984

1986

1987

Part-time in Britain on Adult Rates, 1982-87

Hours

Under 16

31.6

33.8

35.5

36.0

16-30

68.4

66.5

64.5

64.0

Source: New Earnings Survey, Table 183.

In Z

1982

1985

1988

Table 3.4 Weekly Working Hours of Women Working Part-time in

France, 1982-88

Under 15

18.7

17.8

16.3

Hours

15-29 30 or over
63.2 18.0

62.9 19.3

63.1 20.5

Source: INSEE, Enquéte sur 1'Emploi, Table PA Q7.

’One possible explanation for the differences in part-time working hours

in Britain and France is the impact of the legislative structures in

the two countries.

Authors comparing the growth of part-time work in

Britain and France from a demand perspective (Garnsey, 1985; Dale and

Glover,

1987) have drawn attention to the influence which different

legislative frameworks in the two countries have exerted on the growth

of part-time work (the legislative frameworks for part-time work over

the post-war period are set out in full in Appendices III and IV).

-139 -



These frameworks have also played an important part in determining the
length of part-time hours.

In Britain legislation has encouraged employers to increase the use of
part-timers working short weekly hours. The flat rate NI systems of
the 1950s and the flat rate and earnings related contribution systems
which operated from 1961-75 were only applicable to employees working
eight hours or more a week, therefore rendering very short working
hours‘ attractive to the employer. In 1975 the system became entirely
earnings related with payments by employer (and employee) starting
above a minimum weekly wage of £11 a week, hence giving employers a
further incentive to offer short part-time working hours. While the
level of contributions has changed since 1975, it has remained
benefical to the employer to offer working hours which fall below the
level at which contributions are made (Trinder, 1986). Fraom 6 April
1988 the threshold for National Insurance payments was £41.

An additional incentive to employ on a part-time basis for short weekly
hours was the Selective Employment Tax (SET) which was levied between
1966~73. This tax was introduced to attempt to improve labour
productivity in the services. In manufacturing industries this element
of labour costs was rebated while the service sector was left to meet
the cost in full. The tax was first applied to all employees and then
in 1967 only to full-time employees (defined as all those working over
twenty-one hours a week). Between 1967-73 employers were therefore
given an incentive to offer part-time jobs of twenty-one hours or less
per week. Part-time jobs for less than eight hours a week were made
particularly attractive by the operation of the tax as no payments were
levied on part-timers working these hours.
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An additional incentive to employ part-timers for short working hours
may also have come from the employment legislation governing part-
timers' employment rights, pay, and conditions of work. The 1975
Employment Protection Consolidated Act (modified and consolidated in
1978) which introduced a wide range of rights for workers (such as the
right to a statement of their terms of employment and the ability to
claim for unfair dismissal) excludes part-timers working less than
eight hours a week or between eight and sixteen hours a week if they
have worked for less than five years continuously with the same
emplc;yer. Hence employers who wish to avoid the responsibilities

required by the Act are encouraged to offer short part-time working
hours.

In France the operation of the legislative structure has had the
opposite effect, and has, until recently, encouraged the development of
longer part-time hours. The differing approach towards part-time
working hours in France stems from a greater concern over the use of
part-time work and part-timers' working conditions, engendered by its

much stricter framework of working hours and traditions of full-time
working.

The first measure introduced in the post-war period to circumscribe the
number of weekly hours part-timers could work was applied to the civil
service. In 1970 a law was introduced which amended the edict of 4
February 1959 prohibiting the use of part-time work in the civil
service. The law of 19 June 1970 allowed part-time work on a half-time
basis only (twenty hours per week) for those fitting into its strict
criteria of applicability (for a full description of these see
Droulers, 1972).
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In 1973 the use of part-time work in French society as a whole was
facilitated by the amendment of employers' social security liability
for part-time workers, which had until then penalized employers
financially for the use of part-timers and deterred employers from
using part-time work. The new legislation gave employers the right to
reimbursement for the extra security charges which the system placed on
the use of part-time work, provided that working hours fell between
twenty and thirty hours a week. At the same time the law set out
specific conditions under which part-time work could be used. These
includ:ed an stipulation that part-timers' working hours should fall
between a half and two thirds of the legal working week (Code du
Travail, Art. L212-4-2). The twenty hours minimum was established so
that all part-timers' worked enough hours to be covered by the French
social security system (Guillemot, 1983).

It was not until 1981 that measures were taken to allow a wider range
of part-time hours to be worked. These measures were introduced in the
context of economic recession when part-time work became the focus of
debate about how to reduce unemployment (Barou et Rigaudiat, 1983;
Perronet, 1982), and the Government sought to encourage the development
of part-time work in order to reduce unemployment and to meet the needs
of employees - and particularly women - for more flexible working
hours. On 28 January 1981 a new law was introduced which included a
measure to extend the definition of part-time work to all employment
with hours less than the normal working hours in the company or site,
hence allowing shorter working hours to be introduced (Guillemot,
1983). This law followed shortly after the relaxation (through the law
of 23 December 1980) of the legislation restricting the range of part-
time working hours allowed in the civil service.
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In 1981 when the Socialist Government came to power unemployment was
still a major problem and the Government was anxious to use part-time
work both to improve employment levels and develop the increasingly
popular concept of temps choisi (as described in Chapter 2). At the
same time, the Government was keen to ensure that part-timers'
conditions of work were comparable with those of full-timers. These
dual objectives led to measures to bolster part-timers' employment
rights and to encourage the growth of permanent part-time posts with
longer working hours, which were seen as offering relatively good
conditions of employment. The new rights for part-timers included
changing the means of calculating number of employees in companies (for
the purpose of setting up works committees and other representative
bodies) so that part-timers working over twenty hours a week were
counted as full-time employees (Guillemot, 1983). Previously the
calculations of the number of employees in a company or on site for the
purpose of setting up representative bodies was calculated by dividing
the total working hours of all part-timers and full-timers by the
length of the full-time working week (in August 1986 the Chirac
Government reversed this legislation). This measure gave employers an
incentive for the first time to employ part-timers for less than twenty
hours a week. The growth of part-time work was also promoted through
two laws introduced in 1984-5. Both laws were subsequently amended to
include part-time workers on shorter hours because take-up on the
longer hours schemes was low. On 30 May 1984 legislation was
introduced to extend the provisions for the Contrat de Solidarité -
Réduction du Temps de Travail (as described in Chapter 2) to enable

employers to benefit from the Government's incentives for reductions in

working hours by replacing full-time by part-time posts (with working

hours of over thirty per week). This legislation was amended in March

1985 to enable the incentives to apply to part-time posts where working
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time exceeded eighteen hours per week. In June 1984 the first measures
were introduced in the form of explicit incentives for employers to
develop part-time posts for the unemployed. Initially they applied to
new permanent part-time posts with weekly hours in the range twenty-
eight to thirty-two hours. 1In March 1985, the range was extended to
between eighteen and thirty-two hours (Documentation Francaise, 1985).

In sum, it has been argued that the main explanation for the differing
length of part-time working hours in Britain and France lies in the
impar:thof dissimilar legislative frameworks on employers' use of part-
time work in the two countries. One objective of the secondary
analysis and fieldwork in food retailing is to examine the factars
determining employers' use of part-time work, and particularly the
scheduling of part-time working hours, to see how demand and supply

factors interact.
The Organization of Working Hours

A small amount of statistical data, which is not however, directly
comparable, gives some indications about the similarities and
differences in the organization of part-time working hours in Britain
and France. Data from the Enquéte Nationale sur les Conditions de
Travail (Cristofari and Bue, 1985) relating to all part-timers (both

men and women) in 1984 is compared with the findings from the Women and
Employment Survey, which relate to the working hours of female part-

timers in 1980 (see Table 3.5). While there are considerable
difficulties comparing the data, the comparison of available sources
indicates that there are both similarities and differences in the
distribl.rticn'of part-time working hours in the two countries.
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This comparison suggests that in both countries the most common numbers
of days worked is five and the least common is more than five days. On
the other hand, it shows that the four—day week for part-timers is more
common in France than in Britain, and that in Britain by contrast it is
more usual to work part-time spread over five days or for less than
four days. This difference would seem to reflect the common practice
amongst French women of taking Wednesdays off work to be with their
young children (most of whom have all, ar a proportion of, Wednesday
free as part of their school timetable). Indeed, it is a reflection of
the ini;m'tam:e of the use of part-time work for securing free
Wednesdays, that the French research relating to patterns of working
hours focuses specifically on the extent to which part-timers work on
Wednesdays. The 1984 report (Cristofari and Bue, 1985) stated that 25%
of part-timers working thirty hours or over had Wednesdays free,

compared with 227 of those working 15-30 hours and 45% of those working
less than fifteen hours.

Another difference lies in the much higher proportion of part-timers
who work over five days in France compared with Britain. This may be

explained partly by the larger proportion of women in Britain who work
under sixteen hours compared with France.

Information about the range of patterns of working hours which female
part-timers work is much more detailed in Britain than in France,
because working hours were the focus of a thorough study in the Women
and EFmployment Survey in 1980. 1In France, the findings from survey

material do not distinguish between male and female part-timers and
examine only part-timers' starting and finishing times (Cristofari and
Bue, 1985).
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The main characteristic of part-timers' patterns of working hours in
Britain is that part-timers most commonly work in the morning and that
over half had finished their work by 1600 hence allowing those with
school-aged children to be back at home when their children returned
from school (Table 3.6).

Table 3.5 Proportion of Part—-timers Working Various Numbers of
Days in Britain and France*

Percentage
Number of Britain** France
Days
5 days 54 42
4 days 12 20
Less than
4 days 26 20
More than
5 days 8 16

Source: Cristofari and Bue, 1985:83; Martin and Roberts, 1984: 35.

* Based on part-timers working the same days every week.
** Refers only to female part-timers.

The French statistics are less detailed (see Table 3.7) and are not
strictly comparable. However, they do provide some basis for
comparison with patterns of working hours in Britain. They show that
approximately the same proportion of part-timers stop work in the two
countries before 1400 (317 in France compared with 297 in Britain),

which suggests that similar proportions of part-timers are working a
morning-type shift.
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Table 3.6 The Organization of Hours of Work of Female Part-timers with
Youngest Children of Pre-school and School Ages and of All Part-timers (Excluding

Women Whose ization of Hours was not Known) in Britain
Organization of Women with youngest All part-
hours (in %) children aged timers

5 04 5-10 11-15

Mornings Starting before 1000

Finishing before 1400 17 29 29 29
Short day Starting before 1000
(Morning)

Finishing between 1400-1600 7 18 16 13
Standard day Starting before 1000

Finishing between 1600-1800 7 11 13 12
Long day Starting before 1000

Finishing 1800 or later 2 2 2 4
Mid-day Starting 1000 or later

Finishing before 1600 10 16 9 12
Short day Starting 1000 or later
(Afternoon)

Finishing between 1600-1800 8 7 11 10
Late day } Starting 1000 or later

Finishing 1800 or later 5 3 5 4
Evenings Starting 1600 or later

Finishing before 0000 38 12 10 13
Nights Starting 1600 or later

Finishing 0000 or later 6 2 2 3

Source: Martin and Roberts, 1984: 37, Tables 4.7 and 4.87

-147 -



Table 3.7 Proportions of Part-timers in France (Male and Female) by
Starting and Finishing Times

Start Range 7
Before 0800 14
0800~-1400 69
Before 1400 17
(of which
before 2000) 1

Finish Before 1400 31
1400-2000 61
Before 2000 8

Source: Cristofari and Bue, 1985:83.

On the other hand, they show that a much larger proportion of part-
timers in France than in Britain are working afternoons rather than
evenings. In France only 17 of part-timers start work after 2000 and
only 8% of part-timers finish after 2000, while in Britain 16Z of part-
timers start at 1600 or later, and 24% of part-timers finish after
1800, with 13% of part-timers finishing before midnight and 3%
finishing after midnight. There is evidence to suggest that these
patterns of working hours in Britain and France reflect a more explicit
relationship between children's ages and childcare arrangements in
Britain than in France. British research has focused explicitly on the
link between the age of the youngest child and the organization of
hours of work, and found that patterns of working hours tend to be
adapted to the age of the youngest child (see Table 3.6). For example
when the child is aged under five a Iax."ge proportion of part-timers
work evenings (38%). Indeed, 787 of part-time evening workers were
mothers of children under sixteen. Once the youngest child is at school
arrangements which appear to fit in with school hours become much more
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common, particularly mornings, short days (starting before 1000 and
finishing between 1600 and 1800) and mid—-day working.

Furthermore, it has also been found that the hours part-timers work in

Britain are linked very closely with the type of childcare facility

they can find (see Table 3.8).
evenings use their husbands for childcare. Indeed, among all forms of

working arrangements for women working part-time, husbands represented
the major form of childcare.

For example, 90%Z of women working

Table 3.8 Arrangements Made by British Female Part-time Workers for

the Care of School Children During Term Time by Pattern of

Childcare
Arrangements (in %)

Husband
Child's Grandmother

Child's Older
Brother/Sister

Other Relative

Childminder
(in home)

Friend or Neighbour
on Exchange Basis

Other

=g

22

12

12

7

Mornings Short

Day

(Morning) (Morning) (Afternoon)

47

10

10

6

2

Source: Martin and Roberts, 1984: 39,
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Working Hours

Standard Short

Day

52

13

19

10

Day

14

19

10

Evening

13



The interpretation of Tables 3.6 and 3.8 suggests that British part-
timers are working patterns of hours which above all enable them and
their partners to provide childcare for their children.

In France, by contrast, research (Villeneuve-Gokalp, 1985) has shown
only how women's working hours have been affected by the size of family
(numbers of children) and has not made the distinction between full and
part-time workers. This research has shown that French women alter
their hours according to their number of children, and that as they
incr‘;aase in number the women tend to start work later in the morning,
come home for lunch more often, and return home earlier in the evening.
It has also shown that the larger the family the more women take
Wednesday off work to be with their children on their day off school
(Villeneuve-Gokalp, 1985)(although the extent they do this depends on
their Socio-Occupational Category [SOC]1). The lack of interest in the
relationship between patterns of working hours and both forms of
childcare and children's ages, in particular concerning part-timers,
suggests that these factors may not be so important in determining
patterns of working hours in France as in Britain. One of the
objectives of the fieldwork in food retailing was to see whether this
is the case for part-timers.

The greater role of childcare in determining patterns of part-time
working hours represents only one facet of a generally greater
adaptation of women's working lives to the demands of children in
Britain. This more extensive adaptation is also reflected in the
continuity of women's activity during the family formation stage
(defined by Dex, 1984, as the period following on from the initial work
phase in which women start their first pregnancy) and the form of their
labour force participation. In Britain there is much less continuity
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in women's working patterns over the family formation stage. This is
revealed by examining women's activity rates by age in the two
countries (see Figure 3.1). The peak of women's activity in both
Britain and France occurs between the age of twenty and twenty-five,
that is to say before the first child is usually born. In Britain
there is still a marked fall in activity after this age as women leave
the labour force to bring up children: paid work is much more common in
France among women in the age group 20-30 than it is in Britain (for a
detailed Franco-British comparison of women's continuity of activity
see Dex and Walters, 1988).

There is also a disparity in female activity rates in Britain and
France over the age of thirty-five. While activity rates are much
higher in France during the family formation stage, over the age of
thirty-five they are considerably higher in Britain than in France.
This difference can be explained in part by the fact that in France an
older generation of women dropped out of the labour force while in
Britain their counterparts have rejoined it, often on a part-time
basis. However, an additional explanation for this disparity is, as
highlighted by Garnsey, "...the re-entry of British women into the
labour market on a part-time basis after the period whfan their children
are very young" (Garnsey, 1985: 9). In Britain, inextricably linked
with the break in activity during the family-formation stage is the
tendency of women to return to work on a part-time basis. Part-time
work predominantly follows the first break for childbirth in PBritain,
and three—quarters of all women returning to work at this stage work
part-time (Elias and Main, 1982; Martin and Roberts, 1984). In 1981
only 317 of working mothers worked full-time hours, as compared with
697 who worked part-time (General Household Survey).
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Figure 3.1 Female Activity Rates bv Age Groups for UK and France, 1985
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Returning to work part-time after childbirth is the socially accepted
way of reconciling childcare with work for women in Britain - only the
highly qualified or the financially needy continue to work on a full-
time basis with young children (Gowler and Legge, 1982). 1In France, by
contrast, part-time work has always been a much less important form of
work for mothers: in 1981 817 of mothers working did so on a full-time
(over thirty hours a week) basis (Chapron et al, 1984)2.

Despite considerable growth in part-time work in the last few years
(Belloc, 1986) part-time work in France today is still seen as the only
solution for women who would otherwise be unable to combine work and
family life (Hantrais, 1985). As Huet (1982) points out:

Face A la demande des femmes & une pleine intégration dans la
vie économique qui se manifeste de plus en plus clairement,
la demande de travail a temps partiel apparalit quant a elle
moins claire et plus marginale (Against women's demand for
full integration into working life which is becoming more and
more apparent, the demand for part-time work is less clear
and more marginal) (Huet, 1982: 20).

The full extent to which British women adapt their activity to the
presence of children is revealed by locking at the relationship between
the age of the youngest child and women's patterns of activity. 1In
Britain, the factors "presence of children" and "age of the youngest
child" have a more important effect on women's propensity to work than
the size of a woman's family. The presence of children causes British
women to reduce their participation in the labour force (Joshi, 1984),
while at the same time increasing the participation of their partners.
However, the depressive effect of children on women's activity is
clearly linked to the youngest child's age (Joshi, 1984; Martin and
Roberts, 1984), with the most severe effects common when the youngest
child is aged up to five years. As the youngest child grows older
British women's participation rates increase (see Table 3.9) as schools
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take over a large part of mothers' childcare responsibilities. Much of
this increased participation is due to their more extensive employment
on a part-time basis. Activity rates fall among women whose youngest
child is aged under five (84% of childless women work in contrast with
only 27% of women who have a youngest child aged four and under) and
the majority of these women work part-time3. When children reach
junior school age and the burden of childcare responsibilities is
lifted from mothers during school hours, activity rates rise, though
work remains primarily on a part-time basis. However, after this
stage:, at which it appears children are considered more able to look
after themselves, not only do participation rates rise but also part-
time levels drop, suggesting that women with children are increasingly
working full-time.

Table 3.9 Estimated Proportions of all British Women Working and
Working Part-time by Age of Youngest Child

Age % Women Working % of Women Working
Part-time

0-4 27 74

5-10 65 75

11-15 76 58

16 or over 65 62

Source: Martin and Roberts, 1984: 14.

Activity rates are lower among women with a youngest child aged over
sixteen, reflecting generational differences in activity levels.
However, standardized participation figures (which take into account
age and marital status) show that participation levels actually
continue to rise for women whose youngest child is aged sixteen and
that this employment is increasingly on a full-time basis (Martin and
Roberts, 1984).
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In France, by contrast, the factor "age of the youngest child" has a
much less important effect on women's form of activity than family size
(Frisch, 1976; ILabourie-Racapé et al, 1977; Chapron et al, 1984;
Menahem, 1984)%. As family size increases women's activity levels
fall: in 1981 717Z of mothers with one child were active compared with
60% of mothers with two children and 357 of mothers with three children
or more (CERC, 1984). Wwhen the size of the family is held constant the
age of the youngest child, as in Britain, affects women's participation
in the labour force, although in France activity levels increase
signif"icantly at the age of three when young children can go to the
école maternelle (nursery school) and again at the age of six when they

20 to primary school (this compares with the increases in activity at
four and eleven in Britain). The age of the youngest child in France
has the most effect on women's activity when the family is large and
the age of the youngest child is two or under, this is because other
children in the family tend to be young as well (Chapron et al, 1984).

The use of part-time work also increases with the number of children:
in 1982 levels rose from 15.6% for mothers with one child to 33.7%Z for
mothers with three children or more (Villeneuve-Gokalp, 1985), which
suggests that women in France are also significantly adapting their
activity to their children, although the reasons for this adaptation
may be different. In contrast with the situation in Britain, however,
French women do not adapt their form of activity to the age of the
youngest child: the use of part-time work in France is little affected
by the age of the youngest child except in families with three or more
children where levels are very high (41.7%) when the youngest child is
aged 0-2 years and fall as the youngest child grows older (Villeneuve-
Gokalp, 1985). One explanation for the higher levels of part-time
working in larger families is that it becomes less financially viable
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to work if childcare expenses must be paid (Lattes, 1981; De Singly,
1982; Chapron et al, 1984; Villeneuve-Gokalp, 1985). This explanation
gains support from the fact that larger families are most common in
lower SOCs in France (with the exception of self-employed professionals
and top-level managers) and, although part-time working increases with
family size in most SOCs (except top-level managers and self-employed
professionals), it increases most with family size in some of the
lowest SOCs such as shop and personnal service workers (Villeneuve-
Gokalp,l 1985). It is in these SOCs that women have least to gain
financially from working when their families are large and most to gain
from family allowances which are particularly generous when there are
three or more children in the .family. This calculation is also
reflected in the greater discontinuity of activity in these
occupational groups (for a full discussion of the relationship between
SOC and women's patterns of activity in France see for example
Labourie-Racapé et al, 1977; Lattes, 1981; De Singly, 1982; Villac,
1984, and Chapron et al, 1984). Ancther explanation for women's
greater adaptation to children in these groups is that they are often
set in a domestic mould by their families and encouraged to sacrifice
training and qualifications for the domestic sphere. Low levels of
qualification in turn favour discontinuity in working patterns during
family formation and increase the likelihood that these wamen will take
up employment such as part-time work which is frequently unstable and
poorly qualified (Barrére-Maurisson et al, 1983). A further
explanation for higher levels of part-time working in larger families
is that part-time work may be the only way in which these women can
gain sufficient flexibility in their working hours to cope with more
complicated demands on their time when existing flexibility options in
France are quite limited (Villeneuve-Gokalp, 1985).
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Although the correlation between size of family and part-time use in
most SOCs, suggests that childcare is the main reason why most other
women work part-time in France, this is not born out by research. This
has shown that, in contrast with the situation in Britain where part-
time work is used above all to adapt to the youngest child's childcare
requirements, in France there is a plurality of reasons why women work
part-time, and women in differing SOCs are working part-time for
different reasons at different stages of their life cycles. A full
discussion of the reasons why women from differing SOCs work part-time
is provided by Belloc, (1986; 1987) from large-scale statistical
analysis, and Corniou (1984), Kergoat (1984), Legay (1984), and Nicole
(1984), on the basis of small-scale in-depth analyses of specific
groups.

A possible explanation of the generally greater adaptation of women's
activity to the presence of children in Britain compared with France in
terms of the continuity of employment, of the form of participation
they take, and of the organization of part-time working hours they
choose, is that wunder dissimilar socioeconomic and demographic
conditions governments have formulated differing employment and family
policies which have contributed to women developing different attitudes
-towards work and family in the two countries.

The lack of a positive employment policy for women in Britain, combined
with social policies which have reinforced the traditional family model
of the husband as breadwinner and wife as homemaker, would seem to have
encouraged women to attach greater priority to domestic commitments
than to work. In Britain the principal signs of a government policy to
encourage women's employment, and particularly the employment of women
with children, have been during periods of labour shortage such as
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during World War II and the 1960s, when governments of both main
political parties have used the provision of childcare facilities to
encourage mothers into the labour force. The period of most intense
government activity to promote women's work was in the early 1970s when
the Labour Government legislated for equal pay and opportunities for
women, and in 1973 set up the Equal Opportunities Commission to take up
the claims of women who were not receiving equal treatment at work.
With the exception of these measures successive governments' policies
have‘ had the effect (either intended or not) of discouraging mothers
from full-time work. The most clear examples of this have been the
post-war reduction in State childcare provisions and the taxation of

workplace schemes.

Britain has also been characterized by a lack of explicit family policy
over the post-war period. Instead, it has applied a series of social
policies, which some authors suggest contstitute an underlying family
policy (Iand and Parker, 1984), based on, and reinforcing, the
traditional family model where women's role is that of homemaker.
Examples of policies which have contributed to this image include
women's ineligibility to claim for dependents in their benefits (for
example, sickness and unemployment benefits), while this is the case
for men if they have children or a wife at home, and the operation of
the tax system (to be changed in 1990) which considers the wife's
income as belonging to the husband (although women can currently opt
for individual taxation this is only advantageous for high earning
couples). These social policies would seem to have contributed to
attitudes coomonplace in Britain that women's role is primarily in the
home, particularly when there are young children:

...t 1s still assumed that women's work outside the home

should not interfere with her domestic responsibilities in

caring for her husband and particularly in caring for her
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children...(Beechey, 1986: 125).
Indeed, the Women and Employment Survey, which is the most recent

large-scale survey of women's attitudes towards work and family found
that:

...work is considered by many women to be secondary to home
and family and something to be accommodated to domestic
demands (Martin and Roberts: 1984).

Moreover, it would seem that these attitudes about women's work are
shared by many British men. In one small-scale comparative study
(Ferguson, 1987) it was found that 407 of British men held the view
that it is impossible for women to have both children and a career.

Another important facet of the family policy of British governments
according to Land and Parker (1984) has been not to intervene to help
in the care of dependents, except where the model family has not
existed, or has not been able to meet its responsibilities. In
relation to childcare especially, they suggest that successive policies
can be seen as a means of encouraging women to stay at home with young
children. With the exception of the war years and short periods in the
1960s, the British State has not developed child-support services for
pre-school children with the aim of encouraging women to become fully
integrated into the workforce. Rather, they have been developed in
conjunction with a model of families, and of women's role in relation
to childcare, which has encouraged women to give the priority to family
over work and in particular to stay at hame to bring up young children.

An important influence over post-war childcare policy was work by
authors such as J. Bowlby who stressed that the separation of the child
from the mother in the early years of life would do irreparable
emotional damage to the child (Sierakowski, 1984). This thinking
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became the basis of the immediate post-war policy to close down
nurseries for very young children for whom it was thought that care by
anyone other than the mother was harmful, and expand nursery schools
and classes, which were seen as beneficial for everyone (Tizard et al,
1976; Fonda, 1976). This had the effect of raising the age at which
publicly provided care began and, because nursery schools became
attached to schools and conventional school hours were introduced, of
shortening the hours for which pre-school age children could be cared
for outside the home. The introduction of part-time nursery school
places by the Government and by the voluntary play group movement in
the 1960s further limited women's ability to engage in paid work
because it offered no opportunity for full-day support which would
enable mothers to work full-time. Furthermore, such was the strength
of the "maternity cult" in the post-war period that women returning to
work, which was already made difficult by the lack of childcare
provisions, were made to feel guilty and viewed as "deviant" by society
- attitudes which are still common in the late 1980s (Brannen, 1987).
The "mother and baby" school of thought also had an important influence
over the policy direction of childcare in the 1960s and 1970s,
encouraging the development of only part-time childcare for pre-school
children and, with the exception of special cases, no childcare for the
under threes. The combination of these policies with low levels of
government funding for pre-school provision has meant that British
women are forced to mind children at home much more than some of their
European counterparts (Moss, 1988). According to Social Trends (CSO,
1984) in 1984 only 45% of children aged from three to four years were
in childcare (public or private) for part or all of the day and nearly
half of these children received only part-time care. It has been

suggested by a number of authors (for example Barrére-Maurisson et al,
1987; Beechey and Perkins, 1987; Dale and Glover, 1987) that the low
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level of childcare provisions may help explain why a large proportion
of British women work part-time’. Indeed, there is evidence that a
lack of childcare facilities obliged employers in the "tight" labour
market conditions of the 1960s to create part-time jobs in order to
attract female labour, and that many employers deliberately created
shifts which exactly matched school hours (Tilly and Scott, 1978;
Seear, 1982).

In France, by contrast, policies towards women's employment and the
fami 1&. particularly since 1975, have actively encouraged women to give
equal priority to both the work and domestic spheres. In the French
context where, among other factors, part-time work has not
traditionally been used, and employers have been reluctant to develop
ité , women have been encouraged to work on a full-time basis. Policies
up to the early 1970s reflected the effect of two oppositely-directed
forces: on the one hand, the pressures on successive governments to
deal with a severe birth rate problem and, on the other hand, the need
to find a source of labour to fill the new jobs created in the
developing industries, partic.ular'ly during the labour shortage of the
1960s and early 1970s7. Policy relating to women's work reached a
turning point in 1975 when it started to be generated by a momentum of
its own, independently of labour market conditions. For example 1975
saw the introduction of a law (of 3 January) to give priority in
training to single-parent mothers and widows. After 1975 a ministry
post was set up deal with women's affairs (Ministére Délégué a la

Condition Féminine), and a secretary of state was given the

responsibility for the employment of women (Halpern, 1981) culminating
in 1981 in the setting up of a ministry of women's rights. The latter
half of the 1970s and the 1980s also saw the introduction of numerous
measures to promote greater opportunities for women at workSs.
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The policies of the sixth plan (1971-5) in relation to childcare also
marked a turning point. They sought not simply to respond to the need
for labour at that time but also to encourage more women to become
economically active (Fernandez de Espinosa, 1982) while at the same
time having a family. The child support policy has advanced on two
fronts: nursery schools for three to six year olds (primary school
starts at six in France) and day nurseries for two year olds. The
expansion of nursery schools in particular had the support from the
1950s of a "...political and professional consensus on the social
benefits of universal provision of three to six year olds" (Walters,
1978: 10). The separation of mother from child was not disparaged as
it was in Britain in the early 1960s and hence society did not perceive
childcare facilities as detrimental to the child, or the use of such
facilities as a reason for criticising the mother. Whereas in Britain
negative attitudes to extra-family childcare were supported by a family
policy based on, and reinforcing, the ideal of a nuclear family, in
France more positive attitudes were associated with social measures
which treated women as independent. For example, as early as 1965
women were authorized to receive unemployment benefit in their own
right, and the tax system has not treated women as men's
responsibility? .

In France a public childcare service has progressively developed which
is not only predaminantly free (except after school hours) but also
provides for children at lunch times, after school hours, and during
the school holidays, thus enabling women to work full-time should they
wish. Today 83% of children aged three years are in nursery schooling
in France (Desplanques, 1985).  Although the development of day
nurseries has been more problematical (Walters, 1978) 40%Z of two year
olds are in some form of extra-family care. The childcare policy since
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the mid-1970s has been accompanied by more pragmatic policies which
have sought to take into consideration women's aspirations to work,
while at the same time encouraging them to have larger families. For
example, financial measures were introduced (1'Allocation Parentale

d'Fducation [Parents' Childcare Allowancel) in January 1985 (and
reformed in 1986) to enable either parent to stay at home to look after
three or more children should they choose. At the same time subsidies
were introduced (in 1986 in the form of the Allocation de Garde
d'Enfant & Domicile [Allowance for Children Minded at Home]l) to allow
parwemt:.s to have their children loocked after at home while they work.

Recent policy has emphasized the importance of giving parents the
choice over family size and whether they work. Another example of this
was the introduction of parental leave legislation in 1984 by which
mothers or fathers can take up to two years unpaid parental leave with
full rights for reinstatement at work at the end of the leave period.

The culmination of these family and employment policies in France has
been that women's work has come to be seen in different terms compared
with Britain. French women have come to see paid employment, not as an
option, but as an irreversible fact of life and are often committed to
work independently of financial imperatives. As a consequence the
domestic sphere is no longer the only source of social identity for
women nor are marriage and childrearing their only vocation
(Battagliola and Jaspard, 1987). Moreover, these differences in
attitudes towards women's work in France also appear to be shared by
French men. Ferguson (1987) found that half as many French men than
British men (20% compared with 40%) held the view that it was
impossible for women to have both children and a career.

-163 -



Flexibility in Working Hours

There is very little information in either Britain or France about the
degree of choice in working hours (once in employment) available to
women working part-time, although there are more data in France than in
Britain relating to this subject. 1In Britain the data provide only a
general assessment of the flexibility in part-timers' working hours,
while the French data make a greater distinction between the types of
flexibility available. This difference in level of detail suggests
that there may be less formal flexibility in Britain and/or more
attention paid to flexibility issues (and working time in general) in
France compared with Britain. The main finding from a comparison of
the available information (shown in Tables 3.10 and 3.11) is that a
much higher proportion of French female part-timers seem to have some
choice over their working hours than in Britain (44.1% compared with
19%). This may mean that the heightened awareness of working time in
France, identified in Chapter 2, is having an effect on practices
regarding flexibility in working time in France. An attempt is made in
the review of secondary data and in the fieldwork in large-scale
grocery to whether this is the case.

The British statistics show that flexibility in working hours is
greater for part-timers than for the full-time worker. The French
statistics, by contrast, which show the changes in flexibility in
working hours over the period 1978-84, suggest that conflicting
patterns of change are taking place. On the one hand, flexi-time
systems have increased but, on the other, total freedom over working
hours has fallen, and more rigid working hours (in terms of more fixed
hours, and company-determined flexibility) are more widespread.
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Table 3.10 Degree of Choice in Starting and Finishing Times Among
Women Working Full and Part-time in Britain, 1980

Full-time Part-time
In Z
Fixed starting and finishing
times 79 72
Can choose starting and
finishing times 16 19

Source: Martin and Robert, 1984: 40.

Table 3.11 Proportion of Female Part-timers by Type of Working Hours
in France, 1978 and 1984

1978 1984
In Z

Type of hours
Same every day 11.1 16.1
Different each day
determined by the
company 21.8 28.5
Flexi-time Fad 10.9
Of choice 37.9 33.2
Not declared 13.8 19.0

Source: Cristofari and Bue, 1985: 83.

Satisfaction with Working Hours

The French have a framework of legislation which in theory allows for
much greater formal intervention by employees and/or their
representatives in the area of working hours than is provided in the
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British system. In the first place the trades unions in France have a
formal right to representation in the workplace and, since 1982, have
had their role in discussions about working hours at company and
workplace level written in law (as explained in Chapter 2). This
legislation theoretically gives French unions a greater ability to
intervene on behalf of employees in the area of working hours than
exists in Britain.

Secondly, the system of works committees and workers' representatives
in Fr‘ame gives employees an additional formal channel for influencing
working hours which does not exist in Britain. In common with many
other European countries where legislation has traditionally been used
to achieve improvements in workers' conditions, France has used the law
to ensure both union representation and direct employee participation
in the firm or the workplace. Works committees are one form of this
representative process. In France they were introduced intitially in
1945 to contain the workers' spontanecus establishment of production
committees to run factories which had been abandoned by their owners at
the time of the Liberation (CIR, 1974). The role of the works
comnittee in France has been developed over the last forty years, and
its attributions were most recently extended in 1982 as part of the
Auroux laws (for more information about the development of the works
comnittee see Soubie, 1983). Today, a comittee must be set up in all
companies or workplaces employing fifty or more employees (Code du
Travail, Art. L 431.1). It is composed of elected representative(s) of
the personnel, unions' representative(s), and the head of the company
or workplace. The 1982 law has developed the role of the warks
comnittee so that its current aim is to:

...assurer une expression collective des salariés, permettant

la prise en compte permanente de leurs intéréts, dans les

décisions relatives a la gestian et a 1'évolution économique
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et financiére de l'entreprise, a l'organisation du travail et
aux techniques de production...(...insure the expression of
the collective wishes of employees in order to help take into
consideration their interests at all times in decisions
relating to the running, and the economic and financial
development, of the company, and to work organization and
product ion methods. ..)(Code du Travail, Art. L. 432.3)

Apart from the increased powers of the works committee to discuss the
economic situation of the company, it is now entitled to‘ix.lfonnation
about the organization of work and to be consulted more fully about it:
the committee must now receive a yearly summary of the changes in
statué of the personnel - for example the numbers of part-time and
full-time employees, and the type and length of employment contracts -
on which it may give its views. It must also be consulted on problems
of work organization and plans to modify working hours (these plans
should also be passed on to the inspecteur du travail (works inspec.tor).

before implementation (Code du Travail, Art. L.432-1). In the absence

of a works committee its functions should be carried out by the délégué

du personnel (employee representative).

In Britain, in contrast with the situation in France and some other
Furopean countries, unions and employers have always been wary of
participative management. Kassalow (1982) explains this difference by
making a distinction between the development of worker representation
in Britain and the USA and in other Western European countries.
According to this explanation Britain and the USA became
industrialized more rapidly than Western European countries such as
France and Germany, which lead to earlier worker organization and an
earlier development of collective bargaining. In Britain and the USA
the unions, while militant, were less ideologically motivated than
their Furopean counterparts and more concerned with fighting for their
rights effectively on the shop-floor. The lengthy fight for union
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recognition from employers and the State and the increasing importance
of collective bargaining as the means of achieving improvements in pay
and conditions resulted in unions being hostile to any government
intervention into the unions' sphere of influence. In Britain, works
committees were proposed in the Whitley report in 1917 and met
opposition from all quarters: employees saw little use for them because
the coomittees' did not have the power to negotiate pay and conditions,
and employers saw them as an unnecessary encumbrance once the tide of
workipg—cla&s militancy after the War had diminished. "As a result of
the strong attachment to collective bargaining and virulent opposition
to worker participation in Britain, works committees have never been
used since World War I, and today the concept is alien to much of
British industry.

Finally, recent legislation in France has also instituted a second
formal means of employee participation in companies and another

potential influence on working hours: le droit d'expression des

salariés (the employee's right to self expression) (Code du Travail,

Art. L. 461-1), for which there is no equivalent in Britain. This law
formalizes the employee's right to express him/herself on a number of
areas relating to work content, organization, and conditions, and
protects the employee from dismissal for exerting this right. The law
also stipulates that companies or workplaces with more than fifty

employees and a délégué syndical (union representative) must negotiate

the means by which the employees' right to self-expression will be

fulfilled with the representative unions in the workplace. If no

agreement is reached or there is no representative union in the

firm/workplace then the employer must consult the works committee or

the personnel representative, on the means of self-expression which

he/she is unilaterally establishing. Any agreement with unions must
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ensure that the freedom of self-expression is exercised through groups,
which may be set up for offices, workshops, or work teams (for more
detail about the operation of the laws on the employee's right to self-
expression see Editions Francis Lefebvre, 1986: 426-29). In these
groups employees can exert their right to self-expression on work-
related issues and suggest actions to improve their work conditions,
the organization and quality of work, without risking dismissal.

The more favourable framework for employee intervention in the area of
worki‘ng hours in France compared with Britain might lead ane to expect
that because part-timers are likely to be able to influence their
working hours more in France they might also be more satisfied with
them. However, the small amount of information about satisfaction with
working hours available in Britain and France, suggests that the
reverse is true. In 1980 947 of part-time working women in Britain
were fairly or very satisfied with their hours of work (Martin and
Roberts, 1984: 73). In France, although statistics do not relate
specifically to part-timers' satisfaction with working hours, there is
evidence of greater dissatisfaction with working hours among part-
ti_mers. Indeed, in 1986, more than 50% of female part-timers in the
private sector were not satisfied in their job, 17Z were locking for
another job, 337 considered their job as temporary, and 10% were
looking for an additional job (Belloc, 1986). This high level of
dissatisfaction may, however, be explained partly by the greater
proportion of women aged under twenty-five working part-time in France
(representing 127 of female part-timers in France compared with 6% in
Britain in 1985 [General Household Survey and Enquéte sur L'Emploil).

Corresponding with these differences in levels of satisfaction with
part-time work women would seem to be choosing to work part-time to
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different degrees in the two countries. In Britain, because part-time
work has developed so extensively and has been accepted as the norm for
women seeking to reconcile paid work with domestic labour, all part-
time work has been assumed to be chosen by women. Such is the strength
of this assumption that although general arguments have been presented
about whether the development of part-time work in Britain has been
demand or supply-led, there have been no attempts to assess whether
women have chosen to work part-time. The assumption in Britain that
women choose to work part-time is based on women's continued
subordination of their working lives to famlly demands and hence their
need to find paid work which can be reconciled with their domestic
responsibilities. The importance of this aim is reflected in the fact
that "convenient hours of work" are the most important aspect of a job
for part-timers. Indeed, it has been shown that even among those who
work out of financial necessity convenient hours are an over-riding
priority in order to enable them to work at all (Martin and Roberts,
1984).

There is, by contrast, evidence that in France part-time work is not
necessarily chosen. This difference is revealed in the interpretation
which French researchers have made in relation to part-time work, and
for which there is no equivalent in Britaini®. In the French
literature about part-time work (for example, Kergoat, 1984; Nicole,
1984; LEST, 1984), a distinction is made between two main types of
part-time work: le temps partiel volontaire/choisi (voluntary or chosen

part-time work), and le temps partiel imposé/contraint (imposed or
constrained part-time work). The distinction between the two is made

in terms of the extent to which working part-time is the result of an

explicit request by the employee for part-time work (ILehmann, 1985).

This understanding of these terms differs from their use in Britain
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where involuntary and voluntary part-time work are simply used to
express the degree of satisfaction with part-time working hours (Dex,
1988), and where involuntary part-time work means that part-timers
would like longer hours, but not necessarily full-time work. In France
involuntary part-time work is associated with a lack of choice in the
decision to work part-time and implies that the part-timer would prefer
full to part-time work; the reverse is true for voluntary part-time
worklil, Lehmann (1985) found that the majority of part-time work in
Francfa was developed at the request of the employer: in 1983 three-
quarters of employees (men and women) were working imposed part-time
work. The majority of part-time workers were not therefore choosing to
work part-time.

There are numerous difficulties involved in carrying out a more
detailed comparison of satisfaction with part-time working hours in
Britain and France. One problem is that published information only
relates to the length of part-time hours and their organization.
Another problem is that British research has examined in detail
satisfaction with both these facets of part-time working hours for
women, while in France the research has been less detailed and has not
distinguished between male and female part-timers. Because of these
difficulties in the following discussion the findings from each country
will be presented separately.

In Britain, women's overall satisfaction with their part-time hours is

reflected in their satisfaction with weekly hours. When British women

working part-time were asked if they would prefer a job with a

different number of hours per week, 837 of women in 1980 stated that

they were happy with their present number of hours, although of those

dissatisfied nearly twice as many said they would prefer longer (11%)
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than shorter hours (6%Z) (Martin and Roberts, 1984: 41). Dex (1988) has
carried out a more detailed analysis of part-timers' satisfaction with
working hours based on the Women and Employment Survey and found that

as many as 897 of part-timers may be voluntarily working part-time and
at least 117 of part-timers involuntarily working part-time.

A more detailed breakdown of @part-timers' satisfaction or
dissatisfaction with weekly working hours found that overall the
distribution of weekly working hours is relatively satisfactory for
women working part-time, but that women working longer part-time hours
tended to be the most satisfied with their hours: nearly 337 of women
working less than eight hours wished to work more hours, whereas only
5% of women working between sixteen and thirty hours wanted to work
more (Dex, 1988: 131). Part-timers wishing to reduce their hours even
though they were already working part-time were, as might be expected,
those working between sixteen and thirty hours. No women working less
than eight hours wanted to reduce their hours. Dex's analysis of the
characteristics of women working involuntary part-time work (taken from
the Women and Employment Survey) found that women who were working
fewer hours per week than they would wish tended to be older married

women (aged between thirty and forty-nine), with at least one child,
who could not find suitable jobs and who needed to accommodate their
working hours to their husband's job because of relying on his share of
childcare.

In France, there has been no research which specifically studies

satisfaction with weekly working hours, although some small-scale

studies of part-timers such as Kergoat (1984) and Corniocu (1984) do

give some insights into this area. However, Lehmann's (1985) study of

the growth of part-time work in France between 1978-83 gives the most
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extensive evidence about satisfaction with part-time working hours.
His findings suggest that, as in Britain, there is greater satisfaction
with longer working hours in France. However, his research also shows
that satisfaction with weekly working hours is related to how part-time
work has developed and that this depends on the sector of the economy
and on occupation. Lehmann's (1985) findings suggest that there is
greater satisfaction in posts where part-timers have obtained this form
of work at their own request (voluntary part-time work) which tends to
be located in more highly skilled jobs in the public sector and large
privat;e institutions. On the other hand there would seem to be less
satisfaction with weekly working hours in part-time work which has been
created on the initiative of the employer (involuntary or imposed part-
time work), posts which are most often found in unskilled and low-
skilled occupations in the private sectorl2,

Lehmann's findings also show a positive relationship between the type
of part-time work (and hence the extent to which part-time work is
chosen) and length of working hours. Iehmann's research shows that
those part-timers who have obtained this form of work at their own
request (male and female) tend to work most often between twenty and
thirty-two hours a week (43%), whereas only 33.7%Z of these part-timers
work under twenty hours a week. However, when part-time work has
developed on the initiative of the employer, over half (50.6%) work
less than twenty hours a week and only 28.47 work between twenty and
thirty-two hours. Similarly, a higher proportion of part-timers in
voluntary compared with imposed jobs worked between thirty-two and
thirty-nine howrs a week (12.1%7 compared with 8.3%) (Lehmann, 1985:
57).
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There has been little research carried out in either Britain or France
concerning the organization of part-time working hours. The Women and
Employment Survey, which has provided the most detailed analysis of

women's patterns of working hours to date in Britain, found that there
was dissatisfaction with certain arrangements of working hours. Women
working part-time on morning and mid-day shifts were most satisfied
with their starting and finishing times, while women working a long day
(which usually implied working a split shift) and evenings most wanted
to change either their starting or finishing times. In France, the
limited amount of research about part-time patterns of working hours
suggests that, once again, part-timers in jobs where this form of work
is imposed are likely to be less satisfied with their arrangements of
working hours than part-timers in voluntary part-time posts. This
conclusion is based on Lehmann's (1985) evidence that in jobs where
part-time work is voluntary part-timers tend to work longer contracts
for three or four full days a week, but that in sectors and occupations
where part-time work is imposed, part-timers work much shorter

contracts over one, two, or six days a wesk.

In sum, it would seem that despite a more favourable framework for
employee intervention in the area of working hours in France, French
women working part-time are less satisfied with their hours than their
counterparts in Britain. However, the most significant differences in
satisfaction with working hours in the two countries appear to be in
low-skilled jobs in the private sector. One of the aims of the
comparison of patterns of working hours in large-scale grocery
retailing carried out through the secondary analysis (Chapter 4) and
fieldwork (Chapters 5 and 6), is to examine more closely patterns of
part-time working hours and satisfaction with working hours in these
jobs where Franco-British differences appear the most significant. An
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additional objective, given the differing structures for employee
intervention in working hours in the two countries, will be to see to
what extent employees can influence their working hours through the
trades unions and employee participatory bodies.

Footnotes

1. The frequency with which women work flexi-hours, nights/mornings,
and nights/afternoons, also increases with the number of children, and
s significantly higher for women with three or more children
(Villeneuve—Gokalp, 1985).

2. The CERC study of a representative sample of 4000 mothers with at
least ane dependent child aged under sixteeen (Chapron et al, 1984) was
carried out in Spring 1981. The General Household Survey also
interviews approximately 4000 mothers (although the research brief
extends to all men and women) with a dependent child aged under
sixteen. The definition of part-time work used in the surveys was
similar but not identical: a part-timer in the French study worked less
than thirty hours a week, whereas a part-timer in the British study
worked thirty hours or less a week.

3. However, not all women work part-time at this stage. The incidence
of part-time work during the family formation stage is related to
women's attachment to work, defined as "how important it is for them to
have a job, why it is important and how committed they are to working"
(Martin and Roberts, 1984:60), and how this attachment is expressed in
women's activity across their working lives. Women with the most
continuous patterns of activity tend to work least frequently on a
part-time basis in the family formation stage (Dex, 1984). The working
patterns adopted over this stage has been shown to relate to a wide
range of factors such as family background (whether women's mothers
worked during their childhood), qualification levels, the type of job
held by women immediately before childbirth, and the husband's socio-
occupational category.

4. The study by Chapron et al (1984) showed that a number of other
factors are also related to women's patterns of activities. These
include qualification levels, SOC, women's age group, marital status,

husband's income, place of residence, and type of childcare facilities
used.
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5. In their comparison of women's continuity of activity in Britain and
France Dex and Walters (1988) have partly attributed the high levels of
part-time working in Britain by comparison with France to the financial
incentives embodied in its social security and tax systems. In Britain
women are encouraged to work part-time by the operation of the national
insurance system which enables part-timers with earnings under the
threshold from making any contributions, while in France the social
security system is applied on a pro rata basis. Also, the operation of
the income tax system means that British women working full-time retain
much less of their earnings after tax than do French women.

6. It has been argued (Echange et Projets, 1980; Baroin, 1982) that the
effect of restrictive legislation in France has been to create a
"msychological barrier" to part-time work (Echange et Projets, 1980:
181). Until the late 1970s and early 1980s mangers in France were
reluctant to use part-time work because they said it not only increased
direct costs such as administration and training but was also

incompatible with the organization of work (Scientific Management,
1978; Guillemot, 1983).

7. The development of French governments' family and employment
policies up to the early 1970s is fully described by Fernandez de
Espinosa (1982).

8. For example, under the Socialist Government from 1981 legislation
was introduced to encourage special training plans for women workers,
and to force employers to analyze the position of women in companies
and to consider introducing measures to promote the position of women.
legislation was accompanied by a publicity campaign to encourage
women's employment .

9, On the other hand, it was also 1965 before married women were given

the right in law to work independently of their husband's opinion about
it.

10. This difference is explained in part by the way in which part-time
work has developed in France. The marginal nature of part-time work
and its recent expansion, has led to it becoming the focus of intense
study in terms of the nature of the work which is carried out on a
part-time basis, the strategies for the development of part-time work,
and particularly - given the currency of the temps choisi concept - in
terms of the degree of match/mis-match between individuals' aspirations
for part-time work.
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11. Corresponding with these types of work are several distinct
employer practices relating to the development of part-time work within
companies. Lehmann (1985) makes the distinction between the
development of part-time work in companies for economic reasons, for
social reasons, and for the purpose of minimizing redundancies.

12. These findings are supported by Lucas's (1979) study of part-time
work in which he found that it was not those who aspired for more free
time through the use of part-time work - those in more qualified
occupations - who tended to work part-time, but rather it tended to be
those in low-skilled occupations, who most wanted full-time work.
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Chapter 4
A Franco-British Comparison of Patterns of Working Hours in

Large-scale Grocery Retailing

This chapter compares and contrasts the secondary data about patterns
of working hours in large-scale retailing in Britain and France and
develops some of the ideas and hypotheses which are respectively
investigated and tested in the fieldwork carried out for the thesis.
To this end the chapter is divided into two main sections. The first
descrﬂ;)es the growth of part-time work in food retailing in Britain and
France with specific reference to large-scale grocery retailing. It
then seeks to explain the similarities and differences in the growth of
part-time work in the two countries in terms of sectoral and national
trends in order to gain an understanding of the factors which may have
a bearing on patterns of working hours in the two countries. The
second section describes patterns of working hours in large-scale
grocery retailing in detail and assesses satisfaction with these

patterns.
The Growth of Part-time Work

Before describing the trends in the development of part-time work it is
important to explain the inconsistencies in the data from each country
and the degree to which sources from the two countries can be compared,
so that these factors can be taken into consideration in the
interpretation of the findings. In Britain the inconsistencies of the
data sets measuring changes in the retail workforce make it difficult
to establish long-term continuous series (see Moir, 1982; Sparks,
1984). It is particularly difficult to carry out analyses at outlet
level because national statistics of employment in retailing are
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collected only at aggregate levels which differ according to the data
source and the period in question!. The exceptions to this situation
are monographs of employment at outlet level and information from the
Institute of Grocery Distribution which relates to part-time levels in
new stores, For the purposes of this thesis, therefore, the most
consistent statistics at the most detailed level of analysis will be
used in conjunction with those available from monographs about

employment in large-scale grocery retailing.

In Fram:e the main national statistical source tracing the growth of
part-time work in food retailing is the Enquéte Annuelle d'Entreprise

dans le Commerce (EAEC) which, in contrast with the British sources,
provides statistics at outlet level, ie supermarkets, hypermarkets.
However, this series began only in 1972 and there are no other
statistics relating to the use of part-time work in food retailing
before this date. Furthermore, these statistics are not disaggregated
by sex. The only other source tracking the growth of part-time work in
retailing is the Enquéte sur 1'Emploi which began in 1971. The Enquéte

sur 1'Emploi compiles findings by occupation and therefare only

considers part-time work at the very general level of employés de

comerce (employees in distribution). It does, however, disaggregate
its findings by sex.

In addition to these problems with national statistical series, there
are significant difficulties involved in attempting to campare them.
These arise on two levels: non-comparability of classifications, and
sampling method. Problems with definitional comparability arise when
comparing part-time work, sectors of retailing, and outlets. Firstly,
the definition of part-time work used in British and French sources
differs: in British censuses and small-scale surveys the definition of
-179 -



part-time work has consistently remained those working thirty hours or
less per week (although the 1971 Census presented working hours data in
terms of hours worked and did not compile statistics specifically about
part-timers). In France, by contrast, the definition used by the EAEC
is each firm's own definition. In the Enguéte sur 1'Fmploi this

definition of part-time work has been used since 1982, prior to which
the definition was similar to that used in Britain, those working less
than thirty hours per week. Secondly, the classifications for food
retailing, and for sub-sectors of food retailing differ, and have
differed over time, in various statistical sources in Britain and
France. For example, the Census of Employment definition of "Retail
Distribution of Food and Drink" has included some non-food firms, while
in equivalent French definitions this has not been the case. Finally,

major differences exist in the definitions of ocutlet types in Britain
and France (ie supermarket, hypermarket etc). 1In Britain there are
several popularly used definitions for outlet types (see Euromonitor,
1986). The most common definition of a supermarket in Britain is of a
grocery store with a selling area of greater than 190m2, a superstore
is usually defined as having a surface area of over 2,322m?, and a
hypermarket a surface area of over 4,645m (in Britain the definitions
are commonly given in square feet). In superstores and hypermarkets
there is no specific product definition but it is assumed that non-food
goods take up a large proportion of the selling area. In France, by
contrast, a supermarket is defined as a self-service store selling at
least two-thirds of its turnover in food goods, and with a surface area
of between 400 and 2,500m2. A hypermarket is defined as a self-service
store selling food and non-food products with a surface area of 2,500m?
or more. In.Franc:e, the term superstare does not exist, but there is,
by contrast, ancther type of smaller outlet called a superette which is
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defined as a self-service outlet selling mainly foodstuffs (90-95% of
turnover is food), with a surface area of between 120 and 399m2.

Substantial differences also exist in the sampling base and method for
some of the statistical sources in the two countries. For example, in

Britain the Census of Distribution is a census of all retail

establishments (shops), while the Census of Employment is a census of

all firms which are PAYE paypoints and estimates numbers of firms with
less than three employees every three years only. Furthermore, the
most recent Census of FEmployment was based on only a partial sample.

In contrast with these sources in France the EAEC is a survey of firms
(not shops) whose sample base has varied over the years (although it
has remained fairly stable since 1979). Two types of sampling are used
in the EAEC, exhaustive for firms with more than twenty employees and
quota sampling for firms with fewer than twenty. In contrast with the
EAEC, the Enquéte sur 1'Emploi is a stratified household survey.

One of the most significant changes in the workforce and in patterns of
working hours in food retailing in Britain and France since the 1960s
has been the growth in part-time working. In both countries,
retailing, and particularly food retailing, has led the growth of part-
time work in the national economies. However, significant disparities
exist in the magnitude of the part-time phenomenon in Britain and
France and its speed of growth in the two countries. In Britain
according to Census of Distribution and Census of Employment estimates,

salaried part-time work nearly doubled between 1961 and 1984, rising

from approximately 29.9% of the workforce of grocery and provision

dealers in 1961 to 48.77% of the food retailing workforce in 1984. The

trend has continued over recent years with the propartion of part-

timers rising to 55.5%2 of the food retailing workforce in September
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1988 (Employment Gazette, 1989, Table 1.4). In France levels of part-

time work in food retailing among salaried employees (male and female)
have risen consistently from 1972-86 (see Figure 4.1) and a similar
pattern has emerged in the sub-sector of commerce de détail

d'alimentation générale comprising all non-specialist food retailers?,

for which statistics have been compiled for the post 1977 period only.
However, levels remained much lower than in Britain for the same
period, reflecting the lower use of part-time work in the national
economy in France compared with Britain.

Despite the contrasting development of part-time work in food retailing
in Britain and France there are two major similarities in its use.
Firstly, part-time work in both countries is mainly a female
phenomenon. Statistics from the Enguéte sur 1'Emploi (those provided

in the EAEC do not disaggregate by sex) suggest that most part-time
work in retailing continues to be carried out by women. Over the
period 1982-6, the only period for which statistics are available,
women have consistently made up approximately 94% of the part-time
workforce among workers in distribution in France (employés de

comnerce); and the proportion of women workers in distribution working
part-time has risen from 147 to 172 over the same period (Enquéte sur
1'Emploi). Table 4.1 showing the breakdown of employment in small and
large-scale grocery ocutlets belonging to the French employers' union,
the Syndicat National des Maisons d'Alimentation a Succursales,
Supermarchés, Hypermarchés (MAS) highlights the concentration of women
in part-time jobs in 1987. In Britain 83% of part-timers were women in
1984 (Census of Employment) and levels of female part-time work have

risen respectively from 24.47 in 1961 among grocery and provision
dealers to 40.5% in food retailing in 1984 (see Table 4.2).
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Figure 4.1 Ievels of Part-time Work (Male and Female Employees) in

French Food Retailing and Non-specialist Food Retailing*, 1972-86
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Source: INSEE, Enguete Annuelle d'Entreprise dans le Commerce, Table 2.2A

| *Statistics Tor non-spectalist Tood retailing are anly available for the
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Table 4.1 Breakdown of Jobs by Sex and by Job Classification in MAS

Firms*1987
Men Women

FT PT FT PT TOTAL
Non-manual workers
in non-specialized
jobs 25,949 16,471 39,155 46,901 128,476
Non-manual workers
in specialized jobs 9,530 408 2,035 1,058 13,031
Manual workers 2,442 70 684 180 3,376
Of fice workers 1,079 204 4,454 981 6,718
Supervisors and
technical workers 11,417 23 3,685 86 15,211
Managers and
directors 7,205 13 820 9 8,047
TOTAL 57,622 17,459 50,833 49,215 175,129

Source: Annual Survey by MAS quoted in Clements, 1988: 36.
*MAS's members together cover 8,960 small food retail outlets (under
400m2), 1,034 supermarkets (from 400 to 2,500m2) and 132 hypermarkets

(over 2,500m? ),

The growth of female part-time work in both Britain and France is
reflected in the trends found in both countries towards a feminization
of the workforce and, in particular, the growth in the proportions of
younger females (especially in the age groups twenty-five to forty-nine
in France and thirty-five to forty-four in Britain) working in
retailing. These patterns suggest that it is married women with
children in both countries who are increasingly being employed in
retailing on a part-time basis, although their use seems to be more
extensive in France than in Britain, where greater recourse to women in
both younger (up to twenty-four) and older (over forty-four) age groups
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is made (the statistical evidence demonstrating these trends is
provided in Appendix V).

In both countries male part-time work seems to be increasing, although
levels are considerably higher in Britain than France. In Britain male
part-time work has risen from 3.937% of the paid workforce among grocery
and provision dealers in 1961 to 8.257 of the salaried workforce in
food retailing in 1984 (Census of Distributian, and Census of
Employment). In France over the much shorter period 1982-6 male part-
time work has risen from 2.9% to 4% of paid employees in food retailing
(Enquéte sur 1'Emploi).

The second similarity in the growth of part-time work is its
concentration in the occupational categories of shop assistants and
cashiers. The concentration of part-time work in these categories in
Britain is reflected in a number of surveys of employment in food
retailing (for example, Sparks, 1982a, 1987; NEDO, 1988) and has been
seen as part of a wider trend of polarization of the workfarce into a
band of highly skilled managers and a mass of low-skilled employees
(Sparks, 1982a). In France the most recent national statistics relate
to 1977 and show that the vast majority of part-timers in supermarkets
and hypermarkets are concentrated in sales personnel, warehouse and
shop staff, and among those with no particular job classification
(EAEC, 1977, Table 2.3A). More recent studies (see Table 4.1) focusing
on large-scale grocery retailing have shown that, as in Britain, part-

timers continue to be employed in the least qualified jobs (see also
(LSA, 1984)3.
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Table 4.2 Female Part-time

Workforce in British Food Retailing, 1961-88

In % 1561 1966 1971 1975 1981

Grocery and
Provision dealers* 24.4 32.6 38.75 -~ -

Retail distribution
of food and drink** - - 30.8 7.7 39.6

Food retailing 39.6
Sources: * Census of Distribution 1961, 1966, 1971.

** Census of Employment 1971, 1975, 1981, 1984.
Employment Gazette, January 1989,

1984

1987

43.6

1988

44.8
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The development of part-time work will now be described in greater
detail over shorter periods in order to locate its relationship with
wider changes in the retail environment and retail employment. In food
retailing in Britain and France the growth of part-time work falls into
distinct and different phases. The 1961 Census of Distribution shows
that part-time levels for grocery and provision dealers (see Table 4.2)

were already very high in comparison with levels in France (see Table
4.4). Over the period 1961-71 the levels of female part-timers among
grocery and provision dealers in Britain rose from 24.47 in 1961 to
32.662 in 1966 to 38.75% in 1971 (Table 4.2) and the size of the female
part-time workforce increased by 76%. Although this would seem high in
comparison with France, these levels were lower than the national
figures for all British industries at these dates. Male part-time
levels, according to the Census of Distribution varied over this period

(See Table 4.3).

The early growth of female part-time work in Britain continued into the
1970s, albeit at a reduced rate, although changes in data sets (from
the Census of Distribution to the Census of Employment) make it

impossible to compare data directly from the series. On the basis of
the Census of Employment data starting in 1971, the proportion of

female part-time employment in the retailing of food and drink
increased from 30.8% to 37.7% between 1971 and 1975 and the size of the
female part-time workforce increased by 25.2% over the period. This
growth in the proportion of part-time work closely followed the general
speed of growth of part-time work in the national economy. The growth
of part-time work in this sector took place against a context of
general stability in overall levels of employment during the 1971-5
period.
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Table 4.3 Number of Employees in British Food Retailing by Sex and

1961

1966

1971

1975

1981

7 o9899 3333 SHdd 99883 8833

:
39

FT
1988 FT
24
XE

Sources

Status (Full or Part-time), 1961-84 (in Thousands)

Grocery and
Provision Dealers
M 106.4
F 157.8
M 14.5
F 90.0
M 91.2
F 146.7
M 24.3
F 126.9
M 76.9
F 140.1
M 33.6
| 4 158.6
M
F
M
F
M
F
M
F
M
F
M
F
M
F
M
F

Retail Distribution
of Food and Drink

200.2
176.7

35.1
183.5

181.5
157.6

40.6
229.9

185.0
154.0

46.0
232.0

: Census of Distribution 1961,1966,1971

Census of Employment 1971, 1975, 1981, 1984.

Employment Gazette, January 1989,

-188 -

Food Retailing

138.3
145.9

43.3
216.5

166.1
128.0

47.4
232.6

152.4
120.5

57.9
268.9



This suggests that the growth in part-time employment was at the
expense of full-time employment which declined roughly in proportion to
it (see Table 4.3).

Statistics taken from the Census of Employment between 1975 and 1981

show that although female part-time work continued to increase in the
retailing of food and drink in Britain, the speed of growth had slowed
considerably: female part-time work rose from 377 to 39.6% of the
wcrkfproe, and the size of the female part-time workforce increased by
only 1%, during a period in which total employment remained fairly
constanté ,

Table 4.4 Proportion of Part-timers in French Food Retailing, 1972-86

1972 1974 1978 1980 1984 1986
Food retailing 8.98 9.89 18.4 22.3 24.13  41.2

All non-specialist
food retailers - 8.49 13.25 17.54 19.6 29.3

Supermarkets and
Hypermarkets 6.68 T77 13.91 17.56 19.5 22.4

Source: INSEE, Enquéte Annuelle d'Entreprise dans le Commerce. 1972-86,
Table 2.1A.

However, while the proportion of female part-time work increased over
this period this masked a fall in the absolute number of female part-
timers (a 5% fall) against a context of falling male and female full-
time jobs and rising male part-time employment. In the most recent
period in Britain, 1981-4, the growth of female part-time work has
resumed some of its earlier speed of growth. Although the proportion
of female part-timers in the workforce only increased slightly (from
39.6%Z to 40.5%), this masked a 772 growth in the female part-time
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workforce. The increase in female part-time employment is concealed by
a background of rising employment for men on both a full and part-time
basis (the percentage of male part-timers rising from 7.9 to 8.2 over
the period), falling female full-time employment and rising numbers of
employed expressed in absolute terms (see Table 4.3). This pattern of
growth of female part-time work is reflected in the statistics
collected by the Institute of Grocery Distribution in relation to the
use of part-time work in new stores belonging to multiple grocery
retailers (retailers with ten or more outlets) in the '1979-83 periad.
The statistics in Table 4.5 suggest that the use of part-time work fell
between 1979-80 to rise again after this date. Growth in the use of
part-time work was particularly noticeable after 1982.

Table 4.5 Number of Fmployees by Status (Full or Part-time) in
New Stores Belonging to British Multiple Retailers
1979-83 (IGD sample)

Status of No. employees per 'O00 sq ft sales area
employee

1979 1980 1981 1982 1983
Full time 3.23 3.46 3.97 3.00 3.25
Part time 3.59 2.97 3.91 3.90 5.33
Total* 5.01 4.94 5:92 4.96 5.91

Source: IGD, 1984: 49,

* Two part-time employees are assumed to be equivalent to one

full-time employee.

In France, by contrast, it appears that most of the growth in part-time
work in food retailing has, as in the national economy, taken place
after 1974 (see Table 4.4). Also, this growth in part-time work in
retailing has taken place in France during a period of continued growth
in full-time employment levels (see Table 4.6).
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Table 4.6 Numbers of Part and Full-time Fmployees, and Proportion

of Employees Working Part-time in French Food Retailing, 1972-84

1972 1973 1974 1978 1980 1984
FT 282,546 315,200 355,120 376,987 374,325 388,023
Pr 27,898 28,777 39,007 85,085 107,315 123,418

TOTAL 310,444 343,977 394,127 462,072 481,640 511,441
% PT 8.98 9.12 9.89 18.41 22.28 24.13

Source: INSEE, Enquéte Annuelle D'Entreprise dans le Commerce,
1972-84, Table 2.1A.

French national statistics, in contrast with those in Britain, provide
analysis of employment at outlet level (while the results of firms'
annual summary of employment statistics required by law ([le bilan
social], which are collated in retail journals provide data at the
level of the firm). Those relating to employment on a part-time basis
in supermarkets and hypermarkets for the 1972-86 period are shown in
Figure 4.2. There has been a considerable variation in the growth of
part-time work in French hypermarkets as compared with supermarkets
over the period and in 1986 levels of part-time work in hypermarkets
are significantly higher than those in supermarkets (25.1% compared
with 18.7%). In supermarkets part-time employment (as a proportion of
total salaried employment) grew intermittently up to 1974 and
consistently - though slowly - after 1974. In hypermarkets, growth has
been very much more rapid than in supermarkets, particularly after
1974, although the speed of growth in recent years has been slower than

in supermarkets.

-191 -



Figure 4.2 Ievels of Part-time Work (Male and Female Emplovees) in
French Supermarkets and Hypermarkets, 1972-86

HYPERMARKETS

Parcentage
of Employed
Warkforce
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Source: INSEE, Enquéte Annuelle d'Entreprise dans 1e Commerce,Table 2.2A
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This evidence is supported by data relating to the proportion of the
workforce in part-time employment by size of the establishment
(expressed as the number of employees) over the period 1972-86.
Although the statistics are not directly comparable for the period they
also give some indication of the relationship between outlet size and
part-time employment. Table 4.7 shows that, although the percentage
growth in levels of part-time work has been greatest in smaller outlets
over the 1972-7 and 1978-86 periods, levels have remained highest in
the larger ocutlets. It also suggests that in larger outlets, such as
supermarkets and hypermarkets, the most rapid growth in part-time work
has been in the latter (1978-86) period. However, indications are that
these statistics may represent an under-estimation of levels in some
stores. The French Union of employers MAS reported considerably higher
proportions in 1987 (387 part-time) and a study of part-time employment
in 212 supermarkets and forty-nine hypermarkets in 1983 found that

already 33.1% of all salaried employees on average worked part-time
(LsA, 1984a).

Clearly, however, there are significant variations in the use of part-
time in French retailing; in a survey of thirty-nine retailing
companies and seventy-three outlets in the grande distribution

(hypermarkets, supermarkets, and department stores) as defined by
Beiganski (1983) showed that levels of part-time work varied, not only
according to the type of outlet ie. hypermarket or supermarket, but
also between and within retail companies: in companies running
hypermarkets levels of part-time work varied between 7.2% and 38.47% of

the workforces.
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Table 4.7 Proportion of Part-timers in French Food Retailing by Outlet

Size (Number of Emplovees), 1972-86

Large-scale Non-Specialist
Food Retailers* Food Retailers**
z PT T PT

1972 1977 1978 1986
No. Employees
20-49 0.10 5.20 5.20 12.56
50-99 5.10 5.20 5.60 12.57
100-199 7.10 7.50 10.19 17.18
200+ 6.73 10.96 12.27 22.44

Source: INSEE, Enquéte Annuelle d'Entreprise dans le Commerce, 1972,
1977, 1978, 1986, Table 2.1B.

* Large-scale food retailers (grandes surfaces alimentaires) consist of
supermarkets, hypermarkets and magasins populaires.
** For definition of non-specialist food retailers see footnote 2.

Moreover, this survey also found - in support of national level data -
that levels of part-time work varied considerably with ocutlet size and,
most importantly, that part-time work was very much more common in
large rather than small outlets (Bieganski, 1983: 29).

Although, as mentioned above, British statistics do not consider
employment at outlet level, some additional infarmation highlighting
the contrasting use of part-time work in food retailing in Britain
compared with France is available from small-scale studies of
employment in retailing in Britain and from information on part-time
levels in new stores collected by the Institute of Grocery
Distribution. This body of research gives support to the more
aggregated statistics which suggest that levels of part-time work are
on average higher in Britain than in France. For example, as early as

1973 the EIU's survey of employment in retailing found that part-time
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levels were as high as 40% in multiples (defined as those retail
organizations with ten or more ocutlets), and 60% in supermarkets (EIU,
1973). A study of British superstore employment in fifty-three stores
in 1978 (Jones, 1978) found that approximately 45% of staff worked on a
part-time basis and a survey of seventy-one superstores in 1980s
(Sparks 1982a, 1982b, 1983) revealed part-time levels averaging 487%.
In a more recent study (dating from 1984) levels of 53% were found in
superstores and lower levels (41%) in supermarkets (Sparks, 1987).
This body of small-scale studies also revealed that the positive
correlation between store size and levels of part-time work found in
France was replicated in Britain (see Table 4.8 in relation to
employees in new stores belonging to multiples) and that part-time
levels varied according to the store operator as they did in France.

It is generally believed that the growth of part-time work has been
essentially demand-led in both Britain and France in response to the
specific requirements of the industry, although it is recognized that
the availability of certain groups of the population (and notably
married women) for part-time work has enabled its growth. This demand-
side view is supported by the fact that in the 1970s when part-time
work was growing spectacularly in food retailing in Britain and in the
early 1980s when part-time work increased markedly in France, full-time
employment was falling in food retailing and unemployment levels in the

economies as a whole were rising in both countries.

Part-time work in both countries has been welcomed by employers for the

flexibility in working hours it offers and the opportunities it affords

to optimize capital resources given the specific constraints of the

industry. These being, in particular, the extension of trading hours

beyond the normal working week and fluctuations of trade across the
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Table 4.8. Numbers of Employees by Status (Full or Part-time) and
Sales Area in British Multiples, 1983 (IGD Sample)

Sales Area (ft2)
<2000 2-3999 4-9999 10-14999 15-19999 20-24999 25000+

Status of Employee

Full-time - 4.55 3.67 3.64 2.90 3.20 3.25
Part-time - 2,93 2.26 4.94 4.34 54D 6.39
Total* = 6.02 4.80 6.11 5.07 6.08 6.44

Source: IGD, 1984: 87.
* Two part-time employees are assumed to be equivalent to one full-time employee
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trading week (DIEDC, 1976; LSA, 1984b). Pontarello (1974) in a Euro-
pean context, Mallier and Rosser (1980) in Britain and LSA (1984b) in
France all note the contribution of the changing working week and
trading hours to employment policy in retailing:

The need for the extensive use of part-time employees
reflects a changing demand upon the industry. The extension
of opening hours, against the background of shorter "normal"
working weeks created new employment opportunities. The need
for employers to maintain overheads at low lewvels caused both
rationalisation and specialisation in the distribution of
employment. The objective of cost efficiency in its turn
created a demand for a flexible part-time labour force
(Mallier and Rosser, 1979 quoted in Sparks, 1982: 20).

In addition, there may be direct productivity advantages to be achieved
from employing on a part-time basis, as demonstrated by Thurik and
Vollebregt (1984) for French retailing and by George (1967) for British
retailing . As NEDO's Part-time Employment Group (1986) stated:

Where the work is routine and boring it makes ergonomic sense
to employ staff for only a few hows, and where this
coincides with discontinuities in customer flow, genuine
economic gains can be achieved (lower sickness and labour
tunover, and higher productivity per hour) (NEDO, Part-time
Employment Group, 1986:1)

The combined objectives of flexibility and productivity have led to the
development of sophisticated techniques for scheduling working hours in
retailing (RDM, 1980; Bieganski, 1983; IMS, 1986).

Also, there is some support for the argument that part-time work in
Britain in particular is welcomed as a way of creating a less stable,
or peripheral, woarkforce which provides for greater numerical
flexibility. In addition to the flexibility available through varying
part-time howrs, it has been suggested that part-timers are an
attractive workforce in Britain because, if part-timers' hours fall
below those at which employees are covered by employment protection
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legislation, then part-timers can be made redundant at wills (Mallier
and Rosser, 1980). In France, where protective legislation applies
equally to full and part-timers, the use of short-term contracts tends
to be the way in which embloyers can vary the number of staff.

Underpinning similar trends towards the increasing use of female part-
time labour in Britain and France are fundamental changes which have
taken place over the last two decades within retailing in both
countries. Indeed, over the past twenty years retailing in Europe,
distribution (retailing and wholesaling) as a whole has undergone
dramatic changes in organization and technique (to use Dawson's
classification), which have formed part of a "distributive revolution"
(Dawson, 1984: 2). Organizational changes in retailing in Europe have
included: changing market shares (and notably the decline in
independent retailers and the increasing market share of corporate
chains); scale economies 1in organizations (for example through
operating larger units and increasing the scale of markets); vertical
integration of retail organizations. Changes in retail technique have
included: changes in establishment form (ie the decline in the number
of independently operated small counter stores, but the increase in the
number of hypermarkets); growing polarity in operating scale (ie the
growth in large-scale retailing and the renewed interest in specialist
retailing); changes in merchandizing policy (ie the development of
large units, mass merchandizing and a strict control of goods
movement); increasing investment in technology and the trend towards
labour substitution (ie. notably via the introduction of EPOS

equipment) .8

It is clear from the retailing literature and especially from the

comprehensive comparison of retail developments in Europe provided by
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Dawson (1982) that similar trends in retailing, and notably in food
retailing, have occurred, and are taking place, in France and Britain,
although differences clearly exist between the countries which reflect
the varying national rate of change. There is, for example, greater
concentration of sales through multiple organizations in Britain
compared with France: in 1978 597 of retail sales passed through

muiltiple retailers in Britain (known as le commerce concentré in

France) compared with 30.8% in France (Ministére du Commerce de
1'Artisanat et du Tourisme, 1984).

Authors describing the massive changes which have taken place in the
post-war era in retailing have explained these in terms of factors such
as the widespread ownership of cars, the expansion of branding, pre-
packaging and refrigeration, higher living standards, greater price
consciousness and the trend towards the depopulation of towns (Fulop,
1964; Dawson, 1982; Messerlin, 1982). At the forefront of the
pressures for change in retailing in both Britain and France, and
indeed in distribution as a whole, has been "...the aim of increased
efficiency of operations and cost minimisation" (Dawson, 1984: 4).
Although not all the changes carried out in retailing have affected
labour use, others such as the development of self-service methods
(which have been central to the retail revolution) have had a direct
and wide-reaching impact. Self-service methods were adopted first in
Europe by the British cooperative societies in the 1950s and by French
supermarket retailers in the 1960s (after failed attempts in the 1950s
[Messerlin, 1982]) primarily in response to rising labour costs:

Within an analysis of retail costs in all countries in

Europe, labour costs have increased more rapidly since the

early 1960s than other cost elements. Various attempts have

been made to reduce the labour input in the retail trades,

but it still remains a labour-intensive industry. The

widespread adoption of self-service methods reduced numbers
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of staff with, at its simplest lewvel, investment in new store

layouts, shop fitments and shoppers' trolleys.(Dawson, 1982:
118)

Self-service methods have enabled retailers to reduce the strength of
the service relationship (Smith, 1983), thus permitting reorganization
of labour in shops to reduce, but not entirely to eliminate, the
customer control of the labour process. The effect of self-service in
enabling the division of tasks has stimulated the removal of functions
from the retail outlet: for example pre-packaging of products now
r'eplm wrapping by shop assistants (Fulop, 1964; Messerlin, 1982;
Smith, 1983)7. Self-service methods have also reduced the
specialization required previously in a shop assistant's job and has
reduced the bulk of the tasks within the larger stores to simple shelf-
filling or till operation, a process described by some authors as de—
skilling (for example, Fulop, 1964; Braverman, 1974, in a Marxist
framework; Faivret et al, 1980, and Smith, 1983)8. 1In both countries
it is clear that the use of self-service methods, has encouraged the
use of part-time work, as Robinson and Wallace explain:

The de—skilling of the bulk of the retailing labour force has
undoubtedly eased the problems of varying labour inputs to
match the fluctuating daily and weekly trading levels
prevalent in all retail outlets, greater flexibility being
attained by the deployment of increasing proportions of part-
time workers. (Robinson and Wallace, 1976: 129-30).

In both France and Britain it has primarily been in the larger store
that these economies in labour costs have been made. The trend towards
larger and more concentrated outlets tending to require fewer
specialized and skilled staff has allowed the easier substitution of
part-time labour, which has in turn contributed to the increasing
polarization of the retail workforce.
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Another common trend in the two countries which may be contributing to
the increasing use of part-time work in retailing in France and Britain
has been the introduction of new technology into retailing?. These
changes have included the development of stock-room technology, and
information technology, to handle ordering, stock control, and the
general passage of goods through the store. At store level, the new
technology which has had the most impact on labour usage has been the
introduction of FEPOS systems, which by using an optical scanner at
check-outs enable individual good movements to be registered from order
provision to goods arrival and storage (European Foundation, 1985).
These have been introduced into food retailing in both France and
Britain, although the spread of such systems appears much more
extensive in France (see IGD, 1984; LSA, 1984c)i?. Although the full
impact of the use of new technology in retailing, and notably within
large-scale food retailing, has not yet been fully evaluated, it would
seem that EPOS can provide, "...important cost savings in the labour-
intensive task of price-marking goods...and a twenty per cent increase
in labour productivity can result from scanning and point-of-sale
automation" (Dawson, 1982: 119). Indeed, it has been suggested that
the installation of new technology is likely to result in heightened
regulation of staff use and a closer matching of labour to demand
through the use of more flexible staff scheduling and part-time work
(Cosyns et al, 1981; Dawson, 1983; European Foundation, 1985).

There are three main strands of explanation for the different growth of

part-time work in Britain and France which are inter-related and

mutually reinforcing: the legislative framework, the retail

environment, and attitudes to part-time work. The very rapid growth of

part-time work in Britis.l; retailing over the last twenty-five years has

frequently been explained in terms of the changes in the legislative
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framework, and particularly of the effect of direct cost incentives to
employ on part-time basis (CIR, 1973; Robinson and Wallace, 1974;
Trinder, 1986). Despite reports that SET had no quantitive effect on
employment in retailing (see Reddaway, 1970) it is now generally
accepted that, under increasingly competitive trading conditions in
which it was generally impossible to pass on increases in labour costs
to the consumer, the tax caused retailers to look more critically at
the composition and deployment of their workforce (Robinson and
Wallace, 1974; Reynolds, 1985b), had an immediate impact on employment
profiles (National Institute Economic Review, 1971; Moir, 1982) and, in

particular, led to an increase in the use of part-time work. The NI
payment system is also credited with partial responsibility for
stimulating the growth of part-time work, and influencing weekly part-
time working hours (Robinson and Wallace, 1974, 1976; Pond, 1977;
Hurstfield, 1978; Craig and Wilkinson, 1984; NEDO, 1985; Trinder,
1986), although there remains debate about the extent of its effect on
the former (see for example Trinder, 1986, who asserts that subjective
considerations such as the suitability of the part-time workforce [in
terms of age and qualifications] and the ready supply of this labour
source may also have had an important effect on employers' decision to
use part-time work). It has also been asserted that the introduction
of the Employment Protection Act 1975 and the Equal Pay Act 1970 in
Britain has provided a further economic incentive for the use of part-
time work (see in particular Robinson and Wallace, 1974; Pond, 1977;
Hurstfield, 1978).

In France little consideration has been given to the reasons for the

relatively slow development of part-time work in retailing as a whole.

It has been suggested that the extra financial burden placed on part-

timers by the social security system until 1982 (this is fully
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discussed in Droulers, 1972), impeded the growth of part-time work in
French retailing and that employers have also been dissuaded from
employing part-timers by the thresholds of numbers of employees over
which they are obliged to introduce elected employee representatives

(Points de Vente, 198211), One explanation for its growth over recent
years in France has been the introduction of a more favourable
framework for part-time work (ILSA, 1984a) and the reduction of the
full-time weekly working hours to thirty-nine which has created extra
working hours which can best be filled with part-timers.

In Britain the growth of part-time work would also seem to have been
stimulated by both favourable competitive and labour market conditions.
Early works on productivity in retailing in Britain (George, 1967;
George and Ward, 1973) suggest that the growth of part-time work in the
1960s was encouraged in part by tight labour market conditions. Its
sustained growth in the 1970s and 1980s can be attributed partly to
unfavourable competitive conditions which have put pressure on labour
costs. The growth of female part-time labour in retailing in the 1970s
corresponded with a stagnation in the volume of retail sales,
particularly during the econocmic recession of the late 1970s (Reynolds,
1985a). Retail sales grew continuously in Britain from 1960-73, but
after 1973 grew much less rapidly and fell between 1973-7 (Craig and
Wilkinson, 1984). Food retailing suffered particularly from the
economic recession in the 1970s in the form of lower than average
sales: consumer expenditure on food showed no real growth from 1972-82
(C30, 1983: 29), contrasting with the continual growth in food sales in
the 1960s. Moreover, this situation was compounded by high inflation
rates (of up to 25%) which severely affected retailers' margins
(Reynolds, 1985a), already amongst "...the smallest and most vulnerable
margins" (Reynolds, 1985a, para 2.01). These margins were under
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increased pressure during this period from the growing price
competition between retailers imposed by the new price consciousness of
consumers during the 1970s. In response to these pressures and under
extremely competitive conditions, despite the high and increasing
concentration of the industry in the hands of large multiple
retailersi?, retailers "...set out to look far ways to improve the
status quo in terms of their existing markets, and to reduce costs."
(Reynolds, 1985a, para 2.03). One method of reducing costs was to
increase labour productivity and reduce labour costs by developing the
use oi“ part-time employment. In the ensuing period during which retail
sales (in volume terms) have been on an upward trend food retailers
have been operating under less competitive pressure than in the 1970s,
a situation which has been further relieved by the lower levels of
inflation in the 1980s. However, retailers have contimued to find it
difficult to maintain their sales volumes (Reynolds, 1985a), which has
given them an incentive to persist in following cost-reduction
strategies, and in particular, to continue developing part-time work.

In France labour shortages did not generally occur until the late 1960s
and 1970s, and the response to this was not to create part-time jobs as
it was in Britain (this dissimilarity has been explained in terms of a
more unfavourable framework for part-time work in France which
engendered more negative attitudes to its use, accarding to Echange et
Projets, 1980, and Baroin, 1981, although it may also be attributed to
a greater willingness of French women to work full-time). Also,
ecanomic pressures encouraging the use of part-time work did not arise
until later than in Britain. Rapid post-war growth in retailing
dropped in 1974 - the threshold date for the growth of part-time work -
as sales growth (in volume terms) dropped from 5.4% per annum between
1968-74 to 2.47 per annum between 1974-8 (Allain, 1980) and fell
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substantially again to 1.3% between 1979-82 (Siwek, 1984: 26), as a
consequence of falling household consumption during the economic crisis
of the mid-1970s. Although these less favourable sales figures may
have given retailers some incentive to begin to use part-time work the
fact that retail sales fell less than in Britain and retailers' profit
margins were put under less pressure than those of their British
counterparts because inflation was much lower in France over the same
period, may help explain why the largest growth in part-time work in
France (in absolute terms) was concentrated in later years. Between
1979 and 1982, although sales increased, the relatively faster increase
in employment in French retailing led to a rise in the ratio of labour
costs to value added, and provided an incentive to improve labour
productivity via part-time employment (INSEE, 1984). After 1983 sales
began to fall again as did the ratio of labour costs to value added,
hence creating renewed pressure on labour costs. In non-specialist
food retailing, there has been a reduction in profit margins between
1980-5 and increase of 6.67Z in the ratio of labour costs to value added
(INSEE, 1986: Table III.9). A recent study of fourteen food retailing
groups in 1986 (ILSA, 1986) gives support to the view that in the 1980s
conditions were created which were particularly favourable to the
development of part-time work: it found that in these firms sales began
to stagnate in the late 1970s and early 1980s and fell from 1983.

Finally, there is evidence to suggest that retailers in the two
countries have responded differently to the idea of employing on a
part-time basis. Despite an initial resistance to using part-time work
(EIU, 1973) British retailers have had been very positive about the use
of part-time work (Robinson and Wallace, 1973, 1974; Trinder, 1986).
Recently, it has been found that retailers are particularly keen to
employ older women on a part-time basis because they tend to be more
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mature than younger workers, more reliable, have better social skills,
and be better educated (Trinder, 1986). In France, by contrast, there
are indications that retailers have been more reluctant to employ part-
time than their British counterparts and that their negative attitudes
have been influenced by the discouraging legislative framework and by
resistance to changing work arganization (Points de Vente, 1982).
Also, French retailers have been concerned that part-time workers will
be less motivated that full-timers and only use it as a stepping stone

to full-time work:

Les employeurs aussi (surtout ceux qui ne l'utilisent pas),
craignent que les salariés ne considérent ce type d'emploi
que comne un pis-aller, en attendant mieux. Partant, ils
appréhendent le manque de motivation au travail de cette
catégorie de personnel, des difficultés d'intégration, la
constitution de plusieurs types d'employés et un turn-over
important. (Employers too [above all those who don't employ
part-timers] are afraid that employees will think of this
type of employment as a last resort, while waiting for
something better. On this basis, they expect that this
category of workers will lack motivation, that there will be
difficulties integrating them into the workforce, and that
their employment will lead to the development of several
categories of employees and high labour turnover) (Points de
Vente, 1982: 74).

The more positive attitude to part-time work in Britain would seem to
correspond with a greater readiness for women to work part-time, which
in itself may help explain the more extensive use of part-time work in
Britain. While in Britain all the available evidence suggests that
women have chosen to fill part-time posts in order to recancile wark
with domestic responsibilities (Sparks, 1982a; Trinder, 1986), in
France it would seem that recruitment of part-timers may have been
hampered by negative attitudes towards part-time work among prospective
employees, who associate part-time work with poor working conditions:

Pour le salarié, le premier obstacle (naturellement apres le
probléme du revenu) réside dans son image de travail marginal
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et précaire, sous—qualifié, voir sous-rémunére, sans
véritables perspectives de promotion et dans la crainte qu'un
tel statut soit irréversible. (For employees, the first
barrier, after the problem of income of course, is their view
that part-time work is marginal and unstable, under-
qualified, even underpaid, without real promotion prospects
and the fear that once working part-time they will not be
able to return to full-time work (Points de Vente, 1982: 74)

Employees also seem to be concerned that part-time work will force them
into accepting variable working hours (Missoffe, 1980).

In sum the differences identified in the use of part-time work in
Britain and France and the explamations put forward for them suggest
that major dissimilarities in patterns of working hours in the two
countries might be expected.

Patterns of Working Hours in Large-scale Grocery Retailing

This section is organized into four parts. The first three parts
describe patterns of full and part-time working hours, each one
analyzes one facet of working hours: the length of the working week,
the organization of working hours, and the flexibility of working

hours., The final part examines satisfaction with part-time working
‘houxs.

Iength of the Working Week
Statistics in Britain and France relating to full-time working hours
are not compiled on the same basis and as a result cannot be directly

compared. The main problem of comparability is that the New Farnings

Survey only includes in its sample women aged over eighteen and men
aged over twenty-one, while these exclusions do not exist in the French
official statistics. The statistics do however suggest that full-time
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employees in food retailing in both countries have benefitted from
significant reductions in the working week over the last decade,
although the trend seems to have been more erratic in Britain
particularly in the early 1970s and early 1980s (see Tables 4.9 and
4.10) and, if male and female weekly hours are averaged, full-time
working hours remain significantly higher in Britain than in France
(40.56 hours compared with 38.83).

These reductions in the full-time working week reflect the trend
towards shorter full-time working hours in Britain and France (outlined
in Chapter 2). In France this reduction would seem to have been
speeded by the introduction of the thirty-nine hour week in 1981
because the reduction in full-time working hours between 1981-3 was
almost as great as over the six previous years (4.5% compared with
4.6%). Against this trend of falling full-time working hours in both
Britain and France, there would seem to be major differences in part-
time weekly working hours. There are also a number of difficulties
involved in comparing the length of the part-time working week in
retailing in Britain and France. British statistics only provide data
about female part-timers and either consider sections of the retail
workforce (workers covered by private sector agreements or wage council
directives) or specific occupational categories (for example, female
part-time sales assistants and shelf-fillers, and check-out etc
operators). The French statistics relate to both men and women
employees but are more aggregated than the British data: they are
available only at the level of distribution as a whole. Nevertheless,
these sources suggest that significant differences exist in the average

length of the part-time working week in food retailing in Britain and
France.



Table 4.9. Average Full-time Weekly Working Hours by Sex in British
Food Retailing 1971-84

Average weekly hours

FT FT

Male Female
1971 45.08 39.62
1972 44 .34 39.23
1973 45.20 39.75
1974 44.78 39.28
1975 44.87 38.87
1976 43.97 39.13
1977 44,06 39.31
1978 44.18 39.32
1979 43.64 39.26
1980 43.91 39.40
1981 43.19 39.12
1982 43.21 38.64
1983° 42.61 38.50
1984* 42.36 38.76

* Data not strictly comparable with data for earlier years as a result
of a reclassification.

Source: Reynolds, 1985b, Table 9.

Table 4.10 Average Full-time Weekly Working Hours (Men and Women) in
French Food Retailing 1974-83.

Average weekly hours

1974 42.64
1975 42.20
1976 41.66
1977 41.23
1978 40.91
1979 40.73
1980 40.66
1981 40.65
1982 39.15
1983 38.83

Source: 1974-77: Saindon, 1978: 21, Table 4.1978-83: INSEE, 1984: 35
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In Britain 74.7% of female part-time saleswomen, sales assistants and
shelf-fillers in retailing, and nearly 83% of part-time check-out
operators, were working twenty-one hours or less a week in 1987 (see
Table 4.11 and 4.12). Also, 61% of the former group and 56.5% of the
latter group were working sixteen hours or less a week. In France, by
contrast, in the same year nearly 65.5Z of female part-time employees
in distribution were working between fifteen and twenty-nine hours a
week (see Table 4.15).

Changes in the length of the part-time working week would also seem to
be following different patterns in the two cauntries. Once again
statistics relating to the length of the working week are not directly
comparable and, in particular, the French statistics cover a very much
shorter period than the British. They nevertheless give some
indication of the changes underway. In Britain, there has been a
shortening of part-time working hours over the the last decade. Tables
4,11, 4.12, and 4.13 show respectively the changing distribution of
part-time hours between 1978-88 among female part-timers whose firms
adhere to the Retail Multiple Grocery and Provisions Trade Joint
Committee agreement (covering many of the major high street large-scale
grocery retailers), saleswomen, sales assistants and shelf-fillers
(Table 4.12), and check-out operators (Table 4.13). The tables clearly
show the trend towards shorter working hours for female part-timers in
retailing in Britain. Table 4.11 shows that the percentage of women
part-timers in British firms belonging to the Retail Multiple Grocery
and Provisions Trade Joint Committee agreement working under sixteen
hours a week has nearly doubled between 1971-84, rising from 22.2% to
43.37% of this section of the workforce.
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Table 4.11 Distribution of Normal Basic Hours 1978-87, Women Part-

timers over Eighteen on Adult Rates in Firms Belonging to the Retail Multiple
Grocery and Provision Trade Joint Committes Agreement

Percentage with normal besic hours in range

<8 8-16 16-21 21-24 24-26 26-28 28-30
1978. 3.8 18.4 26.1 20.9 13.2 3.0 8.5
1980 2.7 18.2 37.3 16.7 9.1 8.0 8.0
1982 1.3 33.3 27.3 14.0 12.0 6.0 6.0
1984 3.4 32-3 35.0 11.4 8.1 4.0 5.7
1986 5.1 38.9 34.3 10.3 5.1 2.3 4.0
1987 3.9 39.8 35.1 8.9 6.2 3.5 3.1

Source: New Earnings Survey, Table 181.

Table 4.12 Distribution of Normal Basic Hours 1978-87 of Women Part-timers Aged over
Eighteen on Adult Rates. Sales Women, Shop Assistants and Shelf-Fillers

Percentage with normal basic hours in range

<8 8-16 16-21 21-24 24-26 26-28 28-30
1978 5.4 19.1 34.4 21.1 7.4 6.7 5.8
1979 6.0 20.3 32.0 29.2 8.5 6.8 6.0
1980 6.2 23.5 32.2 18.1 7.9 357 6.4
1981 6.5 25.2 31.9 .7 7.0 3.7 6.0
1982 8.0 29.3 31.5 15.2 6.7 4.6 4.7
1983 9.1 29.5 31.7 13.7 6.3 4.7 5.0
1984 9.5 32.6 29.9 12.6 5.8 4.8 4.7
1987 8.7 36.9 29.1. 11.6 6.0 3.1 4.6

Source: New Earmings Survey, Table 183.
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Table 4.13 Distribution of Normal Basic Hours 1978-87 of Women Part-timers
Aged over Eighteen on Adult Rates. Retail Check-out etc Operators

Percentage with normal basic hours in range

<8 8-16 16-21 21-24 24-26 26-28 28-30
1978 4.1 16.5 32.2 18.2 10.7 9.1 9.1
1980 4.3 22.2 34.2 18.8 5.1 6.0 9.4
1982 23 32.6 32.6 17.4 8.3 3.0 1.8
1984 2.8 39.2 28.4 16.5 4.5 2.8 5.7
1986 5.2 40.6 32.1 313.3 5.6 2.4 0.8
1987 2.0 44.8 36.0 12.8 2.8 1.2 0.4

Source: New Earnings Survey, Table 183.
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Table 4.12 reveals, in particular, that between 1979-87 the proportion
of women assistants employed for up to and including sixteen hours
weekly rose from 267 to 45.6%. Also, this table shows that there has
been a decline over the entire period for those working 16-21 hours
weekly and a gradual decline in working hours over the period for those
working 26-30 hours. Over the same time the increase in proportion of
part-time check-out operators working less than sixteen hours has been

even more significant (Table 4.13), although the pattern of change has
been very similar in both occupations.

Only one small-scale study has specifically considered the length of
part-time working hours in large-scale grocery retailing (Sparks,
1987). This has found that superstores tend to employ equal proportions
of the part-time workforce for 8-16 and 16-30 hours weekly while
supermarkets employ a larger proportion for 16-30 hours (see Table
4.14). The same survey found that the distribution of weekly working

hours in the part-time workforce differed considerably from one
retailer to another.

Table 4.14 Proportion of Part-time Employvees by Hours Worked and
Retail Type in PBritain

Hours worked Superstore Supermarket
8-16 24 16
16~-30 29 25
8-30 53 41

Source: Sparks, 1987,Table 2.

In France statistics relating to working hours are only available for
the years 1982-8 (see Table 4.15). These suggest that the length of
part-time weekly working hours is following a differing trend in France
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compared with Britain. Most female part-time employees work between
fifteen and twenty-nine hours, with the next most important weekly
number of part-time hours being thirty or more. It is difficult to
carry out long-term trend analysis as statistics only relate to the
1980s. These suggest that between 1982-4 there has been a reduction in
the proportion of the female part-time workforce in distribution
working thirty hours or more and an increase in the proportion working
up to twenty-nine hours a week. After 1984 there would appear to have
been a reversal in this trend. These national statistics for all
female employees in distribution in France can be supplemented by those
provided by small-scale studies among large-scale grocery retailers.
These found that most part-timers (men and women) worked between twenty
and thirty hours per week (LSA 1984a). In one study of employment
practices in specific large-scale grocery retailing firms (Bieganski,
1983) it was found that, as in Britain, the distribution of working
hours varied by retail operator: the percentage of part-timers working
between twenty and thirty hours a week ranged from 62-78.37%. In
another study (LSA, 1984a), it was found that 60% of all part-timers in
supermarkets and 79% of all part-timers in hypermarkets worked between
twenty-one and thirty hours per week, However, the latter study also
found significant regional differences in working hours. In the Marne,
and Val d'Oise regions in supermarkets and hypermarkets part-timers
working less than twenty-one hours per week represented the majority of
the part-time personnel, while in Lille and the Bouches du Rhone in
both types of outlets part-timers predominantly worked between twenty-
one and thirty hours.

There are also Franco-British dissimilarities in trends in part-time

working hours. In contrast with the massive growth in the proportion

of female part-timers working under sixteen hours in Britain, in France
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the proportion of part-timers working for less than fifteen hours has
fallen in recent years. Overall, however, there appears to be greater
stability in the distribution of part-time working hours in France
relative to Britain. The absence of comparative data about factors
influencing the length of part-time working hours in France and Britain
makes it difficult to explain the differences between them. It is
interesting to note that these dissimilarities in the length of part-
time working hours reflect the length of part-time working hours and
trends in the distribution of working hours over the last decade on a
natit;-m.al basis, which would seem to suggest that similar factors may be
determining the length of part-time working hours in both cases.

Table 4.15 Distribution of Usual Part-time Working Hours for Female
Emplovees in French Distribution (Employées de Commerce) 1982-88.

In 7Z Average weekly hours in range
less 15-29 30 hours
than 15 or more

April-May

1982 8.3 67.3 24.4

March 1983 8.1 67.7 24.1

March 1984 8.8 69.5 217

March 1985 6.4 68.4 25.2

March 1986 7.0 65.5 275

March 1987 7.0 £5.2 27.7

March 1988 e 64.9 27.4

Source: INSEE, Enquéte sur 1'Emploi, 1982-6, Table PAQO3.
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However, there are some significant differences between national level
and sectoral level statistics relating to part-time working hours in
the two countries which are worth highlighting. In France the
proportion of female part-timers working less than fifteen hours a week
is much lower in distribution than for the nation as a whole, while the
proportion of female part-timers working thirty hours or more is
higher. Also, over the last siXx years the upward trend in the
proportion of part-timers working thirty hours or more has been more
apparent in distribution than nationally. In Britain, by contrast, the
proportion of female part-timers working less than sixteen hours a week
is higher in retailing than nationally. Also, while both in retailing
and nationally the proportion of female part-timers working between
sixteen and thirty hours has fallen, the extent of the fall has been
much greater in the 16-24 and 28-30 age groups in retailing compared
with the nation as a whole. These differences between the distribution
of female part-time working hours at national level and in retailing in
the two countries suggest that there may also be factors particular to
the industry which have an effect on working hours.

The downward pressure on part-time hours in Britain can be explained in
part by the NI factor. After 1975 when the minimm threshold for
payments was introduced the NI threshold acted at a lower level of
earning than the income tax rate (except for 1981-2) with the result
that ,the NI threshold could be expected to have exerted the principal
influence over employees' working hours (Trinder, 1986). The operation
of the NI system after 1975 has been to directly encourage both
employers and employees to shorten hours:

As wage rates have increased, the hours of part-timers have
been reduced in order to avoid the higher rate of employers'
insurance contributions, often without requiring the
engagement of additional staff. Part-timers employed on
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shifts, where hours can be cut without loss of operational
efficiency, benefit from reductions in their hours rather
than from enhanced earnings; the retailer obtains a higher
rate of productivity from this section of his part-time
labour force, without any addition to the wage bill (Robinson
and Wallace, 1974: 46).

Ancother explanatory factor is the operation of SET between 1967-73

which encouraged retailers to reduce their working hours in order to
limit the effects of the tax (Robinson and Wallace, 1974).

In addition, the reduction of part-time working hours in Britain would
seem to have stemmed partly from retailers' attempts to develop
flexibility in manning which would enable them to match labour
requirements against customer demand most effectively. The gradual
decrease in hours may be explained by the increasing sophistication of
labour scheduling which has developed over the years (for example
Forrester, 1974; RDM, 1980; IMS, 1986). It would seem that greatest
flexibility in working hours can be obtained from the workforce by
employing large numbers of part-timers on shorter contracts. These
short weekly hours can then be broken down into the daily shifts which
satisfy a number of objectives: high productivity, avoidance of rest
breaks and matching customer demand. Shorter weekly hours also afford
considerable flexibility in overtime hours at single pay rate before
‘full-time hours are exceeded (and the premium payment must be made)
(IMS,1986).

In the absence of data explaining weekly part-time working hours in
French retailing two possible explanations may be advanced for current
working hour practices. Firstly, the generally longer weekly part-time
hours in French retailing may be attributed to the influence of a union
agreement, extending to the whole of general grocery retailing, which
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sets minimum weekly part-time hours at sixteen. This limit of minimum
weekly hours derives from the operation of the social security system
in France. Only students are not included in legislation which
excludes individuals who have not, over a fixed period, worked an
average of twenty hours a week from social security services.
Retailers and unions have agreed this minimum so that if employees work
average amounts of overtime they will be taken over the crucial twenty
hour a week threshold. The longer average weekly part-time hours in
France compared with Britain may also be the result of legislation
which has discouraged the employment of part-timers for short hours (as
described in Chapter 2).

Secondly, differing lengths of part-time working hours in retailing in
Britain and France may also be explained in terms of a different
organization of work in the two countries. There is some evidence to
suggest that French retailers may be more willing to keep contracts
longer (and hence reduce nwne_ric.al flexibility) by developing multi-
skilled employees (which increases functional flexibility) capable of
being moved from one area of the shop-floor to another in the course of
the working day (Bieganski, 1983; LSA, 1984b):

...le nombre de personnes a temps partiel est un "signe" de
l'organisation du travail, mais il n'est pas que cela: son
évolution dans un sens ou dans l'autre peut simplement
traduire une modification dans la composition du couple
gestion des temps/ polyvalence.(...the number of part-timers
is a "sign" of the organization of work, but it is more than
that: changes in the number of part-timers may simply reflect
a modifification in the relationship between the organization
of working time/multi-skilling.) (LSA, 1984a: 114)

While, in Britain retailers appear to concentrate on developing the
most numerically flexible workforce with little regard for developing
functional flexibility (IMS, 1986), in France there is evidence of at
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least one large retailer bargaining with unions over flexibility and
being prepared to exchange longer weekly hours for more functionally
flexible workers (LSA, 1984b).

The Organization of Working Hours

There has been little research into the organization of working hours
in retailing in either Britain or France. There are a number of
reasons for expecting that the organization of working hours will be
diffmt in the two countries namely in Britain lewvels of part-time
work are higher, part-time hours are shorter and full-time hours
longer, than in France. Also, attitudes towards the use of part-time
work appear to be more positive in Britain than in France. Before
looking at the evidence about the organization of working hours, the
framework of legislation and q:ollective agreements governing working
hours will be described.

The regulatory framework relating to working hours is much less
extensive in Britain than in France, which suggests that British
retailers could have much more freedom in organizing working hours than
their French counterparts. The legislative framework for working hours
in Britain is provided by the 1950 Shops Act which does no more than
establish the conditions for giving employees weekly and daily rest
periods. No special provisions are made for part-timers in the Act,
perhaps because in 1950 full-timers represented the vast majority of
retailing employees (see Table 4.16). The only industry-wide agreement
relating to working hours in Britain is the Retail Food and Allied
Trade Wages Council. These councils were first set up in 1909 to
establish minima for a wide variety of low pay industries and comprise
employer and union representatives and independent members. Their
remit is, however, limited and the Retail Food and Allied Trade Wages
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Council have little direct bearing on working hours with the exception
of its recommendations on holidays and overtime rates,

In France there is no equivalent of wage councils and the only
industry-wide agreement is the "extensible" Convention Collective

Nationale des Magasins de Vente d'Alimentation et d'Approvisionement
Général (the Collective Agreement for Food and General Grocery Stores).

This agreement covers a large number of areas ranging from holidays and
time off to youth employment. It contrasts strongly with the wages
coundls' directives in Britain in that it provides a very restrictive
framework for the organization of working hours and, in particular, the
employment of part-time work (see Table 4.16). This greater concern
with questions of working time would seem to reflect the greater
interest in working time issues in France and the more extensive body
of legislation in this area. The agreement includes some of the
minimm conditions relating to working time which have been set out by
French labour law and some conditions which enhance the basic legal
minima (all collective agreements in France must establish conditions
which are at least as good as those set out in law).

In Britain there has been little research into the organization of
working hours in food retailing, and particularly in large-scale
grocery retailing. It would seem, however, that short daily shifts are
widely employed in British food retailing, particularly for part-timers
(IMS, 1986; Sparks, 1987). In the only detailed study of patterns of
working hours specifically to highlight large-scale grocery retailing
Sparks (1987) finds that the majority of full-time shifts are either 2-
4 or 4-8 hours long, while the rest are eight hours long.

o



Table 4.16 The Regulatory Framework for the Organization of Working

Hours in lLarge-scale Grocery Retailing in Britain and France

Britain

France

1350 SHOPS ACT

One day per week a full-time shop
gssistant must not be employed after
1330.

Sunday i3 a rest day for all shop
assistants (with some exceptions}.

# shop assistant must be given a break
of at least fifteen minutes after six hours
continuous work.

CONYENTION COLLECTIYE NATIONALE DES
MACGASINS DE YENTE D'ALIMENTATION ET
D’APPROYISIONNEMENT GENERAL.

Employees can work a maximum of six
hours for a half day and twelve hours
for a full day, and a maximum of ten
hours in the day excluding Tunch and tea
breaks.

Employees must be given at least one
quarter of an hour break after five hours
continuous work and half an hour after
eight hours.

An employee must have at least twelve
hours rest between working days.

Full-timers must receive, in addition to
Sunday {or another collectively agreed
rest day) one other full day off work or
two half days arranged on a rota besis.

Part-timers must work at least three
hours in the day and should not be called
to work more than two shiftsina
working day.

Part-timers whose working hours are
distributed over at least five working
days should, unless they agree otherwise,
receive the same weekly rest periods as
full-timers.
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Superstores make greater use of shorter shifts than do supermarkets
(see Table 4.17) with 22.6% of all full-time shifts in the 2-4 hours
range compared with 13.3%7 in supermarkets. Part-time hours also tend
to be broken down into shifts of between 2-8 hours a day with
superstores operating mostly 2-4 hour slots and supermarkets operating
mostly 4-8 hours slots, although considerable differences in practices

exist between store operators.

Table 4.17 Proportion of Hour Slots Worked by Category (Superstore or
Supermarket) and Status (Full or Part-time) and Total Hours Worked

Hours slot Superstores Supermarkets

FT T FT PT
2 1.4 1.8 1.6 3.3
2-4 22.6 45.8 13.3 32.1
4-8 33:1 39.1 37,2 52.2
8 42.8 3.2 47.8 12.2

Source: Sparks, 1987, Table 4.

Sparks explains this different distribution in working hours in terms
of the differing length of trading hours:

Superstores generally operate extended shopping hours which
often coincide with peak customer flows and these have
resulted in a more flexible use of part-time employees

working for short periods on several days of the week
(Sparks, 1987: 6).

Indeed, Sparks (1987) finds, in support of this explanation, that part-

timers in superstores tended, on average, to work more days per week

than part-timers in supermarkets. It was also found that the differing

organization of hours in the two types of stores corresponded with

other characteristics in working hours: supermarkets tended to make
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less use of part-time wark and employ part-timers for longer weekly
hours than superstores. The main distinction between full and part-
time shifts is that in both superstores and supermarkets eight hour
shifts are less frequently used and 2-4 hour shifts more often used for

part-timers than full-timers.

In France the combination of longer weekly part-time hours and lower
levels of part-time work in food retailing would suggest that French
retailers may be organizing working hours differently from their
British counterparts. There is little information about patterns of
working hours in French retailing to assist in explaining the way work
is organized. However, one report (European Foundation, 1981) finds
that trading hours are having a major effect an the organization of
working hours. In hypermarkets where trading hours are often very long
(open up to seventeen hours a day) two shifts of full-time workers are
set up in such a way that they overlap at peak periods and are
supplemented by part-timers at these times. In shops with shorter
trading hours full-timers could not be used in this way and part-timers
were used to help cover the opening hours at the end of the full-time
working day. Given that working hours in British retailing tend to be
shorter than in France (Gregory, 1987), a differing arganization of
labour might be expected.

Flexibility in Warking Hours

The flexibility in full and part-time warking hours is likely to be
affected by the framework of legislation and collective agreements in
Britain and France. As at national level, the limits on both full and
part-time flexibility are much more extensive in French than in British
retailing, which might lead one to expect that retailers' flexibility
in working hours in France will be more caonstrained than in Britain.
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In Britain there are no provisions in the wages councils edicts to
limit flexibility in full or part-time working hours (with the
exception of overtime payment minima which effect the decision over
what form flexibility should take). Indeed, the Multiple Food Trade
Joint Committee Agreement between the Multiple Food Retailers'
Employers' Association (MFRA) and the Union of Shops and Allied Workers
(USDAW), which is the only collective agreement to extend to large
sections of the retail grocery industry (although at the time of the
research it excluded three of the top eight British multiple food
retailers which together employ 100,000 men and women), may be seen as
actively encouraging management-orientated flexibility (see Table
4.18). In France, by contrast, retailers are much more limited in the
degree of flexibility they can develop in both the full and part-time
workforce because they are covered by the industry's collective
agreement which incorporates certain minimum legal conditions and
enhances others (Table 4.18).

The limited literature in the field of working hours in retailing in
Britain and France does not make it possible to the impact of
the more extensive restrictions over the flexibility in full and part-
time working hours in France. National-level findings about the
flexibility in working hours suggest that more formal flexibility and
greater efforts to take their workers' preferences into consideration
might be expected in France than in Britain. The available literature
in this relatively new field gives some support to this hypothesis.

In Britain, flexibility in working hours seems to be exclusively
management-orientated (see below) and allows for little consideration
of employees' preferences in relation to working hours.



Table 4.18 The Regulatory Framework for the Flexibility of Working

Hours in Britaln and France

Britain

France

THE MULTIPLE FOOD TRADE JGINT
COMMITTEE AGREEMENT.

States on the one hand that the working
week should be fairly consistent and on
the other that it is the mamager’s
prerogative to manage work organization
(“The worker's work shall be done on
such days and at such times as the
employer shall decide™).

CONYENTICN COLLECT!YE NATIONALE DES
MAGASIKS DE YENTE D'ALIMENTATION ET
D'APPROYISIONNEMENT GENERAL.

Allows full-time working hours to be
varied in three possible ways: by one
hour per week throughout the year; by
two hours per week for a maximum of
twelve weeks in the year; for three hours
per week for a maximum period of eight
weeks.

Allows the use of ‘intermittent’ working
provided that volunteers are used and
mamagement can offer at least 800 hours
of work a year, rotate periods worked and
non-worked, and pay employees a regular
wage evened out across the year.

Establishes a maximum quota of 120
overtime hours per worker per year
which can only be exceeded with the
agreement of the works inspector.

Allows part-timers to refuse overtime
when their contract is drawn up and
states the overtime written into a part-
timers® contract must not exceed a third
of the contract’s weekly or monthiy
length. Prohibits overtime hours from
bringing weekly working hours over the
normal length of the full-time working
week.

Gives part-timers the right to forgo

part or all of their contracted overtime
hours provided seven days notice 13 given,
and protects employees from dismissal
for taking this step. Gives employees the
right to refuse occasiomally to work
contracted overtime provided seven

days notice is given to the emploger.
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Table 4.18 (Continued)

Britain France

States that employees must be given seven
days notice of overtime requirements,
unless he/she agress atherwise and that
an employee’s contract must be
lengthened { unless the employes
objects), if overtime exceeds the contract
length by two hours er more on average
continuously over ten weeks.

The ver'y extensive use of part-time work in British retailing does not
appear to reflect a greater awareness of non-work issues among British
employers, rather the outcome of a combination of demand and supply
factors which encouraged its growth (as described above), although it
may be that the greater use of part-time work in Britain has made
retailers more aware of part-timers' non-work commitments than their
French counterparts. The available evidence, however, suggests that
this is not the case. Although, in the boom of the 1960s, part-time
working hours may have been scheduled in order to attract married women
into these jobs (see Robinson and Wallace, 1974; Seear, 1982), in
recent decades economic requirments have taken precedence over women's
preferences in their working hours:

...retailers have altered working hours to meet their own
trading objectives rather than to accommodate women's

preferences for different work schedules. (Robinson and
Wallace, 1974: 48)

Indeed, additional evidence from Bosworth and Dawkins (1982) notes the

lack of flexible working hours in retailing compared with other

industries where women constitute a similarly high proportion of the

workforce. This would seem to suggest that, for women with domestic

responsibilities, their working hours may well not offer them the

flexibility they require. Furthermore, the only published evidence
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about formal flexibility schemes has been of management-orientated
systems. Sparks (1987) found that one operator, Tesco, employed a
system of recruiting part-timers to work a minimum of sixteen hours a
week and a maximum of thirty-two hours a week by which employees'
working hours were adapted with a minimum of a week's notice according
to changes in demand and turnover. Also, a survey of twenty retailers,
five of whom were food retailers (IMS, 1986) found that in some cases
flexibility was being obtained through introducing a contractual
comitment from part-timers to work hours as required. .

In France, the extent to which management-orientated flexibility
schemes are used in retailing has not been documented. The
introduction of "flexibility agreements" in France would suggest that
this sort of flexibility is also developing there. On the other hand,
there is evidence to suggest that there are more formal flexibility
schemes which enable workers' preferences to be more fully taken into
consideration than in Britain, giving support to the hypothesis
advanced in Chapter 2 which suggested that this might be the case. In
France there is a small body of literature describing the widespread
use of. formal schemes which have been introduced on an experimental
basis in French food retailing, and which do not seem to have been
developed in Britainl3 (Janus, 1981; Bieganski, 1983; Eliakim, 1983;
Intersocial, 1984). These seek to give employees (both full and part-
time) greater flexibility in, and control over, their working hours
(Appendix VI provides a full description of the growth and operation of
these systems in France). Their experimental nature gives some support
to the hypothesis formulated in Chapter 2 that more experimental
patterns of working hours have been developed in France than in
Britain.
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One of the major innovations to achieve these flexibility and control
objectives has clearly stemmed from the French debate about working
time is the development of semi-autonomous teams of part-time check-out
women (users of these schemes are almost exclusively women), many of
which are being introduced as quality circles (Intersocial, 1981;
Personnel Management, 1981; Usine Nouvelle, 1985) Indeed, it 1is
referred to in the literature in the context of time management and

incorporates the notion of temps choisi. In these teams the women set

their own work schedules around a core number of fixed hours in
preference to complete management imposition of hours. Reports
indicate that the women respond well to the opportunity for greater
control over their working time in order to enable them to achieve a
better synchronization of their work and family lives. No published
evidence exists in Britain of similar systems or even of comparable
attention being paid to the flexibility in working hours in this
perspective in retailing.

Finally, there is only published evidence about the use of overtime in
retailing in Britain and this is limited because it is drawn from the
IMS (1986) survey in which retailing was only one of four sectors under
study and because only only a small number of food retailers
participated in the research. Nevertheless, the findings fraom the
survey suggested that part-time workers were increasingly being used in
preference to full-timers to provide overtime hours because their use
did not incur overtime premia payable when weekly working time exceed
basic full-time hours. They also found, as mentioned above, that a
requirement to work overtime was being written into some part-time

contracts.
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Satisfaction with Part-time Working Hours

A number of factors might suggest that greater satisfaction with part-
time working hours might be expected in France than in Britain. These
include the more extensive regulatory network for working hours in
France, the greater formal opportunity in France for workers to affect
their working hours through trades union intervention, works committees
and self-expression groups, and what appears to be a more widespread
existence of working hours systems which allow employees greater
control over their working hours in France compared with Britain.
Furthermore, there appear to be more explicit attempts by French
employers to devise working hours which will suit both employers and
employees. Notably, the subject of part-time work is described (LSA,
1979, 1984b; Points de Vente, 1982) both in terms of its advantages for

flexibility and for meeting the constraints of the divergence between
the trading hour and working week and the imperative of introducing
part-time work into jobs in such a way as to meet the needs of both
employees and employers. Werner summarizes this concern:

L'utilisation du travail a temps partiel est indispensable
dans la distribution moderne pour adapter le travail a un
rythme irrégulier d'activité; dans la mesure o0 le travail a
temps partiel n'est pas considéré comme un travail sous-
évalué, il peut contribuer a répondre a la fois aux besoins
des entreprises et a ceux du personnel. (Part-time
employment is indispensible in modern day retailing in order
to adapt work to an irregular pattern of activity; as long as
part-time work is not perceived as a devalved farm of work,
it can satisfy both employers' and employees' needs.) (LSA,
1979: 94)

Articles by a number of authars (Bieganski, 1983; Eliakim, 1983;
Intersocial, 1984; Rigoureau, 1985a, 1985b, 1985c) provide ample
evidence of concern for creating systems which will improve job
satisfaction and working conditions as well as improving productivity
and reducing absenteeism and labour turnover by achieving a better
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match between employers' and employees' needs. They also demonstrate a
willingness to experiment with working hours in retailing.

However, in general part-timers in retailing seem to be much less
satisfied with their working hours in France than in Britain. In
large-scale grocery retailing in Britain part-timers are generally
satisfied with their working hours. Sparks (1987) found recently that
68%2 of part-time employees in superstores and 617 of those in
supermarkets mentioned hours of work as an advantagé of their job.
Satis;factim with working hours, however, varied significantly
according to the retail operator. On the basis of the findings from
the Women and Employment Survey, it might be expected that the majority
of female part-timers in retailing are satisfied with both the length

of weekly hours and their organization. Indeed, some authors (Trinder,
1986; Sparks, 1987) have suggested that part-time work in retailing
suits women with childcare commitments. Furthermore, in large-scale
grocery retailing, part-timers are often expected to work for shorter
days throughout the working week, exactly the pattern which women part-
timers most often work and with which they appear to be satisfied
(Martin and Roberts, 1984). Nevertheless, it has been found
(Hurstfield, 1978) that because patterns of working hours are so
crucial to women because of their domestic commitments, the use of
management-orientated flexibility, such as changing working hours and
excessive overtime, causes considerable dissatisfaction among part-time
retail assistants. In Britain part-timers seem to be least satisfied
in firms where management-orientated flexibility is used. For example,
in Tesco's where a management-orientated flexibility scheme was
introduced few part-timers were satisfied with the scheme and levels of
dissatisfaction were higher with this operator than with others
employing fixed working hours.,
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In France part-timers appear to be more dissatisfied with their working
hours than their British counterparts both in terms of the length of
working hours and their organization. Retailing as a whole is one of
the sectors in France in which it seems that part-time work is often
involuntary, and that part-timers are working shorter hours than they
would like. Small-scale research among sales assistants in a French
department store found that most women did not choose to work part-time
but had been forced to take part-time work because a long break from
the labour force during their family formation stage had made their
qualifications redundant (Kergoat, 1984). The profile of part-time
work by age for employees in the private sector (Belloc, 1986) gives
some support to this explanation because it shows that levels of part-
time work in this sector are relatively low in the 25-40 age group and
substantially rise over the age of forty. The research carried out
among part-timers at Carrefour in France substantiates the view that
many part-timers would prefer to work longer hours: it found that 63.7%
of part-timers would prefer full-time employment (Bieganski, 1983: 36).
Also, ILehmann's (1985) evidence suggests that the organization of
working hours often does not suit part-timers in retailing, and Kergoat
(1984) found the patterns that women with children were asked to work
often did not satisfy women's preferences. In the light of this
evidence about satisfaction with working hours in Britain and France
another aim of the fieldwork became to examine more closely women's
reasons for working part-time and their patterns of working hours in
the two countries, to investigate the relationship of these patterns
with satisfaction with working hours and, in particular, to test the
hypothesis that women with children are more satisfied with their part-
time hours (both in terms of their length and their organization) in
France than in Britain.
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In sum, these Franco-British differences in patterns of working hours
(in terms of the length of working hours, their organization and
flexibility) in large-scale grocery retailing combined with the
dissimilarities in the use of part-time work identified in the two
countries lead to the main hypothesis that, despite facing similar
constraints, retailers are developing patterns of working hours in
significantly different ways in Britain and France. It was also with
the aim of testing this hypothesis and unravelling the reasons for
different patterns of working hours in the two countries that the
fieldwork for the thesis was undertaken.

Footnotes

1. For example the Census of Distribution data series, which records
part-time employment at the level of grocers and provision dealers only
covers the period 1960-71. The subsequent Retail Inquiries collect
details of anly the total number of employees in food retailing and do
not disaggregate by sex or the status of employment. The Census of
Population records levels of part-time work in the retail distribution
of grocery and provisions in only 1961 and subsequently carries out its
collections at increasingly aggregated levels of analysis. The Census
of FEmployment provides disaggregated statistics (by sex) but only at
the level of food retailing and for the period 1971-84.

2. Commerce de détail d'alimentation générale (non-specialist food
retailing) comprises supermarkets, hypermarkets, magasins populaires,
independent grocery retailers, small independent supermarkets
(superettes), grocery outlets, small supermarket outlets, and
cooperative grocers.

3. This study also found that the type of part-time employment depended
on the sex of the worker. For example, it found that male part-timers
tended to be employed mainly in warehousing jobs, while female part-
timers were located more often on the shop-floor, and particularly on
check-outs.

4, In fact different statistical sources give different views of the

changes in total employment. The Census of Employment shows a

reduction of total employment of about 50,000 while the Retail

Inquiries (see NEDO, 1985) show a gradual decline about a much higher
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level during the period. Furthermore, the Retail Inquiries, which give
total employment figures for large grocery retailers (defined on a
basis of turnover and not surface area), show fluctuations up to 1979
and a fall off in employment between 1979 and 1982.

5. There 1is considerable discussion about whether part-timers in
retailing can be considered as a peripheral workforce. NEDO (1985)
seems to consider them to be part of the core workforce and only
classifies temporary workers as peripheral. IMS (1986), by contrast,
would seem to include part-timers in the peripheral category as they
often do not share in the financial and non-financial benefits of core

group employees.

6. For a thorough review of the changes which have taken place in
distribution see Brosselin (1981) and Dayan (1987) in France and
Jefferys (1954), Livesey (1979) and Home Office (1985) in Britain.

7. "...le libre-service permet de séparer les nombreuses opérations
entourant le choix du consommateur (manutention, présentation du
produit, démonstration, emballage, marquage des références et des prix,
paiement, etc.) de l'opération de choix elle-méme. Cette séparation
offre la possibilité d'introduire les méthodes industrielles de
fabrication, avec leur énorme puissance, beaucoup plus systématiquement
dans 1'acte commercial de vente qu'il n'était possible avant
1'invention du libre-service, comme, par exemple, d'emballer et de
marquer en usine..." (...self-service makes it possible to separate
the numerous tasks which are associated with consumer choice
(warehousing, product presentation and demonstration, packaging,
product and price marking, payment etc) from the act of choosing
itself. This separation enables the more systematic use of industrial
production methods, with their enormous power, into the sales process
than was possible before the introduction of self-service retailing,
through, for example, packaging and labelling products in the factory).
(Messerlin, 1982: 22).

8. The introduction of these new jobs in retailing has led to the
argument that retail employment has been de-skilled (Braverman, 1974).
It may be argued, however, that employment has not necessarily been de—
skilled, but rather that old skills have been replaced by new ones.

9. For'a more detailed discussion about the impact of new technology

into retailing see Dawson (1982, 1983), DI' EDC (1982), European
Foundation (1985).
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10. The explanation for the slow speed of development of information
technology in Britain would to be that British retailers have
preferred to invest in new sites and to wait for the cost of the new

technology to fall (IGD, 1984).

11. It is unlikely, however, that this would have dissuaded employers
in large-scale grocery retailing for whom numbers of employees often by
far exceed fifty per outlet.

12. Reynolds (1985a) makes the point, however, that large-scale grocery
retailers were in a better position to absarb price increases by being
able to caommand bulk discounts and absorb price—cuts at the expense of

other aspects of the operation.

13. Only ane system of this type (in engineering) was found in the
IMS's (1986) survey of flexibility in the food and drink, engineering,
and financial services industries and retail distribution.



Chapter 5
Patterns of Working Hours in Large-scale Grocery Retailing:
Industry Level Findings

The chapter presents the findings from the empirical research at firm
level and includes information from the firms whose outlets were the
focus of the case-study research, the findings of which are described
in Chapter 6. In the present chapter the information obtained from the
interviews with trades unions' representatives in the two countries is

also analyzed.

The analysis and presentation of the findings in these two chapters is
based partly on a framework developed by Lee (1985) to help explain the
control of organizational time. There have been two main attempts to
produce a framework explaining the factors determining organizational
time (Lee, 1985; Clark, 1983). Clark's framework (1983:3) was
formulated in the context of debate about organizational times and
structuring in organizations and provides a general outline of some of
the main factors contributing to organizational timetables as well as
their possible consequences for those working within them. The
framework is useful in that it is the only one to date to make specific
reference to the influence of national societal values and practices on
organizational timetables. It also shows how timetables are influenced
by the dependency of the organization on suppliers, customers and
financiers, and by the strategic choices made in the context of these
dependencies. The main components of strategic choice outlined in the
framework are: the existence of specialist time departments and
temporal inventories (aggregate hours employed in an organization), the
degree of logistical tightness of factors of production (time-space
flows of men, materials, and capital within the organization), and the
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temporal division of labour, including individual time horizons (the
period over which actors exercise discretion without being checked by
superiors).

However, the framwork provided by Lee (1985), based on an earlier model
by Lee and McEwan Young (1979), establishes a more practical and
detailed operational framework for both analyzing and explaining
organizational time. It is for this reason that, although many of the
components of organizational timetables as identified by Clark (1983)
are described in the research findings, it is Lee's framework for
analysis which is drawn on predominantly in the presentation of the

results.

Preliminary research by Lee and McEwan Young (1977) showed that hours
systems could be described in terms of six components: daily hours
(quantity); bandwidth (early start and latest finish time); core
periods (the period during which the employees must be present);
settlement hours (the number of hours to be worked in each settlement
period); settlement period (the time during which a number of hours
should be worked); control (the nature of control exerted by management
over the employee's choice of working hours). The first five factors,
taken together make up what they called the "primary hours system".
Clearly, this system will be determined by the sorts of strategic
choices over organizational timetabling made in the context of supplier
and customer dependencies and national socio—cultural frameworks, as
outlined by Clark (1983). The control factor specifies who can use the
flexibility built into the system by the other factors. Lee and McEwan
Young (1977) also found that the success of a given hours system
depended on the organizational profile in terms of company objectives



for the system, work situation characteristics and other factors such

as payment and appraisal systems.

Iee's more recent research (Iee, 1985) has informed the basic model of
hours control by introducing the idea that where the primary hours
system is flexible an employee's hours may be influenced by factors
related to the task, technology employed or other factors. It also
adds to the primary hours system the possibility of a supplementary
hours system which may be called upon in times of unpredictable demand.
In addition, it indicates that both types of system (primary and
supplementary) may be controlled and influenced by management and will
be liable to some form of employee mediation (called employee control).
The main components of Iee's hours control framework are shown in
Figure 5.1. Arrow 1 represents a fixed hours sytem. Actual hours may
still differ from those specified by the primary hours system. In all
cases the employee is an important mediator between system and
practice. Arrow 2 represents systems in which the customer, tasks, or
some other factor, influence the hours which an employee much work.
Arrow 3 shows how some systems include supplements to the basic hours
system in the form of, for example, overtime and on—call rotas. Arrow
4 represents direct management control of the primary hours system,
‘while arrow 5 represents the situation where management controls the
application of the supplementary hours system.

This framework for hours control has been further supplemented by Lee's

(1985) research into mnagememt—contfoller:l hour systems. These systems

give management rights to vary employees' hours and are commonly found

in nursing and the police force, although they have also been found im

retailing. The research has shown that in such systems where the task

environment may cause variable time demands, some form of downward
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control on employees may formally be built into the system. It has
also been suggested on the basis of this research that various aspects
of any system may be divided amongst management or supervisory staff,
that the manner in which the system is applied may change its character
and that many systems may build in mediating mechanisms to enable
employees to reduce the impact of downward control. These mechanisms
are understood to mean channels for employees to express choice over,

or complain about, working hours.

Figure 5.1 Iee's Hours Control Framework

1
2
Primary
Hours
System Supplementary
Hours Hours 3 Y v
Influence System N Employee Actual
Factors (e.g. overtime Control Hours
(e.g. rotas) Worked
customer, 5 4
- task
technology)
Management 4
- Control




The three main areas described in Iee's research - hours systems
(primary and supplementary), mediating mechanisms, and employee control
- form the framework for the presentation of the fieldwork findings in
Chapters 5 and 6. In this chapter hours systems and mediating
mechanisms in the firms studied are described in detail.

Hours Systems

Hourjs systems are not described in the research findings along the
lines suggested by Lee but in terms of the components of patterns of
working hours described by Bosworth and Dawkins (1981) in order to
provide cohesion and to enable easier comparison of the findings with
the secondary data presented in Chapters 1-4. These categories are
broken down into further subjects for analysis (which are not described
in this form by Lee [1985]) which allow the actual practices relating
to patterns of working hours in large-scale grocery retailing and the
rationale behind them to be explained.

The Length of the Working Period

The duration of the working period which is most relevant to an
understanding of patterns of working hours in large-scale grocery
retailing in Britain and France are the number of hours worked by an
individual on a weekly and on a daily basis. Consequently, employers'
policies and practices will be contrasted and compared for both these
components of the working period.

T



Weekly Contract Lengths

The following discussion is organized into four areas which describe
the main influences on weekly contract lengths revealed by the
fieldwork. The first three areas for discussion investigate the
factors influencing the choice between employing full or part-timers on
the shop-floar. The last area far discussion examines the influences
on weekly part-time hours and their relationship with weekly hours.
Although these four areas are separated in order to facilitate
explal;xatim, in reality, the various components of patterns of working
hours and the factors influencing them are inter-related and in the
course of the discussion an attempt is made to reveal these inter-

relationships.

Attitudes Towards Part-time Work and its Level of Use

In Britain the retailers in the sample were umanimously in favour of
using part-time work although it had not developed at the same rate in
all firms. In Britain employers appeared to fall into two distinct
groups according to the way in which part-time work had developed in
their firms. While all retailers appeared to have started using part-
time work over the years in response to lengthening trading hours,
several (GN3, GN4, GR2) had started to employ part-timers more
extensively when legislative changes, beginning with the imposition of
SET in the mid-1960s and subsequent changes in the NI system in the
mid-1970s had raised the cost of employing full-timers. Other
retailers (GN1, GN5, GR1), however, appeared to be more reluctant to
radically change their practices until the early 1980s when rising
labour costs, increased competition, and a realization that they were
less competitive in terms of labour efficiency than others, farced them
to undergo a major revision of working hours. In both cases the
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development of sophisticated labour productivity systems (which will be
discussed in detail below) has played a contributory role in the
extension of part-time work.

It is clear that the direct financial advantages of employing part-
timers who work (at current NI rates and average wages for retailing)
about eighteen hours a week, figure prominently among the reasons why
retailers have favoured the use of part-time work. However, the
advantage of being able to employ part-timers in order to maximize
labour productivity by matching labour requirements to customer demand
has evidently been another major attraction for retailers. In
addition, part-timers were also unanimously preferred to full-timers
because they offered cheap flexibility (extra hours below the full-time
working week are paid at single time) to cover for absenteeism and
unexpected customer demand. There was no evidence to suggest that the
creation of part-time jobs by British retailers over recent years was a
social measure stemming from an awareness that there was a demand by
women for this form of work. Its use reflected business needs only,
although employers were aware that a suitable part-time workforce
existed because of women's domestic commitments.

Most British retailers expressed their satisfaction with the part-time
retail workforce: the increasing source of married women seeking
convenient hours has ideally suited retailers' requirements as part-
time work has been extended from evening check-out work to all
unskilled jobs throughout the working day. All retailers found in
married women a stable and reliable source of labour which they
supplemented by varying degrees with students. Labour turnover was
considerably higher among students, but it was predictable, and
students were easily replaced; it did not, therefore, pose real
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problems. Only one retailer (GNS) mentioned problems of high labour
turnover in the main body of the part-time workfarce in some areas
where unemployment was high and youngsters were taking part-time work
as a last resort and leaving for better pay in full-time work.

The sample firms, on average, employed approximately 60%Z of their shop-
floor staff part-time, with top levels of about 702 (GN1, GR2, GN6,
GN4). The higher than average levels of part-time work in these firms
could not be explained by differences in outlet sizel. Most of the
Britiéh retailers did not plan to increase levels of part-time work
which in most cases had, in their view, reached optimm manageable
levels. In most cases full-timers were employed only in skilled jobs
(for example butchers and bakers) and in management. A minimum core of
unskilled jobs were also full-time so that a pool of labour would be
available for promotion purposes. Part-timers were not eligible for

promot ion beyond the lowest grades.

Most British retailers only planned to extend existing productivity
systems and to respond to the lengthening of trading hours
(particularly with the possible advent of Sunday trading), which may
have the knock-on effect of raising levels of part-time work (as
explained below). There were exceptions to this trend: in one firm
(GS1) shorter contracts for part-timers were being developed, hence
increasing numbers of part-timers, and another (GN5), which had started
only recently to develop part-time work, was in the process of

increasing levels in stores,

Two other retailers, however, were anticipating a return to lower

levels of part-time employment. One of these (GN1) felt that part-

timers' complex working hours were very difficult to manage and
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favoured a return to lower and more easily manageable levels of part-
time work. The other (GN4) was changing its patterns of working hours
to suit the campany's objective of creating the image of a mature and
experienced workforce. It was introducing langer part-time shifts in
order to attract more mature women into evening and Saturday work
normally carried out by students. Longer hours, which are more
attractive to mature women who had finished raising their families,
were being offered on the condition that evenings and Saturdays would
be worked on a rota basis. This is a good example of how a retailer in
Britain was aware of women's changing demands in working hours
throughout their life cycles and takes advantage of them.

In France the attitudes towards the employment of part-timers and the
development of part-time work seems to be more heterogeneocus than in
Britain. Part-time work appears to be developing in two distinct ways,
each pattern of development being closely related to the retailers'
attitudes towards, and experience of, part-time work. The first
pattern of development is typical of two of the largest employers and
most successful retailers in the industry (FN1 and FN2). These
retailers do not want to develop part-time work on a large scale in
their campanies and seek to limit its use to certain jobs in stores.
The levels of part-time work in their stores are amongst the lowest in
the industry and considerably lower than average levels in Britain
(between 25-30%7 of shop—floor employees work part-time). This was
surprising because these stores (particularly FN1) specialized in
larger outlets including hypermarkets where, based on secondary data
discussed in Chapter 4, higher levels of part-time work might have been
expected. Part-timers are employed almost exclusively to cope with
peaks in customer flow on check-outs.



In these firms the development of part-time work is largely explained
as a response to lengthening trading hours in the out-of-town
hypermarkets in which these firms specialize. However, despite their
reluctance to use part-time work (as explained below), these firms held
the same views of the advantages of part-time work as British
retailers. In FN1 where part-timers represented 90% of check-out
assistants their productivity benefits were particulary emphasized. In
the other firm (FN2) where, by agreement with the unions, part-timers
did not represent more than 50% of check-out assistants, their most
prized feature was their flexibility to work extra hours on single-time
pay.

However, levels of part-time work in these firms were not expected to
increase significantly in the future. The firms were opposed to the
development of part-time work for several reasons which relate to the
type of labour attracted to part-time jobs in this industry in France
and to the companies' objectives. Both companies had a high quality
product and service image for which an employment policy of attracting
and retaining a top-grade workforce had been developed. These
employers had found that the type of employee attracted to part-time
work did not met their service standards. In particular, it would seem
that even in these firms reputed for their generous staff benefits,
part-time work remained unpopular and only the most financially needy
were prepared to undertake this work.

The unpopularity of part-time work in retailing has resulted partly

from the particularly French reaction to the way in which part-time

work has been used in this industry. For example, most firms have used

- and some, including these two firms, continue to use - part-timers

extensively for working unsocial evening hours only, thereby extending
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the working day after full-timers leave work. 1In the French context
where, in contrast with Britain, retailers have been unable to recruit
part-timers actively seeking evening work, this has resulted in the
further alienation of part-timers from the workforce and the increased

unpopularity of part-time work.

These firms have found that part-time employees are less loyal to the
firm than full-timers and are much more likely than the latter to leave
to find better pay in full-time work, even though these firms' pay
levels were almost double those usually offered in the industry. In
addition, they have found greater difficulty motivating part-timers in
their work, removing their feeling of alienation, and integrating them
into the workforce. The net effect of these different problems has
been for part-timers to offer much lower levels of customer service
than those expected of them by the firms.

Both these firms have been forced to adapt working conditions to help
combat the problems associated with their part-time workforce and
satisfy their service objectives. One major facet of these adaptations
has been to alter patterns of working hours: both have developed
rotating shifts and semi-autonomous teams (as described in the
discussion about shift patterns) in order to distribute unsocial
working hours more fairly among part-timers. But one firm (EN2) has
also attempted to build part-timers into the store career structure so
that the large numbers of young men and women taking part-time work as
a second best to full-time work will be more likely to stay with the

company in order to progress up the career ladder.

The combination of problems with the part-time labour force and the
influence of specific company objectives has caused these companies not
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only to limit their use of part-time work and adapt patterns of working
hours to part-timers, but also to introduce other innovations in
working hours. In order to achieve their flexibility requirements with
low levels of part-time work, these firms have developed an extensive
range of flexibility contracts which are unknown in the British
retailing scene. The most common were annual part-time and full-time
contracts, Other forms of flexibility included monthly part-time
contracts and various forms of full-time flexibility (as described
below in the discussian about flexibility in working hours). Flexible
workilng hours were complemented by developing multi-skilled full-timers
(see pp255-60) so that high labour productivity could be achieved by
other methods than from using part-time work.

The secand pattern of development of part-time work was typical of the
majority of French retailers in the sample who favoured the increasing
use of part-time work and shared the view that part-time wark was an
important means of raising labour productivity and reducing labour
costs (FN3, FN4, FR1, FR2, FR3, FR5). In contrast with the firms which
opposed the extensive employment of part-timers, many of these firms
had levels of part-time work which were already relatively high (40-60%
of the shop-floor workforce), but levels were lower on average than
those in British firms. This difference could not be explained in
terms of the size of outlets owned by the firms2. The highest level
was in one firm (FR2) where 807 of the shop-floor workforce in one
hypermarket worked part-time. Most of the firms favouring higher
levels of part-time work, much like British retailers, had moved from a
situation of employing part-timers solely during peak times an check-
outs to one of employing them on tills and on the shop-floor throughout
the day . 'Ihe'developumt of part-time work in these firms has, in most
cases, formed part of a cost-cutting exercise in a bid to survive in
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the face of falling profit margins, rising competition and lengthening
trading hours, changes which took place in the early 1980s in France
when the economic recession began to bite. Contrary to expectations,
changes in the legal structure in 1981 (as discussed in Chapter 4 and
in Appendix IV) in order to extend the use of part-time work by
employers seem to have had little effect on their decision to increase
their use of part-time work. The majority of firms saw no reason why
part-time levels in stores should not reach 70-80% of the workforce in
low-skilled shop-floor functions and, like the British, envisaged
keeping a small core of full-timers in skilled jobs in management where
continuity was felt to be indispensable, and in some unskilled shop-
floor jobs for promotion reasons. Only one firm (FN3) which ran very
high lewvels of part-time work (70%) and numerous shift patterns was,
like two of the British retailers, considering a return to lower part-
time levels in order to simplify labour scheduling and improve employee

motivation.

However, most Irench retailers found that employing considerable
numbers of part-timers was not without its disadvantages, the most
significant of these being the labour turnover and motivation problems
noted in companies FN1 and FN2 above. The common intention of the
majority of French retailers to increase the use of part-time work
concealed wide variations in the attitudes towards how these
developments would be achieved and could be recanciled with other
company objectives. Two firms particularly concerned with cost—cutting
(FN4 and FRS) sought to continue increasing levels of part-time work
with little concern for the problems of high labour turnover and the
poorer levels of service which they expected to encounter from the
part-time work-force. However, the other firms (FR1, FR2, FR3, FR4)
were particularly concerned about the problems of maintaining high
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service levels and reducing labour turnover while increasing levels of
part-time work. These firms sought to achieve these objectives by a
series of measures aimed at developing a motivated and satisfied part-
time workforce: longer and therefore more lucrative weekly contracts
for part-timers; higher pay lewvels; development of semi-autonomous
teams and rotating shifts (as described below).

Although many French retailers were increasing their use of part-time
work, the methods they used to achieve this seemed more crude than
those used in Britain. The more recent changes in the retail
environment in France appear to have caused French employers to look
more belatedly at the questians.of labour cost targeting and labour
productivity than the British. While British retailers have developed
sophisticated productivity systems based on work study analysis to
enable the systematic calculation of part-time labour requirements, in
France only one firm had adopted this type of productivity system. In
general, firms were increasing part-time levels simply by replacing
full-time employees in low-skilled shop-floor functions with part-
timers. This difference in the labour cost targeting and productivity
systems used by British and French retailers also contributes to an
explanation for the dissimilar extent of part-time use in the two
countries (as described below).

Labour Cost and Labour Productivity Targeting

The fieldwork revealed that the use of labour cost and productivity
targeting influences patterns of working hours significantly in large-
scale grocery outlets. One of the main objectives of labour cost and
labour productivity targets is to help outlets and companies to achieve
profit objectives. As labour costs constitute a major proportion of
total costs in retailing (usually around 50%Z of all costs) and
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retailing is a labour-intensive industry, minimizing labour costs makes

a major contribution to profitability.

It was found that in Britain labour cost and labour productivity
targeting are closely inter-linked: most major national and regional
retail grocers have developed systems for setting labour and
productivity targets. The object of these is to match labour hours
optimally to customer demand. The labour cost and labour productivity
targeting systems developed in the British sample finmé were almost all
(with the exception of GR2 and GS1) based on work study analysis and
imported from the USA. In these systems labour productivity targets
are established for different jobs, and labour needs (expressed in
hours) are derived from dividing the total work lcad for a particular
job by the labour productivity target for that job. Hence by
predicting sales over a year and the impact on work load for that
period, departmental and total store labour targets for the year can be
established. This can be translated into a cash labour cost target for
the store (and at departmental level if desired). Store labour cost
targets, derived in this way, are then combined and reconciled with
company-level labour cost objectives usually expressed as a percentage
of sales. All systems based on work study are adapted to the
individual stores and take into consideration factors such as the
arrangement of the storage facilities, and the layout of the shop-
floor. Productivity measures for individual jobs are regularly adapted
to take into account changes in these factors as well as those in work
methods and technology, and are used to recalculate labour targets on a

regular basis.

In several British firms (GR2, GN1 and GN2), two of which are now
turning to work study based methods (GR2 and GN1), setting labour cost
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targets as a percentage of sales is still the sole means of setting
labour targets at outlet level. This method had been extensively
employed as the means of establishing employment levels in most of the
British sample firms until more sophisticated techniques were adopted.
This percentage sales method has two main implications for patterns of
working hours: firstly, it does not encourage investigation into work
content in order to establish the optimum mix of full-timers and part-
timers; secondly, it can leave a great deal of discretion over patterns
of hours to ocutlet level management .

The "bottom-up" approach to setting labour cost targets also forms a
basis for setting weekly and/or monthly labour cost and productivity
targets in stores. In one firm (GR1) the store manager is given a
monthly target for store working hours by head office and departmental
managers devise their own weekly schedules in order to meet these
targets. In most other firms weekly hours targets on a departmental
basis are set out in advance by head office management so that
departmental responsibility is more limited. The labour productivity
calculations in most work study based systems are carried out on a
weekly and monthly basis and at department and store levels by
comparing actual hours worked with targeted hours. These calculations
-are employed with other measures, such as sales per man hour or items
per man hour in a dynamic process to help achieve an optimal match
between labour requirements and customer demand.

The importance of these sophisticated systems for working hours is that

in some firms (GN5 and GR1 in particular), they have been found to lead

to a growth in part-time work. Even in firms which already employed

high levels of part-time work the introduction of the system has led to

more refined labour scheduling. These types of systems help retailers
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to identify objectively areas where part-timers can be more effectively
employed than full-timers by breaking down jobs into component parts
and accurately predicting customer demand. Hence the introduction of

such systems can have a major influence on patterns of working hours.

However, the way in which work study results are translated into
patterns of working hours is, to a large extent, influenced by company
objectives. For example in some firms (GN6 and GR1) where the priority
is to minimize labour costs - by avoiding paying NI, avoiding giving
stat;ltory paid breaks, and training employees in one skill only - the
tendency appears to be to employ part-timers primarily on very short
overlapping daily shifts. In others firms where less priority is given
to avoiding breaks, longer daily shifts are possible (GN5). However,
the level of labour productivity may drop if shifts are longer and
employees are only single-skilled. One firm (GN4) has overcome this by
utilizing multi-skilled part-timers who can be moved from one short job
to another in the course of the working day.

Despite the fact that the French are turning increasingly to part-time
work for its advantages in terms of productivity and flexibility, work
study analysis is hardly used. French companies appear to have been
slower to develop sophisticated methods for establishing labour
requirements and those using more advanced techniques were not the
largest firms in the industry. It was surprising to find that despite
an apparently greater preoccupation with working time in France, and a
more complex regulatory framework for working hours within retailing
that most French retailers had also adopted a method of labour cost
targeting (a "top down" approcach) which resulted in a greater reliance
on established norms for the organization of working hours. This
apparent contradiction could be explained by the more favourable
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economic context for French retailing which had not until recently

caused them to try to reduce labour costs.

Most French firms set an annual labour cost target for individual
stores as a percentage of sales, on the basis of past trends in
employment levels and targeted profit. This yearly budget of labour in
money terms is passed down to each of the stores' departments on the
basis of past experience, predicted sales for the coming year, and the
theoretical requirements for labour (based on precedent and the
reqﬁimd sales/man hour objective required to reach store labour cost
targets). Labour cost targets tended to be expressed in terms of an
accepted percentage of sales or sales per man hour. ILabour cost
targeting based on the percentage sales approach was carried out in one
of two ways: some stores had labour cost targets which were tailored to
individual stores, whereas a number used a less precise target
generated from norms of hours worked for stores in various ranges of

size and sales.

Two firms (FN3 and FR1) targeted labour costs on the basis of sales per
man hour, a method which bore some resemblance to the British approach
to labour cost targeting. However, the French system was not based on
work study and did not appear to question the basis on which patterns
of working hours were established. For example, a store of X square
metres may be expected on the basis of normal work organization and
working hours to have a labour productivity of 1000F per man hour.
When predicted sales figures for the store for a given year are divided
by this labour productivity rate a total predicted number of man hours
Y for the year is calculated. Total predicted store hours Y are then
broken down per department as explained above in terms of predicted
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sales, previous employment levels and thearetical employment levels.
The basic organization of labour is therefore not questioned.

Different methods exist in the way the labour cast target - as a
percentage of sales or in terms of sales per man hour - is derived for
individual stores. The method used depends to a certain extent an the
level at which decisions about patterns of working hours are taken and
on the firms' traditions. For example in ane firm (FN1), a hypermarket
company which gives considerable autonomy to the store manager, targets
are negotiated in stores and then progressively upwards with line
superiors; in FN4 by contrast, store labour cost targets are passed
down to the store manager from the board of directars through

successive layers of management.

In France, labour cost targets are, in contrast with Britain, separated
from labour productivity targeting and measurement by most retailers,
which would seem to reflect, in part, the slower development of part-
time work in France. It is often store managers in French large—scale
grocery retailing who decide on the lewl and fam of labour
productivity measurement to be carried ocut in his stare (FN1, FN2, FR3,
FR5). In many cases labour productivity calculations are seen as of
secondary importance in an environment where the managers' priority is
often to reach labour cost and profit targets by whatever means.

Only three French firms (FN4, FR2, FR4) appeared to have systematic
procedures for measuring labour productivity in terms of sales per man
hour an a weekly, monthly, and departmental basis, and for using this
information to adapt manpower levels. Despite this high level of
sophistication, these systems (in FN4 and FR2) were not used to feed

into the store labour cost targeting process, as they are in Britain.
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These firms still rely predominantly on the percentage sales approach
for setting labour cost targets and are therefore subject to the
"weaknesses" with respect to patterns of working hours outlined above.

Two of these firms (FN4 and FR2) had set up their systems on the basis
of informal work study and set departmental labour targets in terms of
working hours. Both also compared reality with objectives and
regularly carried out other productivity calculations on a departmental
basis. The system which most closely resembles the British type has
been developed by a smaller French company (FR4) and has imported
British consultants for this purpose. This firm now uses a work study
approach for estimating required man hours accurately and for helping
decide how work should be distributed between full and part-timers.
Labour productivity calculations are also carried out on a regular
basis.

Although no other firms have developed similar systems for all store
departments, work analysis and productivity calculations are often done
for check-outs where matching labour to customer demand is crucial in
order to maintain customer service levels. However, the specific
patterns emerging from this analysis depend on such variables as the

degree of multi-skilling of employees and company policy and
objectives.

Multi-skilling

Multi-skilling is another term for functional flexibility. In the
empirical work at firm level it was found that multi-skilling
contributed significantly to patterns of hours in large-scale grocery
outlets.
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In both Britain and France there are union agreements which influence
the use of multi-skilling. In Britain, according to the Wages Council
and the Multiple Food Trade Joint Committee's definition of check-out
and stockroom assistants, there is freedom for employees to carry out
types of work other than their main activity as part of their duties.
In France the job description of check-out assistants and shop-floor
assistants set out in the French national collective agreement the
Convention Collective Nationale des Magasins de Vente d'Alimentation et

d'Approvisionement Général allows check-out assistants to carry out
part of their daily work on the shop—-floor while prohibiting shop—floor
assistants from working on check-outs. The French national collective

agreement also states that employees working continuously on more than
one job, one of which is at a higher pay level, should be paid at the
higher pay rate if over half of the working time is spent working on
the more highly paid job. If less than half of the working time is
spent on the more highly paid job, the employee should then be paid at
the higher rate in proportion to the number of hours worked (however,
the unions are currently negotiating a new method, which is being
resisted by employers, of recognizing functional flexibility by which
multi-skilled employees would be placed automatically on a higher grade

with more pay).

Within this loose framework of union agreements in Britain and France
there appears to be a similar diversity in attitudes to, and use of,
multi-skilling in retail grocery firms in the two countries. At one
extreme are firms (FN4, GR2, GR3) whose priority it is to keep labour
costs to an absolute minimum and to avoid the costs associated with
training. Rather, they expect full flexibility of employees on the
shop~-floor and practice "multi-jobbing": that is to say employees are
expected to carry out many shop—-floor jobs for which they may not have
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been trained. These firms had no intention of developing multi-
skilling. They seek to maximize labour productivity and minimize
labour costs by combining this specialization with short weekly
contracts, short daily hours, and demands for maximum flexibility in
working hours from employees.

A number of firms (FN1, FR1, FR4, GN1, GN6, GR1) in both countries have
a degree of deliberate job flexibility between check-out assistants and
shop~-floor assistants. Most of these firms, however, have no intention
of further developing job flexibility through multi-skilling. Several
firms (FN1, TFR4, @N1) are caxerned that by reducing task
specialization through introducing multi-skilling customer service will
suffer. One firm (GN6) is prevented from developing multi-skilling by
pay structures arising from a union agreement which makes inter-
changeability costly and complex. In this firm another union agreement
prohibits any inter-changeability of jobs with the exception of that
between check-outs and the shop—-floor. Only ane firm (GR1) was
considering extending multi-skilling so that absolute flexibility could
be achieved in its stores.

The problem with pay structures in companies is a common barrier to
developing multi-skilling in British stores. Several British companies
(GN3, GN5, GS1) claim they would like to develop multi-skilling in
order to achieve maximum employee flexibility but are unable to do so
because of prohibitive pay structures which have been negotiated with
unions, As a result single-skilling predominates in these firms and
only a limited ammount of job inter-changeability takes place. Indeed,
British unians appear to be wary of multi-skilling as it is seen as a
possible way of removing existing differentials and benefits.



In France similar problems have emerged from the grading scheme
agreement on payments for multi-skilling, set out in the industry's
collective agreement and, to a lesser extent, from company pay
structures. These constraints have limited the use of formal multi-
skilling in two companies (FR2 and FR3). One of these has revised'its
grading structure (illegally) in order to develop multi-skilling in new
stores. One other French company (FN3) has remained predominantly
single-skilled. Job specialization has been used with high levels of
part-time work in order to reach targeted labour productivity levels.
These firms - the single-skilled and the partially multi-skilled - have
developed a wide range of policies relating to patterns of working
hours. These policies reflect general objectives in terms of cost-
cutting and image creation and relate to the degree of task
specialization required of the workforce, the daily and weekly lengths
of working period, and requirements in terms of flexibility in working
hours. For example, in Britain some firms (GN1 and GR2) have sought
above all to minimize labour costs and maximize labour flexibility by
reducing contract lengths and daily shift lengths (thus avoiding paying
NI contributions and giving rest breaks), while anocther (GN5) has paid
less attention to these considerations. A similar range of practices
exists among French firms.

At the other extreme, are a small number of companies in France and
Britain (GN4, FR2, FN2) which are actively developing multi-skilling
Britain's most developed form of multi-skilling has been in operatiom
in one company (GN4) for over twelve years. Most full and part-time
employees are taught two to three jobs so that they can be moved arocund
the store in response to the needs of the business. The aim of this
system is to develop several skills in order to both increase the
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interest in the job and give the firm greater flexibility. This system
does allow for some specialization: some employees work mostly on their
preferred departments and some part-timers are only employed for
specific hours on tills. The use of multi-skilling has a major
influence on patterns of working hours in this store. It enables

longer part-time contracts and full-time contracts to be used on the
shop~-floor without sacrificing labour productivity standards.

Similarly, in a new experimental hypermarket belonging to one French
firm (FR2) multi-skilling is being developed as part of a new flexible
system for part-timers working twenty-eight hour contracts. The system
was introduced in order to resolve the problem of low motivation and
high labour turnover found among single-skilled part-timers on short
contracts in other stores. 1In this system part-timers work in groups
of fourteen to eighteen and are attached loosely to a department in a
store. Within each group every member is entirely multi-skilled and
the group works as a semi-autonomous team (as described in Chapter 4)
both with regards to choosing their working hours and job tasks. A
full profile of this firm's innovative working hours systems is given

in Appendix VII.

In one other firm in France (FN2), where the pay structure prohibits
conventional multi-skilling, two unusual types of multi-skilling have
been developed which have implications for patterns of working hours in
stores. This firm was opposed to the extensive development of part-
time work and by agreement with the union embloyed a maximm of only
0% of check-out assistants part-time. This firm's stance towards
part-time work has resulted in the use of a number of measures which
aim to im:po:rate both flexibility and productivity targets into
patterns of working hours. One of these measures has been in the form
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of multi—skilling. For example the firm has introduced a "complete
job" scheme which insures that employees who stock shelves also order
the products and hence are more involved in the whole process of
supplying the goods to the customer. This type of multi-skilling
within departments represents a move away from the trend towards more
specialization found in other firms. However, according to the firm it
enables a largely full-time staff to be more involved in their work and
to reach higher productivity levels than would be possible if full-
timers were only employed to carry out one task. A second type of
milti-skilling involves employees working certain days on the shop-
floor and other days on the tills on a regular basis, These two
schemes enable this firm to maintain high levels of full-time work and
at the same time meet the flexibility and productivity demands of the

business.

In both countries employers agreed that multi-skilling was most
necessary in small outlets which employ small numbers of staff (usually
up to fifteen per outlet). This was the case because the work load and
range of goods sold was considered to be insufficient to warrant the
type of division of labour seen in large supermarkets and hypermarkets.
In these small stores multi-skilling is used in conjunction with a
greater use of full-time work. In addition, it was found that in both
countries management at outlet level could influence the degree of
multi-skilling in stores. However this was more common in France where
decision making in companies, and in particular the hypermarket
branches of companies, was more often decentralized than in Britain.

Weekly Part-time Contract Lengths

Only part-time contracts are considered here because a greater range of

contract lengths have been found among employees on part-time contracts
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in low-skilled jobs in grocery retailing in comparison with full-timers
in these jobs. Furthermore, part-time contract lengths have been shown
to be a major component of working hours which employers in grocery
retailing change in order to gain increased flexibility. Variations in
full-time contract legnths will be examined when flexibility in working
hours is discussed.

In France contract lengths within stores are influenped primarily by
the company's and/or store's (depending on whether decisions relating
to working hours are centralized or not) policies and traditions with
respect to the use of part-time work. The influence of these factors
has resulted in considerable diversity in practices towards part-time
contract lengths in the French sample firms. Three main practices
emerge, however, among the French retailers which demonstrate the
effect of differing policies towards part-time work. They do not
appear to bear any relationship to the size of outlets owned by the
companies. Firstly, two major retailers (FN1, FN2) operated relatively
long contracts (25-30 hours). These companies emphasized a high degree
of customer service and have limited their use of part-time work to the
check-outs because they have found that part-timers do not tend to
offer sufficiently high levels of customer service. In particular, they
have found that part-timers are less comitted to the firm and have
high levels of labour turnover. In order to render part-time work
financially viable for employees and hence help stabilize the part-time
workforce these firms have decided to retain longer part-time
contracts. Secondly, several other firms (FR2, FR3, FN3) which have -
for reasons of labour productivity, cost reduction, and flexibility -
extensively developed single-skilled part-timers on short contracts
(16-20 hours) for all types of jobs on the shop-floor, are now
returning to longer contracts in order to reduce labour turnover and
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improve customer service. One of these in particular (FR2) is experim-
enting with multi-skilling in order to improve the labour productivity
of employees on longer contracts. Finally, in contrast with the first
two practices, a third set of firms (FN4, FRS) is developing shorter
weekly contracts (16-20 hours) in spite of the associated labour
turnover problems. These firms emphasized the cost-cutting advantages
of employing single-skilled part-timers on short contracts in all areas
of shop-floor work and were less preoccupied with questions of employee
satisfaction and motivation.

Most French retailers, however, were in a transition stage - moving
from one strategy in contract lengths to ancther - and, as a result, a
wide range of contract lengths were found in stares. In addition, in
companies where decisions about working hours were decentralized, part-
time contract lengths were often decided by the branch manager with the
result that practices within the same firm sometimes varied
considerably from outlet to cutlet.

In France the only famal influence on the weekly part-time contract
length is the national collective agreement which sets the minimum
weekly part-time hours at sixteen a week (as described in Chapter 4).
This agreement seemed to work very effectively within the industry and
provides one explanation for the relatively long contract lengths found
in France.

In Britain, part-time contracts seemed to be, on average, sharter than

in France, reflecting the differences found in the secondary data

described in Chapter 4. This dissimilarity did not seem to be

accounted for by the differing ranges of outlet sizes owned by

companies in the two samples. For example, when firms with similar
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ranges of outlet sizes were compared (notably FN3 with GN6é or GR2)
contract lengths still tended to be shorter in the British firms.
Also, British retailers, in comparison with the French, appeared to
adopt a narrower range of practices with respect to the weekly part-
time contract length. This greater homogeneity appeared to be largely
a result of the operation of the NI insurance system which renders
part-time work, up to a maximum weekly number of hours, financially
advantageous to the retailer (and employee). It also seemed to reflect
the narrower range of attitudes to the development of part-time work in
British retailing.

Most British firms had been reducing contract lengths over the years as
part-timers had become the mainstay of most stores' workforces. The
most common weekly contract was around 15-16 hours a week. Many
retailers cited the financial advantage of avoiding NI contributions by
employing part-timers for under sixteen hours a week but emphasized
above all that such contracts enable the productivity requirements of
short daily shifts to be achieved. It was not possible in most cases
to ascertain whether the fact that contracts of below sixteen hours a
week also exempt employees from Employment Protection legislation had a
bearing on employers' decision to fix contracts at this length (with
the exception of firm GR2 where it was stated that this played a part).
Although 15-16 hour contracts were the norm a mumber of firms were
developing, or had developed, twelve hour contracts (for example GN&,
GN6, GS1). These contracts are particularly advantageous for employers
as they enable daily working hours to be shart and offer considerable
flexibility in overtime hours before the NI payment threshold is
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However, in common with the French firms, some diversity in weekly
contract hours was found among their British counterparts and this
similarity could be explained in terms of the same factors. The first
of these was company policy: in Britain policy about cost-cutting (by
avoiding NI payments) and about multi-skilling had a major influence on
the weekly contract length. For example two companies in particular
were paying less attention to the NI threshold in setting contract
lengths. One firm (GN4) was considering increasing the part-time
contract length in order to attract more mature .part—timars into
evening work and create a more stable image for customers; the other
(GN1) was considering a return to longer contracts in order to
alleviate the problems of scheduling large numbers of part-timers (in
both cases it is likely that multi-skilling would be emplayed in order
to maintain cwrent productivity levels). The second factor
influencing weekly contract lengths was the change in company
strategies about part-time working hours which caused variations in
contract lengths within firms. However, the rate of change in these
strategies appeared to be slower in Britain than in France. Finally,
store managers' policles caused some variation in contract lengths
although their effect appeared to be more limited in Britain than in
France because many more British companies had centralized directives
on this question.

Dajily Part-time Hours

In grocery retailing in Britain and France full-time daily hours in

low-skilled shop-floor jobs tend to be conventional day-time hours

(0800-1600 or 0900-1700). It is part-timers who are usually employed

at unsocial times and for shorter pericds than the normal working day.

Consequently, the following discussion focuses on factars influencing
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part-timers' daily hours in Britain and France. Variations in full-
timers' hours from the conventional format will be described in the
discussion about flexibility in working hours.

In Britain the most common daily shift length for part-timers was
between three and four hours, up to a maximum of five hours, although
shift lengths ranged from two to eight hours a day. Most firms
schedule part-time shifts so that only one period of work is carried
out per day. Part-timers tend to return to work for a second period
a‘lly to cover for absenteeism or unforeseen peaks in custamer demand.

Shift length was found to depend partly on local labour market
conditions. Many firms stated that these conditions sometimes
prohibited recruitment for short daily shifts. Shift length also, as
suggested in the secondary data presented in Chapter 4, depended partly
on outlet size, with larger outlets tending to use shorter daily shift
lengths because they enabled them to respond to longer trading hours.
However, shift length depended primarily on firms' policies (or store
manager 's policies where these decisions were made at outlet level). A
large number of the firms in the British sample (GN1, GN3, GR1, GR2,
GR3), whose policy it was to reduce costs by limiting the weekly
contract length - thereby avoiding NI contributions - and by employing
mostly single-skilled employees, tended to develop shift lengths of a
shorter duration than the threshold over which rest breaks had to be
given (as described in Chapter 4). The firms adjusted their daily
shifts as far as possible in order not to cross the threshold which was
applicable to them. These retailers also emphasized that another
important reason for using short shifts was to best meet the labour
requirements calculated from the new labour productivity systems.
Employees working short daily shifts are overlapped as required during
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the working day so the availability of labour optimally matches cust-
omer demand. Only two firms (GN4 and GNS) seemed to pay less attention
to the break factor. One firm in particular (GN4) had successfully
achieved very high productivity levels by combining part-timers working
short daily shifts on check-outs with multi-skilled part-timers working
longer daily hours on the shop-floor.

All the firms in the sample used all day part-timers in specific jobs
anr.l_at certain times of the week. These part-timers were rarely
employed on check-outs except occasionally on Saturdays where students
would work the whole day in some stores. On the shop-floor it was more
usual for part-timers to be employed all day to fill in for full-timers
on their day off and for students to work Saturdays.

Whereas in Britain practices with respect to daily shift lengths
appeared to be relatively homogeneous from one firm to another and
between ocutlets in the same firm, in France a much greater diversity
was found on both accounts. This would seem to relate partly to the
fact that French firms - and particularly the hypermarket branch of
firms - appear to decentralize decisions about working hours more than
in Britain. The muxch greater decentralization of decisions about the
-organization of working hours made it very difficult to whether
a distinction in practices relating to shift lengths (as revealed in
Britain) also existed between large and smaller outlets in France.

The greater diversity in practices relating to shift lengths in France

may also be explained by the wider range of practices relating to rest

breaks in France compared with Britain. In France the collectively

agreed conditions for giving breaks (after five hours continuous work)

would seem to have influenced the scheduling of daily part-time shifts
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in some firms. However, several others (for example FN4 and FR3) have
signed agreements with the unions operating in their firms which give
employees the right to a number of minutes of rest per hour worked.
Hourly rest minutes are accumulated and are normally given in a single
block during the working period - the agreement prohibits the rest
period being given at the beginning or end of this time. Evidently,
for these firms there is no advantage in trying to set part-time daily
shifts below the five hour limit and there was no attempt to do so.

The combined effect of the greater diversity in agreements governing
breaks for employees and the earlier stage of development of part-time
work and labour productivity systems would seem to contribute to an
explanation for the greater variety in daily shift lengths found in
France. In general, however, daily shift lengths appear to be longer
in France than in Britain and range from four to eight hours. It was
not possible to establish definitively whether this difference
reflected the dissimilar size of outlets owned by the companies in the
samples because of the greater decentralization of decisions relating
to the organization of working hours in France. It seemed, however,
that this difference could be attributed to the operation of another
clause in the industry's national agreement which sets a minimum length
of continuous work for part-timers at three hours (as described in
Chapter 4) and to the greater use of longer weekly contract lengths
which increases the likelihood of a longer daily shift. Some French
retailers (for example, FN1, FN2, and FR3) have overcome the labour
productivity problems caused by longer daily shift lengths by
developing multi-skilling, while others have tended, in contrast with
British retailers, to call part-timers to work two shifts during the
working day, often with a long break between the two periods.
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The Organization of Working Hours

In the fieldwork it was found that the most relevant periods on which
to focus in a discussion about the organization of working hours were
those on a daily basis and shift patterns over a longer period. The
term "shift" is defined here as "...a situation in which one worker
replaces another on the same job within a 24 hour period" (IFF, 1978:
ii). A "shift" could not be used to describe the organization of much
of the work in large-scale grocery retailing if other definitions were
used. For example, a shift has been defined as work ocutside the hours
of the day that are considered to be normal (Walker, 1978: 1). The
following discussion examines in turn the organization of working hours
on a daily basis and shift patterns in large-scale grocery retailing.
While the discussion makes reference to full-timers it concentrates
particularly on part-timers because it is their hours which are the
main focus of scheduling.

The Organizatiaon of Hours an a Dally Basis

In both Britain and France the organization of hours on a daily basis
appears to depend to a large extent on the type of job carried out in
the store. Jobs in most large-scale outlets belong to two categories:
those which are directly responsive to customer demand and those which
are more task-determined.

In the first category are jobs an check-outs and at information desks,
on fresh food counters, and to a lesser extent in shelf-filling, and aon
the shop-floor (extra filling is sometimes required at peak times
during the day). Many of these jobs are carried cout on a part-time
basis and daily hours are scheduled in such a way as to meet customer
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demand optimally and other criteria set out by the company ie a prefer-
ence for keeping part-time shifts below the statutory or collectively
agreed break thresholds. In these jobs the daily time of work will
depend to a large extent on the pattern of customer flow which is a
function of cycles in trade, the location of the shop, and the range of

goods sold.

In the second category are jobs such as shelf-filling, bread-making,
and those in the fresh meat department. In both countries producing
bread and fresh meats are skilled jobs, usually carried out on a full-
time basis. In these jobs daily hours start early so that a fresh
product is available at the shop's opening time, and overlapping shifts
may be employed to ensure the presence of skilled staff throughout
opening hours. Shelf-filling, by contrast, is often on a part-time
basis, and in large shops it is as far as possible scheduled outside
opening hours or in slack times in order to avoid disrupting customers.

In both countries there is a requirement to schedule part-time hours to
allow for statutorily and/or collectively agreed rest periods (as
described in Chapter 4). In France there is a much more complex set of
collective agreements establishing full and part-time working hours
which play an important role in determining the organization of hours.
Their organization on a daily basis, however, is influenced - like all
other components of patterns of working hours - by employers' attitudes
to the use of full and part-time work and multi-skilling. These
attitudes have been shown to vary significantly between firms in
Britain and France, reflecting the different way in which part-time
work has developed in large-scale grocery retailing in the two
countries. They also vary between firms within the two countries, and
between ocutlets in the same firm.
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These attitudes can have a wide range of effects on the arganization of
hours on a daily basis. For example, in both Britain and France most
full-timers working on the shop-floor tend to work a conventional week
(ie a normal five—day working week) but one company (FR3) in France, in
an effort to improve part-timers' satisfaction with their working hours
was in the process of introducing more unsocial hours for full-timers
and more social hours for part-timers (hence reversing the current
situation). Another example of the effect of employers' attitudes (and
policies) on the organization of hours on a daily basis is that of the
French companies who prefer to use an absolute minimum of part-timers
mainly to staff the check-cuts in the evenings (FN2 and FR4). In other
companies in both Britain and France where there is a more extensive
use of part-timers - single-skilled on short contracts, or multi-
skilled on longer contracts - part-timers tend to be used throughout

the working day.

Shift Patterns

In general full-timers' hours are conventional and are relatively fixed
over time. The rationale for this relative stability in full-timers'
patterns of working hours and a description of the flexibility which
has been found in their hours will be considered in the following

section.

In France a clear division can be made between two main types of part-

time jobs and their associated shift patterns: check-out and

information desk3 assistants, and shelf-fillers. In most large stores

where part-timers are the main check-out and information desk workforce

and opening hours are long, a system of rotating (also termed rolling)

shifts operates (FN1, FN3, FN4, FR3). Some firms have fully developed
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rotating teams (FN1l, FN4), while others are in the process of
introducing this system (FN3, FR3). Rotating shifts have replaced the
old system of fixed shifts by which employees worked either mornings,
afternoons, or evenings. This type of system has been developed in
order to distribute unsocial working hours more fairly among these
employees. The introduction of these shifts demonstrates clearly that
French employers have an awareness of their employees' working hour
preferences (even though they might not always be taken into
consideration). The rotating teams system sets different daily hours
each week for n weeks. After n weeks the same pattern of hours is
repeated. The rotating shift also enables retailers to schedule two
consecutive days off at least ance a month for part-timers working five
days a week or over (as required by the industry's collective

agreement ).

French retailers introduced rotating shifts among check-out assistants
and information desk employees because they found that an insufficient
number of employees actively sought late evening work (usually up to
2200 or 2300) in large stores where hours tend to be very long, and
that this resulted in problems of high labour turnover and general
discontent among these employees. Employers found that a significant
proportion of evening part-time check-out assistants were married women
who particularly wanted to be with their husbands and families in the
evenings. In order to prevent the development of a stigmatized,
unpopular, evening shift, these employers found it necessary to
distribute unsocial hours among all part-time check-out assistants.
Two of the firms in the French sample had not yet adopted the rotating
shift system (FR1 and FR4). These firms tended to own smaller stores
based in urban areas which had shorter opening hours. Thus the main
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cause for discontent with working hours was removed, and these firms
saw no reason to alter their fixed shift systems.

A further innovation in French retailing, which also appears to have
been developed to help face the problem of discontent engendered by
shifts with unsocial hours, is the semi-autonomous check-out team
system (as described in Chapter 4). This system had been introduced on
an experimental basis in most of the larger French firms (FN1, INZ,
FN3, FN4, FR2, FR3) and represents ane of the wincipal farmalized
methods found in French retailing for taking into account employees'
working hours preferences. Employers have found that the semi-
autonomous team allows employees to share the unsocial hours of work
and has the added advantage that the group develops an identity and a
cohesion which prevents the stigmatization which can occur under the
fixed shift system in France. Employers also found that the semi-
autonomous team gives greater responsibility to the employee, helps
reduce absenteeism and labour turnover, and helps create a better
working environment (employees' views about the effectiveness of this
system and the characteristics of part-timers attracted to semi-
autonomous teams are discussed in Chapter 6). A number of these teams
have also become quality circles, and in one firm employers have
extended the scheme to all shop-floor staff and given them the
opportunity to choose their tasks as well (as described in the case
study of FR2, Appendix VII).

The other major area where part-timers are employed in French stores is

in shelf-filling. In contrast with check-out assistants and

information desk workers, their hours tend to be fixed. In

hypermarkets and in large supermarkets the majority of shelf-filling

takes place in the early morning ie 0600-0900. Retailers said this was
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because in France article 24 of the national collective agreement
governing large-scale grocery retailing forces them to pay premium
rates for all workers employed between 2000 and 0500. It is therefore
cheaper for firms to arrange for shelf-filling to take place in the
early morning before shops open when premium rates are not payable. In
large stores topping up shelf-filling, in preparation for the evening
peak in customer demand, also takes place in the early afternoon when
shops are quieter. Actual schedules for afternoon filling also depend
on the timing of deliveries. In smaller stores with less turnover of
stock, a large part of shelf-filling takes place throughout the working
day.

In general, part-timers were willing to work these fixed hours shelf-
filling in the larger stores, and typically it is women with children,
particularly those with pre-school children, who work these shifts.
Employers suggested that this was because they satisfied a need
expressed by some mothers to be at home most of the day with their
children. However, a couple of firms (FN2, and FR3) which had found
that early starts were not very popular had also brought in rotating
shifts for shelf-filling as well as for till and information desk work.

In Britain, by contrast, it was found that all part-timers worked fixed
hours no matter what the size of outlet (although they could change
regularly, as described p283), both on check-outs and in shelf-filling.
These fixed shifts resembled those worked by part-timers in France
before rotating shifts were introduced. On check-outs they tended to
be either mornings, Ilunch-times, afternoons, early evenings, or
Saturdays.
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British shelf-fillers mainly worked at different times of the day from
their French counterparts. In Britain, a clause in the Retail Food and
Allied Trades Wages Council Agreement obliges employers to pay premium
rates for full-timers employed between 2000-0600 the next morning. As
a result most British retailers have developed part-time evening shelf-
filling (often up to 2300), for which married women with pre-school
children are often employed.

In contrast with their French counterparts British ‘retailens stated
that they had few problems recruiting for different shifts and found
little discontent with working hours. The generally high levels of
satisfaction were attributed to the way in which employees with
different preferences in working hours were attracted to the various
working schedules which employers offered. The relationship between
employees' preferred hours and patterns of working hours will be
examined in detail in Chapter 6. At this point it is interesting to
consider why employers have not found it necessary to introduce
rotating shifts for shelf-filling or check-outs in Britain. This
Franco-British difference can be explained in terms of the shorter
trading hours in Britain and of the limitations on the times at which
most British women can work once they have children. 1In Britain even
large ocut-of-town stores do not tend to be open as late as in France
(they open up to 2100 several times a week in some areas in Britain, in
comparison with up to 2200 every day in many large stores in France).
Consequently, the only late evening shift in Britain (usually 2000-
2300) is in shelf-filling. This later evening work tends to be quite
popular among women with pre-school children who can anly work when
their husbands are home and are able to look after the children (it is
debatable however whether retailers would find enough volunteers for
late shifts on check-outs as well as in shelf-filling every night of
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the week). Similarly, fixed day time shifts are found to suit women
with school-age children who seek hours which will enable them to be at
home when their children return from school. Employers felt that they
had been fortunate to find a labour source willing to work for short
periods at the times of day they required.

Flexibility in Working Hours

In this section the degree of formal flexibility in patterns of working
hours found in firms and the hours control systems in operation
developed by the employer are described. It was impossible to assess
the extent to which informal flexibility existed over working hours
because there did not seem to be any firm-level policies (with the
exception of the case study firm, see Chapter 6) and practices in both
countries depended on outlet-level management. The influence of trades
unions on flexibility is considered briefly here, and their full role
is examined in greater detail later in the chapter.

Flexibility in Part-time Working Hours

In both Britain and France part-time work is now, in most cases, the
major vector for flexibility in working hours. Interviews with both
trades unions and employers showed that flexibility in part-time
working hours in the two countries is derived (albeit it to differing
degrees) from the flexibility built into part-time employment contracts
and employment law, the new flexibility initiatives undertaken by
employers, and finally, the use of overtime.

Flexibilities Embodied in the Employment Cantract and in Employment Law

Discussions with the trades unions in particular in Britain and France

revealed that employers' use of flexibility in working hours was
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enhanced by the way in which working hours are written into the employ-
ment contract and by the difficulties which employees face in opposing
changes in their working hours through the legal system, a finding
which was not apparent from the reading of the secondary literature.

In Britain written terms of employment4 must be given to employees
after thirteen weeks of employment provided that they work for over
sixteen hours a week or have been working for five years for between
eight and sixteen hours a week. Part 1 section c©) of the EPCA states
that the terms and conditions of employment should relate to hours of
work. This section is rather vague and has led retailers to interpret
it in many ways. At one extreme (for example GR1) employers do not
mark any working hours on the employment contract. At the other
extreme some employers set out precisely the starting and finishing
times per day (GN3, GN4). Most. firms, however, mark the total numbers
of hours to be worked per week or per day on the contract (respectively
GNS and GR6).

The trades unions argued that when the exact distribution of working
hours, or indeed total weekly working hours, is agreed orally employers
are given a greater opportunity to vary these hours because aral
evidence of an agreement between employer and employee over working
hours is likely to be more difficult to prove in the case of disputes.
It may therefore be concluded that the majority of British employers
have a considerable degree of flexibility in working hours built into
the terms and conditions of employment through the omission of precise

written terms for working hours.

Although French law relating to information about patterns of warking
hours in the part-time employment contract is more explicit than in
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Britain, considerable freedom to change these patterns is built into
it. The greater detail concerning working hours in French law may
relate to the stronger tradition of written law and greater
preoccupat ion with working time issues (and particularly with part-time
work) in France (as discussed in Chapter 2), as well as to the slower
and more 'difficult development of part-time work.

According to French labour law there are two possible types of
contracts for part-time work: the monthly hours contract and the weekly
hours contract. The monthly contract should specify the monthly
contracted hours and the breakdown of hours per week and per day, and
the weekly contract, the weekly contracted hours and the distribution
of hours per day (Code du Travail, Art L. 212-4-3). Of these two

contracts the monthly contract gives the employer greater freedom to
distribute working hours. In the weekly contract, although hours may
be unequally distributed across the working week, each week in the
month should have the same distribution of hours and in no week should
weekly hours exceed thirty-twof. The monthly contract, by contrast,
allows employers to distribute working hours unequally across the
working week and the working month. Employers can ask employees to
work over thirty-two hours in any one week providing that over the
month hours do not exceed 136, the monthly maximm limit for part-time

hours.

Despite the greater freedom to distribute working hours in monthly
part-time contracts, in practice most of the retailers studied were
found to use weekly contracts. Monthly contracts, which were made law
in 1982, have not yet become the norm. Those employers using weekly
contracts observed the legal specifications for writing working hours
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into employment contracts. Indeed two companies (FN3, and FR4) went
into greater detail by writing in exact starting and finishing times.

However, writing working hours into the employment contract by no means
prohibits change in France. The ability to change freely the
distribution of part-timers' working hours is also part of the law
governing part-time employment. Although these changes can only be
made on the condition that the employee is notified at least seven days
before the change is implemented, at outlet level the notice period is
frequently unobserved and the French retailer's ability to change
working hours is further strengthened.

Superficially, it appears that French retailers may be at an advantage
in having a large degree of flexibility formally admitted by law
(governing the employment of part-timers), but in practice it was found
that the operation of employment law relating to changes in working
hours in both France and Britain is similar, and gives retailers in
both countries almost total freedom to change employees' working hours

unilaterally.

In Britain employers are not strictly within the law to alter the terms
and conditions of the employment contract unilaterally by changing
working hours or their distribution?. In France employers may
unilaterally change working hours if the hours do not constitute what
is known as an "essential" part of the employment contract. However
in the two countries these apparent constraints on employers' freedom
to change working hours are easily evaded. It was clear from
discussions with retailers and trades unions in the two countries that
this is often achieved by imposing changes on employees who effectively
have little means of redress.
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According to representatives from USDAW and the TGWU, although British
employers are not strictly allowed to change the terms or conditions of
employment without obtaining the employees' agreement, it is common for
some retailers to carry out changes by assuming their agreement (termed
consensual variation). Under these circumstances the employee may be
given no prior notice of the change in his/her hours. If the employee
refuses to change his/her hours or their distribution then it is
current practice in grocery retailing in Britain for a new contract to
be offered to the employee and notice to be served on him/bher to
terminate the old contract. At the end of the notice period the
employee is made redundant if he/she does not agree to the changes.
Because of the threat to employees' jobs the unions stated that it was
rare for employees to resist working hour changes initiated by

employers.

In France employers do not have the right to impose changes
unilaterally in "essential" parts of the employment contract (Code de
Travail, Art L.122-4.4). However, the degree to which working hours is
be considered "essential" depends on factors such as how long an
employee has been working a particular schedule and the circumstances
under which agreement on those hours had been reached (see Code de
Travail, Articles L.122-4.7 and 19). The French trades union
representatives explained that if, for example, warking howurs - both
the number of daily hours and their precise distribution in the working
day - are explicitly set out in an employment contract for a part-time
employee, and these hours are specifically arranged so that he/she can,
for example, combine work with domestic commitments, then any attempt
to change the hours definitively can be refused by the employee. If an
employer chooses to dismiss the employee for refusing to accommodate to
the change then the employer can be forced to make him/her redundancy
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payments. In practice, however, few part-time employment contracts
stipulate the precise starting and finishing times employees are
expected to work on a daily basis; moreover, few retailers make part-
time hours an essential part of the employment contract. As a result,
according to the unions, employees in retailing are often not in a
position to make claims against employers for changes in their working

hours.

In addition, unions' representatives in France and Britain explained
that the employee's position for claiming against changes in working
hours is further weakened by legislation which enables esployers to
change the employment contract .providing they can provide a business or
technical reason for carrying out the changes. In both countries,
however, the employer's case to make changes may be weakened if no
notice period is given to employees before implementing the
modifications?. Under such conditions in both Britain and France an
employee's only real claim for redress may be made through an
Industrial Tribunal (IT) or its equivalent (the Conseil de Prud'bommes)

in France. However, the trades unions said that very few cases about
changes in working hours go to an IT or its equivalent in either
country. In France employees may also raise problems over working
hours with the employees' representatives and the works' inspector.

In France it is also rare for cases of this type to go to either the
employee representative(s) or the works committee. The reluctance of
French employees to go to the Conseil de Prud'hommes for grievances
about changing working hours was attributed by the French trades unions
in part to the operation of the industrial relations system which is
based on the observance of agreements and law. It has not until
recently been based on negotiations at company and plant lewvel, as in
-279 -




the British and American systems. In Britain and America the grievance
procedure, by which claims made by individuals are negotiated by unions
and employers and ultimately go to arbitration, plays an important part
in controlling unilateral decisions taken by employers. Outcomes from
grievance procedure then change existing agreements between employers
and unions. In contrast with the French system, the Anglo-Saxon system
gives considerable importance to the individual's role in modifying
negotiated agreements at company and plant level and gives the
individual a platform for disputing changes in working practices. The
French system, by minimizing the role of individual grievances,
effectively makes it more difficult for an individual to have recourse
against a decision taken by an employer which falls outside the
jurisdiction of the law and collective agreements. In fact the
employer is given considerable freedom over the loi interne (which is
the employer's right in French law to control a number of variables
including employment and dismissal, pay levels, and working
conditions), in the company, of which working hours forms a part.

The French unions also argued that the individual's ability to resist
change is further weakened because the works committee is not used by
the unions as a forum for making claims about individual grievances but
as a means of achieving the negotiation of unions' national objectives.
It is therefore left to the employee representative, who lacks the
negotiating strength of a union, to advocate the individual's case.
Given the individual's weakness to resist change engendered by the
industrial relations system in France (and compounded by the legal
framework), it is hardly surprising that few employees can afford to
take the risk of losing their jobs by making claims against employers
for changes in working hours,



On the basis of the description of the British industrial relations
system, greater use of the IT may be expected in Britain compared with
France. But the grievance procedure is only operated effectively in
Britain in sectors of industry where agreements exist with unions, and
where unions have a fairly strong membership. In these areas status
quo agreementsl?® tend to operate which stipulate that changes in
working conditions are only implemented with the prior agreement of the
unions. If changes are implemented before negotiations, a grievance
procedure is started by the union and the change is halted while
negotiations take place. Ultimately the case can be decided at an IT.

However, the British trades unions representative explained that
because union membership is low in retailing compared with other
industries (see membership levels p296) employers are in a position to
refuse to run status quo agreements which they believe would prevent

them responding rapidly to changes in the retail environment. Without
the high degree of worker support found in sections of industry, unions
are reluctant to take grievances about patterns of working hours to an
IT because in general tl}is does not induce employers to halt changes in
working hours. More importantly, under such conditions employees are
likely to lose their jobs even if they win compensation. Moreover,
many part-timers in retailing are not eligible to take grievances to an
IT, this course of action is open only to those who have been working
for sixteen hours or over for two or more years or between eight and
sixteen hours for five or more years. Furthermore, if an employee is
not a union member cases go to the IT even more rarely. Indeed, the
unions stated that many of their own members do not complain about
changes in working hours.
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The considerable potential for retailers to change working hours in
Britain and France, resulting from the flexibility built into part-time
employment contracts and the legal difficulties which employees face in
resisting changes in working hours, have been reinforced in Britain
through the introduction of flexibility clauses in employment contracts
(as described in Chapter 4). Although these clauses apply to full-
timers as well as to part-timers they tend to be used primarily with
part-timers because they provide the major response on the shop-floor
to changes in customer shopping patterns. Some of these clauses are
far reaching. They insist on absolute and instant flexibility in both
the number of weekly hours and their distribution. For example in the
firm GR2 the employment contract states the company's right to:

vary these hours (and if part-time the arrangement of hours)
as the requirements of the business make necessary or

expedient .
Other firms where unions are in a position of greater strength do at
least introduce a notice period into their clauses (for which the main
shop's union has been arguing):

these hours may be changed provided that I am given the
statutory period of notice to which I am entitled by my
length of service (GN3)

actual commencing and finishing times... may be subject to
reasonable change with reasonable notice (GN5).

In general most retailers in France and Britain used the flexibility
available to them by employing hours systems with relatively fixed
patterns of work, which they found more simple to manage on a day-to-
day basis. For the most part patterns of working hours appear to be
system controlled, with changes in working hours being made
periodically through direct management control. Fixed systems for
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patterns of working hours are set up at company, outlet or departmental
level in response to the demands of the task environment and management
objectives (see daily hours, contract length etc).

Only one company in each sample from the two countries appeared to
employ direct management control over working hours on a day-to-day
basis. Both (FN4, GR2) sought absolute flexibility from part-timers
and had a deliberate policy of regularly changing working hours in
order to prevent rigidity developing in employment practices, and to
ensure complete management prerogative over employee flexibility. These
companies' flexibility policies were matched with cost minimization

priorities and policies.

However, practices with respect to changing working hours depended to a
large extent on employers' attitudes and union strength in stores (the
unions' ability to influence working hours is discussed in detail
below) It is clear that in both countries managers at company and at
store level can hold very different expectations of employees'
flexibility in working hours. These expectations are reflected in the
extent to which they adhere to labour law and collective agreements,
and are in turn reflected in employment practices.

Other Methods of Introducing Flexibility

Broadly similar flexibility initiatives for part-timers have been
developed in both Britain and France. One major difference between the
two countries with respect to flexibility initiatives is the degree to
which unions are included in negotiations about these innovations. In
France flexibility in working hours proposals (of both full and part-
timers) must be negotiated with unions if they are represented at
company or at outlet level. In the absence of union representation,
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negotiatians must be carried out with the employee representative. In
Britain, where the legal framework puts employers under no such
obligation, retailers tend only to draw unions into negotiations on
flexibility initiatives where  union membership is strong.
Consequently, the majority of flexibility initiatives in Britain are
unilaterally introduced by retailers. This difference may partly
explain why flexibility schemes are management-orientated more often in
Britain than in France.

I}l Britain there is a strong tradition of management-orientated
flexibility in working hours. Its use appears to be sanctioned in the
Multiple Food Trade Joint Committee Agreement (described in Chapter 4),
and USDAW claims that this sanction is increasingly being used to
justify changes in working hours at will by retailers (for example
GN1). Also, two main management-orientated initiatives have been
introduced into British retailing, in addition to the new flexible
contracts described above. One form of flexibility initiative
introduced for part-timers in some firms in Britain is the "on call"
system (see for example GR2, GR3). These systems give part-timers
contracts for a minimum number of hours and call part-timers in to wark
from hame as and when they are required. They are similar to extended
overtime systems and may be operated farmally or informally. The other
type of managment-orientated intiative is the flexibility contract
which sets minimum and maximum part-time hours and changes hours on a
weekly basis (as described in Chapter 4). At the time of the fieldwork
this had only been used in one firm (GN5S) and had met with resistamce
from employees involved in the scheme.

In France some management-orientated flexibility schemes were also
found, although they appeared to less widespread than in Britain. One
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flexible part-time contract which closely resembled the one at GNS had
been developed by one company (FN1), although this scheme gave
employees their patterns of working hours much further in advance than
the British one. The contract was introduced in the French firm
because it employs relatively few part-timers and wanted to compensate
for this by increasing their flexibility in working hours. It is a
yearly contract for part-timers working twenty-five hours a week which,
although illegal until recently, has been in operation for five years.
In this contract weekly hours are set out as part of an annual plan
which indicates which weeks will be heavy, medium and light over the
year and the hours and days employees will be expected to work for each
type of week. Although employees may work under twenty-five ‘hmrs some
weeks and over twenty-five in others, they must work an average of
twenty-five hours a week over the year,

An on call type system was found in only one French firm (FN4). Here,
a special agreement for daily part-time persannel has been negotiated
with the trades unions. Theoretically they are employed to meet
unexpected increases in customer demand or foirr complete jobs of short
duration. In practice they have become an over-utilized flexibile
workforce because their contracts can be renewed verbally on a daily
- basis.

Overall, the use of employee-orientated flexibility was much more
widespread in France than in Britain (in fact no formal scheme of this
type was found in Britain). The most notable example of this was the
semi-autonomous team (as described in Chapter 4 and in Appendix VI)
The use of this system in France, and its absence in Britain, gives
some support to the hypotheses advanced in Chapter 2 that more
experimental patterns of working hours are being developed in France
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than in Britain and that employers are more aware of non-work issues
and are more likely to take their workers' preferences into
consideration in France.

Overtime - the Supplementary Hours System

In this discussion part-timers' supplementary hours will be called
overtime because it was referred to as such in retailing, even though
overtime is strictly defined as the hours worked over the standard
full-time working week. The discussion relates only to part-timers as
they provide most of the overtime in shop-floor jobs in both Britain
and France. This is the case because, as suggested in Chapter 4 in
relation to British retailing, employers only have to pay part-timers
at single time to work hours above their contracted hours.

Despite the more extensive framework of legislation and collective
agreements governing overtime in France (as described in Chapter 4),
its use seems to be as varied in France as in Britain and French
employers did not seem to find the legislation an obstacle to using
part-timers to gain flexibility.

In both countries part-timers tend to be expected to work overtime. In
France many employers put the right to demand a third of weekly hours
in overtime into the employment contract and only offer employment an
this basis. Thus they effectively eliminate much of the choice sought
in the clauses of the collective agreement. Writing overtime into the
contract is very much less common in Britain. Nonetheless, it appears
to be no less expected of British part-timers than of their French

comtei‘parts.
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Overtime in both Britain and France is under direct management control.
It is used under two main conditions: firstly, to fill in for
employees' absences such as holidays and sickness, and to carry out
stock taking; secondly, to respond to unpredicted peaks in customer
demand. The first of these forms of overtime can usually be planned
ahead. It is under these circumstances that due warning for overtime,
as sought in ti}e French collective agreement, can be, and frequently
is, given. Employers in both countries talked of offering this type of
overtime to those who most wanted to take it, thereby giving employees
the choice over working extra hours. The secaond is usually without any
warning and is more often imposed. Trades unions in both countries
suggested that part-timers called upon for this type of overtime often
do not feel that they can refuse it.

It is clear that some firms rely on overtime more heavily than others
(GR2, GR3, and GS1 in Britain and most of the French firms with the
exception of FN1 and FN2). This appears on the ane hand to relate to
the degree of sophistication in predicting customer shopping patterns
and labour requirements in firms. For example, two smaller French
firms (FR4 and FRS) regularly miscalculated labour requirements and
mismanaged overtime in their outlets to such an extent that it was not
uncommon for part-timers to break the collective agreement on overtime
by working full-time hours. On the other hand heavy use of overtime
was a deliberate policy for some firms (FN1, FS1, GR2, and GR3) in
order to help minimize labour costs. These firms also adopted a cost
nminimization stance in other aspects of their employment policies
single skilling, short part-time contracts, and management-orientated
flexibility initiatives.
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Flexibility in Full-time Working Hours

Owing to the more rapid development of part-time work on the shop-floor
in British retailing, part-timers have been extensively employed to
give the required flexibility in working hours. As a result full-
timers on the shop-floor have not been subject to flexibility
developments. The most advanced type of full-time flexibility on the
shop-floor in Britain would appear to be the rota systems introduced in
order to distribute Saturday working and days off among full-timers.

In France, in contrast with Britain, there has been a more widespread
development of full-time flexibility which demonstrates French
retailers' greater willingness to experiment with patterns of working
hours. This flexibility has developed because firms have taken a less
homogeneous stance to the use of part-time work and the development of
part-time work has in general been slower, and because recent changes
in the law relating to working hours have given employers considerably
more freedom to modify both full and part-time working hours. This is
partlcu'larly the case for full-time hours which were previously tightly
controlled by law. The employers' ability to introduce flexibility
into full and part-time working hours is however tempered by a legal
requirement to negotiate proposed changes with unions if they are
represented, or, if not, with the employee representative. As a result
most forms of full-time flexibility found in the French sample had been
negotiated with unions.

There was no evidence to suggest that French retailers were taking

advantage of the flexibility in working hours in the specific forms

allowed in the industry's collective agreement (as described in Chapter

4). However, two major forms of formalized full-time flexibility were
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found in the French sample of retailers, both in firms (FN1 and FN2)
which used low levels of part-time work. These were experimental
schemes which sought to give employees some control over their working
hours and the employers greater flexibility in full-time hours. The
schemes in both firms had been negotiated with the trades unions. One
of the two companies (FN1) had been operating a full-time flexibility
agreement for three years. This agreement allows full-timers to work
up to forty-two hours a week or as little as thirty-six provided that
over a year working hours average thirty-nine hours a Iwee.k. Employees
are paid the same monthly salary no matter what hours they work and
hours exceeding the statutory working week are not paid as overtime.
The other company (FN2) had developed a scheme which allowed for even
greater employee cmtro_l of working hours. It had negotiated the right
for employees to work up to and including three hours below or above
the full-time working week of 35.75 hours. Exact weekly hours must be
planned in advance by management after consultations with the works
comittee. Credit or debit hours are accumulated until twenty four
hours of credit or debit hours are obtained. If a deficit of twenty-
four hours is accumilated the employee may have the equivalent pay
deducted from his/her salary or repay the hours in the course of time.
If a surplus of twenty-four hours is accumulated the employee may take
three full days paid leave or receive payment for those hours at the
rate of time and a quarter.

Both these companies and a number of other French companies have

introduced short full-time working weeks expressly in order to provide

greater flexibility in full-time working hours ie FN2 (35.75 hours),

FN4 (38 hours), FN3 (37 hours). This seemed to be a much less

prominent motive among British retailers who had reduced their working

hours. As overtime payments are only made when employees work over the
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statutory thirty-nine hour working week, the difference in hours
between the company's working week and the statutory working week
represents the extra flexibility in working hours which employers can

use.

Mediating Mechanisms

The empirical research showed that there were two main formal ways in
which employees could exert an indirect influence over their working
hours: through works committees, self-expression groups and quality
circles on the one hand, and via the trades unions on the other.

Work Committees, Self-expression Groups, and Quality Circles

In the empirical work it was found that, as suggested from the
secondary data (described in Chapter 3), there are more formal channels
in France for employees to express their opinions about working hours.
Overall, there was a much more positive attitude in France to employee
participation in all its forms than in Britain. Most French firms
mentioned a growing awareness over the last five years that employees
form an integral part of companies and not merely a cog in the
machinery. They spoke of an increasing realization in all French
[industry that employees can make a useful contribution to the running
of the enterprise. This new approach would seem to reflect the
Socialist Government's attempts to promote the role of the employee in
the workplace, in particular through the Auroux laws'!. However, the
scope of the channels allowing for employee participation can be
limited and their effectiveness also depends on factors such as the
attitudes of management towards employee participation and working
conditions, and the strength of trades union membership.

=290 -



For example, according to the major unions in retailing, if the works
committee has been elected in such a way that it will fulfil its role
in providing an arena for debatel2?, then major changes in patterns of
working hours and work organization in large-scale grocery outlets may
be debated constructively at its meetings. However, its scope for
discussion about working hours is limited (as mentioned in the previous
section), few individual problems about changing working hours in
retailing go to the committee, and it is rarely notifed of the regular
changes in individual's working hours. Furthermore, the unions
suggested that the works committee has only a consultative role and, as
a result, the degree to which employees' views are taken into
consideration - via the employee representatives or the unions
participating in it - depends on the attitudes of management towards
employee participation and the strength of unions in the particular

outlet.

The French unions claimed that groupes d'expression can provide a more

effective way for employees to influence their working hours, and these
groups are gradually developing in retailing. In some cases, they take
the form of quality circles or other types of productivity groups
which, in an atmosphere more conducive to worker participation, have
mushroomed in France. Two of the largest hypermarket chains in France
(FN1 and FN2) who have been at the forefront of developing employvee
participatory techniques in retailing had developed a number of groups
over the last few years, each group with a different membership and
different objectives., For example, FN1 had introduced competitiveness
groups which involve a number of workers who come together to resolve a
problelﬁ which is perceived to be reducing the company's
competitiveness. It has also developed quality circles in each shop-
floor department which comprise managers and employees who meet to
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discuss wider questions of customer service. This company glso holds
departmental meetings which take place every month and discuss problems
relating to the department. Similarly, FN2 has nearly 400 quality
circles which are set up at all levels, within teams of check-out
assistants (semi-autonomous teams are often used for this purpose),
within departments, and at departmental level. FN1 also runs progress
groups which are formed in order to resolve a specific problem and are
disbanded when the problem is solved. The management of both these
firms expressed a willingness to discuss working hours in all these
groups provided any changes made would improve the service to the

customer.

The quality circle phencmenon is very common in most of large-scale
grocery retailing in France and latterly, even FN4, a very large and
rather old-fashioned firm, had also begun to experiment with quality
circles in its stores. Nevertheless, in some smaller firms only a
half-hearted commitment had been made to their development. For
example, in two smaller firms the responsibility for introducing formal
work committees had been left to store managers and there was
consequently little evidence of their widespread development in these
firms (FR4 and FR5). As a result, employees in these companies had
less formal opportunity to influence their working conditions (and
particularly working hours) than others in larger firms . A number of
other smaller companies, however, have recently innovated by developing
a form of work group (FR1, FR2, FR3). In these cases, resistance from
management (who saw discussion with their subordinates as undermining
their authority) reduced their effectiveness and limited the ability
for anployfses to affect their working hours.
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In Britain, where worker participation is not traditionally practiced
or legislated for, there 1is little evidence of the spontaneous
development of mechanisms for employee involvement ie through works
committees or quality circle type groups. A regional personnel manager
at GN5 summarized the stage of development of participative methods in
most of British large-scale grocery retailing by saying "The route of
employee involvement is a route they will have to go down in the 1990s,
and they will go down it...". Indeed, only two firms in large-scale
grocery retailing in Britain (GN4 and GR1) have introduced discussion
groups and the obectives of these groups are - at least in part - to
provide a means for employee self-expression in the absence of
negotiating rights with unions. Although these groups can act as a
forum for discussion about working hours, there was no evidence to
suggest that they had so far been used for this purpose. The vast
majority of the sample firms ran no such groups, and although one large
firm (GN4) thought that quality circles would eventually be developed
in their company, most had not considered introducing these
participative methods. One firm (GR2) was firmly opposed to what it

saw as being faddish methods used as a cover for bad management.

The Influence of Trades Unions

The trades unions' influence over working hours in large-scale grocery
stemmed from three main sources: collective agreements relating to
patterns of working hours in this sector, informal means of influence
over working hours, and finally unions' policies relating to working
hours.

(ol lective Agreements Relating to Working Hours

In addition to the Multiple Food Retailers' agreement (described in
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Chapter 4), some of the British retailers studied had given unions
negotiating rights. For example, the National Union of General and
Municipal and Boiler Workers (a union with a very small membership in
retailing) has negotiating rights with GN6, and USDAW have the same
rights with GN5 and GN3. There are also close ties between GN1 and
USDAW and the TGWU, and between USDAW and GN2. However, the union
cover is patchy and a significant number of large retailers (GR3, GN4,
GR2, and GR1) have given unions only representational rights, which

limits their influence over the firm's policies.

Among the firms with negotiating agreements a small number (GNS and
GN1) have introduced written agreements for a notice period to be given
to employees before major changes in working hours are introduced. In
one of these firms (GN5) an agreement has also been made with the union
on the firm's productivity initiative which gives the union the right
to consultation on changes arising from the initiative. Other firms
which negotiate with trades unions have unwritten agreements on notice
periods and union consultation for changes in working hours (for
example GS1 has a policy of giving a two-week notice period for changes
in working hours and GN3 has a policy of consulting employees and USDAW
before changes are made). In both cases these agreements tend to apply

only to large-scale changes in working hours.

In France, although company-level agreements have not until recently
played a major part in the collective bargaining process in the French
economy as a whole, the majority of firms in the sample had improved on
the conditions outlined in the industry's collective agreement through
firm-specific amendments. In contrast with the British agreements, a
wide range of the French amendments relate to the issues of working
hours. Some have changed the rules for allowing rest time (FR3, FN4).
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Others have, for example, developed more flexible full and part-time
contracts (FN1, FN4), or reduced the length of the full-time working
week (FN1, FN2, FN3, FN4). There also appears to have been some recent
agreements at outlet level. Although this did not seem to be a common
practice in the French firms studied, there was some evidence to
suggest that where union membership was strong improvements on the

national and company agreements could be secured.

The existence of formal collective agreements did not guarantee their
application in the workplace, the empirical work showed that the extent
to which formal agreements were applied on the shop-floor depended on a
range of factors including membership levels, employee—employer
relations, conditions in the retail environment and labour market, and

employers' policies on working conditiaons.

Unions in Britain and France stressed that the strength of union
membership at shop-floor level was a major determinant of adhesion to
collective agreements. In both Britain and France union membership in
retailing is very weak relative to other industries. This has been
attributed by unions in both countries to the fact that recruitment is
more difficult in retailing because of the relative fragmentation of
the retail workforce, the relatively small number of employees per
retail unit, and the high labour twnover in this industry.

In France, despite relatively conducive conditions for union

representation (as described in Chapter 2), the unions have a low

membership in relation to other sectors of industry (CIR, 1974). Only

one union, the OGT, collated national statistics of membership levels.

It suggested that it had 50,000 members in retail distribution

(representing 27 of the workforce in 1986), of which about 25Z were
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part-time. All the unions said they had a higher membership among
full-timers than part-timers and attributed this to the proportionally
higher costs of joining a union for part-timers. Another reason might
be the weaker feeling of involvement in workplace problems experienced
by many part-timers. Two unions, the CFDT and the OGT stated that
membership among part-timers was increasing and explained this in terms
both of the increasing numbers of part-timers in the industry and the
growing length of service of these workerst3.

In Britain union membership in retailing is low compared with some
other industries. USDAW claims it has a membership of 250-260,000 in
the whole of the Multiple and Co-operative sectors (representing
approximately 167 of the workforce in these sectors combined in 1984).
No national statistics on membership are available from the TGWU which,
according to USDAW sources, has only a small membership in retail
outlets. Although the membership in retailing in Britain appears to be
higher than in France, the figures cannot be compared because they are

compiled on a different basis in the two countries.

Union membership in British and French retailing is not only. low
overall but also tends to be very localized, and large numbers of
stores may have very weak union membership; there was ample evidence of
this imbalance in membership across the firms studied. In stores where
there is a weak membership unions claimed that many employees did not
know either their legal rights or those achieved through collective
bargaining, and that under these conditions some employers would
exploit the situation by ignoring legislation and oollective
agreements. Workers in smaller outlets appear to be particularly
vulnerable because in many smaller stores in both Britain and France a
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family atmosphere and a paternal shop manager make union recruitment

very difficult.

In both countries the unions' ability to uphold negotiated agreements
relating to working hours also depends on conditions in the retail
environment and the labour market. A spokesperson for USDAW pointed
out that trades unions in Britain may be torn between protecting the
individual and his rights and the long-term prospects of the company as
a whole. For example, if new patterns of working hours are being
introduced in an effort to become more efficient, then, even if these
changes are not implemented in accordance with negotiated agreements,
resisting change at local level may cause a company to become less
profitable and lead to redundancies in other outlets. Under conditions
of rapid change in work organization and working hours in British
retailing, as well as high unemployment in the national economy, the
unions stated that they could not afford to be inflexible. In France,
where unemployment levels were also high a similarly pragmatic stance
was taken among all but the most militant of the unions (the OGI).

Unions also adopted this flexible stance and sanctioned moves away from
formal agreements on working hours when the relationship between
management and workers was two-way. For example, in some stores where
industrial relations are good, the flexibility in working hours offered
by employees from time to time is reciprocated by favours from the
employer and under these circumstances is condoned by the trades

unions.

Union spokespeople in both countries also stressed that, given the low

levels of unionization in retailing, the degree to which agreements

were observed depended above all on employers' policies towards working
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conditions. Some outlet managers and some firms are concerned with
encouraging better working conditions by adhering to legislation and
collective agreements, and this type of policy is often accompanied by
others which seek to improve the welfare of employees. On the other
hand there are firms whose first priority is cost minimization (as
described in previous sections) for whom observing legislation and

collective agreements is often less important.

Informal Methods of Influencing Working Hours

In Britain informal agreements between employers and unions at local
level over questions relating to working hours are very much more
common than formal agreements. This results from the generally non—
formalized approach to collective bargaining in Britain and from the
tradition in British unions of devolving responsibility to union
officers and stewards at local level. It may also be explained by the
difficulties of gaining recognition and bargaining rights in Britain,
which has been engendered by the operation of the industrial relations
system.

According to USDAW sources many informal agreements at store level in
large-scale grocery retailing result from previous attempts by shop
managers to try to change hours. For example, in one instance a store
informed an Area Organizer twenty-four hours before changes in hours
were implemented. The organizer then used this opportunity to request
more notice for future changes. The Union stated that it may
ultimately be necessary to threaten a dispute in order to give weight
to demands for more notice, and therefore the strength of uniom
membership is important in negotiating informally.



Another form of influence can derive from explicit statements which
USDAW sometimes makes at national level. These relate to issues which
the Union disputes and on which Area Officers can act. The working
hours issues on which USDAW has made policy statements are that hours
should not be changed without the specific agreement of the individual
and four weeks notice should be given to employees before this aspect
of their employment contract is changed. Once again, the degree to
which these explicit statements have an effect in stores depends on the
strength of the area and store-level trades union organization.

In France it is more common for unions to exert influence through more
formalized channels than in Britain. In addition to the greater formal
influence which French unions can exert on working hours through annual
statutory negotiations at outlet or company level (as described in
Chapter 2), the highly legislative structure of industrial relations in
France allows the unions another means of influencing working hours
through the works committee. If representative unions are present in a
company or outlet, the employer must allow them to participate in a
non-voting capacity in the works comittee. When union representatives
are backed by a relatively strong store membership more importance is
usually given to their views in the works committee than otherwise.
However, the works committee can also represent a way of by-passing the
unions. In one firm (FR2) with a strong union presence in some large
outlets, the management presented plans for changes in working hours to
the works conmittee, where employee representatives were more likely to
give their consent, rather than negotiating the changes with the union
representatives. Agreement from the committee was then presented to

the union as a fait accompli.
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Although French unions can gain recognition and negotiating rights with
greater ease than British unions, and have the right to negotiate
yearly at company or outlet level on working time issues, they have as
few rights as British unions to be consulted on major changes in
working hours and other working time issues. When such changes are
planned the employers' responsibility is only to inform the works
committee and works inspector. British and French trades unions
pointed out, with respect to changes in working hours, that an
employer's decision to negotiate changes and the ability for a union to
in.flhua}ce the decision, either on a company or a store level, depends
ultimately on the employers' attitudes towards employees and the
unions. These attitudes are influenced by the level of unionization in
stores. Sometimes, however, the reasons for consultation in France
over major changes in working hours may be purely practical: one large
company (FN2) preferred having an agreement with the union (FO) before
introducing changes in working hours, because the union would call the
works inspector to study the proposal if it was not consulted and was
not in favour of the scheme. Usually the company found that the
inspector supported the union and was in a position to prohibit the
changes, especially if the proposal related to flexible working hours.

Unions in both Britain and France appeared to have little influence
over changes in individuals' working hours (as opposed to large-scale
changes). As previously mentioned this lack of influence has resulted
from the flexibility in working hours incorporated in the operation of
employment law in the two countries. In France this lack of influence
may be explained in particular by the functioning of the industrial
relations system which alienates the unions from individual grievances.
The role of unions in Britain and France in relation to day-to—day
changes in working hours, in outlets where they are represented, can,
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however, be to bring discontent over working hours to the attention of
the management, although in France the union representative's role of
expressing worker dissatisfaction can be overshadowed by that of the
employee representative whose official role is to transmit workers'

grievances to the employer.

However, in both countries unions influence working hours in a more
indirect and less deliberate way by limiting multi-skilling (in Britain
in GS1, GN3, GNS, and in France in FR3, FR2, and FN2). The limitation
on multi-skilling causes employers to adopt a system based pre-
dominantly on single-skilling which has significant consequences for
patterns of working hours.

Unions' Working Time Policies

In both Britain and France the way in which trades unions influence
working hours (both formally and informally) is determined partly by
their working time policies. This is particularly the case in France
where the organization of the trades unions tends to be more
centralized.

In Britain the trades unions in grocery retailing are most concerned
about the question of flexibility in working hours, but part-time
workers are becoming the focus of renewed interest. Part-time work in
Britain has long been the norm in retailing and in the national econcmy
and therefore limitations on the use of part-time work are not an area
for union demands. The renewed interest in part-timers would seea to
have stemmed from an increasing awareness that they need protection in
their pay, conditions of work, and employment rights. It is also
related to the unions' belated realization that part-timers must be
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recruited to make up for the unions' falling full-time membership

levels.

The framework of legislation and collective agreements in Britain has
given part-timers very few employment rights by comparison with full-
timers. The claims made on behalf of part-timers in retailing by the
British trades unions put these rights to the fore and make particular
reference to issues of pay and basic working conditions such as pension
rights and job security agreements. In Britain, where. the framework of
legislation and collective agreements has also given rise to
considerable flexibility in working hours in retailing, issues of pay
have naturally taken precedence over those of working hours, which have
not traditionally been a main focus for unions' demands in Britain (see
Chapter 2). However, the particular concern of USDAW is currently with
the different forms of flexibility in working hours which are being
introduced into retailing. USDAW is aware that companies need
flexibility but is wary of the form that the flexibility can take.

The union claims that the clauses in the MFRA relating to work
organization are now out-of-date. They were first concluded at a time
when working hours and patterns were relatively constant. In the
current climate of changing work organization and working hours, in
which the Union claims that the clause is being misapplied to justify
continual changes in working hours, USDAW has suggested that a more
comprehensive agreement is required to take into account all the
changes underway in the industry. A spokesperson for USDAW also
remarked that employers would most probably reject any restrictive
agreement over changes in working hours by arguing that they simply
implement the changes required to maintain the efficient operation of
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the business. Given the Union's low membership in retailing it is in

no position to impose the sort of agreement it would like.

The most effective response by USDAW, in the absence of a comprehensive
agreement dealing with all new forms of flexibility in working hours,
is to make statements at national level which area organizers and shop
stewards can use to help resist or introduce gradual change on the
shop-floor. The Union therefore states that it opposes flexi-contracts
which it believes can be the source of abuse and against which there is
no recourse for the employee. It also campaigns for employees to be
given notice for changes in their working hours in line with the
guidelines established by dismissal lawlé.

In contrast with the limited demands made by the British trades unions
in retailing in the area of working hours, the French unions have
adopted a more radical stance. A possible explanation for this is the
differing union traditions relating to working hours issues (as
described in Chapter 2) as well as the dissimilar approaches towards
working hours at a national level in the two countries. In France all
national unions are represented in large-scale grocery retailing. They
attach particular importance in the area of working time to the issues
.of part-time work and flexibility in working hours. This is the case
not only because these issues are particularly relevant to retailing,
but because recent changes in legislation concerning flexibility and
part-time work have brought these areas to the fore.

Despite a similar preoccupation with certain working time issues the

French unions had, at the time of the fieldwork, quite distinct working

time policies. The CFDT welcomes the development of part-time work in

retailing provided that it is chosen. This is because chosen part-time
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work is part of its new working time concept (based on the temps choisi
idea) which states that there should be more movement between full and
part~time work throughout the working life. At the same time the CFDT
has a series of policies on part-time work which seek to maintain part-
timers' rights and working conditions. These include: aiming at longer
part-time contracts and longer daily periods of work; giving part-
timers more training; integrating part-timers into yearly working hours
agreements which guarantee a stable monthly salary; premium payments
for working unsocial hours; voluntary movement from part-time to full-
time jobs. In general, the CFDT is prepared to negotiate about part-
time work and flexible working hours provided that agreements are
welcomed by, and beneficial to, the worker.

The OGT is more wary of measures to change working schedules and is
opposed to employers' initiatives with respect to part-time work and
flexibility. It views these policies as a deliberate attempt to
destabilize workers' jobs and downgrade working conditions. 1In the
context of retailing the OGT's demands with respect to part-time wark
are more idealistic than those of the CFDT. They include the
following: part-timers should work five hours continuously without
major breaks (with the exception of collectively agreed breaks); no
breaks in the day should be between two and eight hours long; weekly
contracts should be 20-30 hours long; the part-timer should have the
right to refuse overtime hours and changes in working hours without
being threatened with dismissal; the employment contract should set out
exact daily working hours; for each employment category in stores part-
timers should not exceed 10% of workers. The COGT is opposed to
flexibility in working hours through the dewvelopment of annual
flexibility contracts because they do away with overtime payments and



worsen working conditions, in particular by encouraging less
predictable working hours.

The CFIC (which is a Catholic and non-aligned trade union) and FO have
a less rigid approach towards part-time work and flexible working hours
than the OGT. Both unions believe, like the CFDT, in a flexible
response to plans to change working hours. These unions have a less
extensive range of demands with respect to part-time work than either
the CFDT or the OGT. However, they share in the CGT's wish to see some
sort of quota introduced for limiting the use of part-time work and
greater precision in the employment contract, so that part-timers have
greater stability in their working hours and are protected from changes
which are not agreed by the employee. CFIC and FO do not oppose
flexibility contracts but are concerned about their use. They
particularly want to see details in working hours given to the employee
a long time in advance of their date of application. The CFIC, would
like to see working hours in annual contracts announced three months in

advance through the works committee.

Conclusiaon

The findings from the empirical work provide evidence to support a
number of the hypotheses set out in Chapters 2 and 4. 1In the first
place they give support to the hypothesis that retailers are developing
patterns of working hours in significantly different ways in Britain
and France. Although there are some similar trends in the development
of patterns of working hours in the two countries, notably the growth
of part-time work, flexible working hours, shorter weekly contracks
and, in conjunction with this, the development of sophisticated labour
productivity techniques, there are significant differences in woarking
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hours which cannot be explained in terms of dissimilarities in the size
of outlets belonging to the firms under study. Major differences were
found in the main components of patterns of working hours: the length
of the working period, the organization of hours and the flexibility of
working hours. It was also revealed that, as expected on the basis of
secondary data, part-time work was used less extensively in France than
in Britain, although practices did seem to be converging. The greater
use of part-time work in Britain could be explained in part by more
positive attitudes towards part-time work as well as the impact of a
more favourable legislative framework, and the use of more
sophisticated labour productivity systems. It was surprising to find
that despite an apparently greater awareness of working time issues and
a more restrictive regulatory framework for working hours in France,
French retailers used labour productivity schemes which allowed for a
less rigorous analysis of working hours than their British
counterparts, and these played a less important role in determing
patterns of working hours in France than in Britain. The explanation
for this apparent contradiction seemed to be that French retailers had
until recently been under less economic pressure to reduce labour costs
by developing more efficient labour use than their British

counterparts.

Part-timers worked longer hours and longer daily shifts in France than
in Britain. These differences could be explained partly by the more
extensive structure of collective agreements governing part-time
working hours in France which had, as contended in Chapter 4, a greater
impact on most aspects of patterns of working hours in France than in
Britain. In BPBritain, where there was no equivalent regulatory
framework, the NI threshold system exerted a downward pressure on
working hours which did not exist in France. Another explanation lies
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in the differing levels of the use of part-time work as well as the use
of more sophisticated labour productivity systems in Britain. These
differences in working hours may also be explained in terms of the
dissimilar experience which retailers have had of part-time work in the
two countries. Part-time work (as suggested in Chapter 4) appears to
be involuntary more often in France than in Britain, and this is
reflected in French employers' concern with labour turnover in the
part-time workforce, and in their attempts to match working hours more
closely to part-timers' needs, notably through tﬁe extension of
contract lengths. In Britain, by contrast, it appeared that retailers
did not have to adapt hours specifically to suit part-timers and were
able to take advantage of a workforce which is largely satisfied with
the hours which they are offered.

Another major difference found was that full-time flexibility was more
developed in France than in Britain to compensate for the lower use of
part-time work. Also, there were significant dissimilarities in the
forms of flexibility used in the two countries: the British firms were
using more management-orientated flexibility while the opposite was
true for their French counterparts. This difference gave support to
the secondary data presented in Chapter 4 and to the hypothesis
advanced in Chapter 2 that French employers are more aware of non-work
issues in France and are more likely to take their workers' preferences
into account. However, the evidence was ambiguous on this point. It
was clear from the research that both British and French retailers were
aware of part-timers' non-work commitments (and in the French case this
was reflected in their knowledge that redistributing unsocial hours
through rolling shifts would help reduce dissatisfaction). however, 1n
France there appeared to be greater formal adaptation to employees
needs than was found in Britain (for example through semi-autonomous
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teams). The more extensive use of part-time work in Britain was not a
formal measure introduced specifically to respond to women's needs for
this type of work, rather its use was the result of business decisions
made by retailers in the context of national socio-economic and
political conditions which favoured the development of part-time work.
It was not possible to assess whether there was more informal
flexibility in Britain than in France (which might help explain why
part-timers were more satisfied with their working hours in Britain if
this was the case) because there did not seem to be any firm-level
policy (except in the case study firm), and practice varied from outlet
to outlet. Altogether, the existence of semi-autonomous teams and
other innovatory working time systems solely among the French retailers
gave support to the hypothesis advanced in Chapter 2 that more
experimental patterns of working hours are being developed in France
than in Britain.

The existence of more formal channels (such as works comittees, and
self-expression groups) enabling employee intervention in working time
issues in France gave workers a greater opportunity to see their
preferences integrated into working hours than existed in Britain.
However, the extent to which employees could benefit from such channels
depended on a range of factors such as the brief of the group ar
comittee, the willingness of employers to allow employee
participation, and union strength. Also, French trades unions have a
greater formal impact on working hours than their British counterparts
Formal trades unions agreements about working time are more numerous im
France than in Britain, and this may be explained in terms of the
differing systems of collective bargaining in the two countries and of
a greater awareness of working time issues in France. Although unicns
in both countries are concerned with similar working time issues -
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part-time work and flexibility in working hours - this concern takes
different forms. In France all the unions represented in retailing
have a more radical approach which is more focused on working time
questions than the main union in retailing in Britain. These
differences may be explained by the differing development of working
time issues, especially in relation to part-time work, both nationally
and in the trades union movement in the two countries. Although the
formal role of the trades unions in relation to working time issues is
greater in France than in Britain, the extent to which employees can
affect working hours through the unions depernxds to a large degree on
the same factors in the two countries: the level of union membership,
employers' attitudes to unians and policies on working conditions,
changes in the retail environment, and conditions in the labour market.
Overall, it was found that unions in both countries are able to affect
major changes in working hours where membership is strong, but they
have little direct effect on day-to-day hours changes (independently of
membership levels).

Footnotes

1. GN6 is a national firm specializing in large outlets over 2,322 m?
while GN1 and GN4 are national firms specializing in outlets which are
smaller than 2,322 m2.

2. For example if the French national firm FN4 is compared with a
similar firm in Britain (GN2) - both firms own a large proportion of
small outlets - levels are much higher in Britain than in France (60.5%
compared with 49%).

3. An infarmation desk (1'accueil) is common in French hypermarkets and
large supermarkets. It is a place where customers may leave any other
shopping they have before entering the store. They can also cbtain
information from employees on the desk.

4. Employers adopt a variety of forms of campliance to the requiresents

of the 1978 EPCA legislation. These include contracts, statements of

particulars, and terms of employment. Among these a contract has the
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greatest force in law. However, it is common for written statements of
particulars to be taken as the written contract by judges and lawyers,
so in reality there may be little distinction between the two in the
eyes of the law. For more details about this question see "Statement
or Contract", General Note, Subs (1), 1978 Employment Protection
(Consolidation) Act (EPCA), Current Law Statutes Annotated, Vol 2,
Chapter 44, Sweet and Maxwell Stevens.

5. The General Note to Section 1 of the EPCA entitled “legalistic
analysis of forms of compliance" indicates that this is the case. It
states that: "written documents are...given some central role " in a
court of law. It points out, however, that this is often used to the

employees' disadvantage.

6. According to the definitions of part-time work in France weekly
part-time hours are equal or less than 32 hours a week, and monthly

part-time hours are equal or less than 136 hours a month.

7. To this effect the General Note to Section 4 of the EPCA entitled
"The employee must consent to change" states that "The common law rule
is that an employer cannot change terms of employment without the
consent of the employee...If he tries to alter rates of pay, hours of
work, or the status or grade of the employee, he must obtain the
employee's consent before the change can have any legal effect".

8. In Britain the employers' position has been strengthened by Lord
Denning's ruling on Section 57 of the 1978 EPCA. The employer's
defense "for other substantial reasons" has been broadened by this
ruling and allows the employer to defend almost any changes due to
ecanomic necessity. For details on the French law in this respect see
Editions Francis Lefebvre, 1986, Section 2627.

9. In France if the employer does not give the employee a reasonable
notice period for changes and the employee is farced to resign when
faced with an abrupt change in his employment contract then it is the
employer who is responsible for breaking the employment contract (Cass
soc 6-7-61), Editions Francis Lefebvre, 1986, Section 2628. In Britawn
the position is less clear. The trades unions in retailing are arguing
for a notice period based on dismissal law to apply for changes mm
working hours. If no notice period is given then cases for notice cam
be argued at an IT, though this is rare.

10. "The status quo clause deals with changes in works procedure or
employment conditions and states that when any such changes are to be
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made and prior agreement has not been reached the status quo shall
prevail whilst negotiations proceed", Jenkins and Sherman, 1977: 30.

11. A more sceptical view of this new appreciation by employers of
worker participation has been put forward by Morville (1985), who has
suggested that this is an employer strategy for reducing union
influence in firms,

12. All the unions told of ways in which employers could manipulate the
election of the members of the works committee so that their own
collaborators on the staff would be on it. They described the
situation on non-unionized sites where anti-union employers found
themselves obliged to hold elections for the works comittees. 1In the
election for the committee a first round takes place with candidates
put forward by the representative unions. In order to achieve this the
employer is supposed to contact the union(s) on or off site and involve
them in the elections. If the employer does not do this and no union
affiliated candidates present themselves for the first round of the
elections, then the second round, in which independent non-affiliated
candidates can run, will take place. According to unions'
spokespeople, anti-union employers do not involve unions in the
elections and subsequently put up employees for the second round of
elections who will collaborate with them. As a result they comply with
the law and obtain a submissive works committee.

13. The weakness in the French unions has also been explained in terms
of their ideological divisions, the structure of the workforce (the
agricultural sectar is still continuing to decline in France leading to
an influx of agricultural workers, who have traditionally been
difficult to organize, into the workforce) and employer resistance.
There is a continuing paternalistic tradition in France, particularly
in small firms, which argues in favour of direct communication rather
than union representation. It is not insignificant in this respect
that only 20,000 of 1,150,000 small and medium sized firms in France
have a union section (Perucca, 1985; CIR, 1974).

14, USDAW argues that unilateral changes in working hours by employers
are a breach of contract for which notice should be served. The
Union's objective in company level negotiations is to try to force
employers to give a week's notice for every year worked with a four
week minimum. This system of notice originates from dismissal law, is
supposed to extend to retailing, as is accepted as a norm by industrial
tribunals. However, according to USDAW sources, the targeted minimum
notice period for changes in working hours is infrequently observed.
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Chapter 6
A Franco-British Comparison of Patterns of Working Hours
in Large-scale Grocery Retailing: Case Study Findings

As in Chapter 5 the findings in this chapter are explained in terms of
the basic hours control framework developed by Lee (1985). The main
differences in format between Chapters 5 and 6 are that this chapter is
organized into three sections. Not only are mediating mechanisms
examined but also employee control of, and satisfaction with, working
hours. The discussion about employee control and satisfaction is based
on the findings from the interviews with women working part-time in the

case study outlets.

Hours Systems

As in Chapter 5 hours systems are described in terms of the three
components of working hours used throughout the thesis: the length of
working period, the organization of working hours and their
flexibility.

The Length of the Working Period

The duration of the working period which is most relevant to an
understanding of patterns of working hours at outlet level is also the
number of hours worked by an individual on a weekly and a daily basis.
Consequently, the research findings are, as in Chapter 5, presented for
both these components of the working period.
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Weekly Contract Lengths

As in Chapter 5 the discussion about the weekly contract length is
organized into four parts: attitudes towards part-time work and its
level of use; labour cost and labour productivity targeting, multi-
skilling, and weekly part-time hours.

Attitudes Towards Part-time Work and its Level of Use

In conmon with the majority of British retailers, part-time work in the
British parent company and in the case study outlet has been in use for
many years, Employment policy in this company is extremely
centralized, therefare the policy of encouraging part-time work adopted
at head office has been passed down to all outlets. The use and
organization of part-time work in this company (as it was in many of
the firms studied) is aided by sophisticated labour productivity
systems based on work study.

The main advantage of part-time work for company and cutlet management
is the flexibility and productivity advantages it affords, reductions
in NI contributions were not claimed to be an overiding consideration,
although a large proportion of part-time contracts are below the NI
payment threshold (see below). Levels of part-time work in the company
are not as high as in some British retailers (see Table 6.1).

The levels in the case study outlet, however, were among the highest

found in the sample of retailers in Britain, with 70.67% working part-

time (including management employees). These levels are high by

comparison with other outlets belonging to the company under study.

Area personnel management said that stores were expected to have at

least a third of the store workforce on a full-time basis in order to
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give enough continuity for the day-to-day running of the store and to
create a pool of labour for promotion. A 2:1 ratio of part-time to
full-time work was considered to be the maximum possible for efficient
management control. This target was integrated into a series of guides
for employment and scheduling which are adapted to each individual
outlet. These guides are based on a sophisticated productivity system
based on work study (as described below).

As shown in Tables 6.1, 6.2, 6.3, and 6.4 levels of part-time work are
considerably higher in the British company and outlet than in their
French counterparts (the reasons for this dissimilarity are explained
below). The difference is particularly significant at outlet level
where a larger surface area in the French outlet might have led one to
expect higher levels of part-time work, other things being equal (as
argued in Chapter 1). However, while the absolute levels of part-time
work are higher in Britain both at company and at outlet level, thus
supporting the general evidence drawn from the wider sample of
retailers in the two countries, the direction of change in the
proportion of the workforce working part-time is different in the two

countries.

Table 6.1 Numbers of Employees Working Full and Part-time and
Proportion Part-time in British Parent Company, 1982-5

1982 1983 1984 1985
Part-time* 19330 21180 22910 24548
Full-time 27159 30519 33726 37710
% Part-time 42.3 40.9 40.4 39.4

* Part-time work defined as under 36 hours per week.
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Table 6.2 Numbers of Emplovees Working Full and Part-time by Sex and

Proportion Part-time in British Outlet 1984-6

1984 1985 1986
152 FT T FT PT FT
M 18 24 17 23 19 23
E 118 ¢ 118 33 111 34
Total 136 ot 135 56 130 6
% PT 71.2 70.62 69.89

Table 6.3 Numbers of Employees Working Full and Part-time and
Proportion Part-time in French Parent Company, 1982-5

1982 1983 1984 1985
Part-time* 820 838 869 887
Full time 3453 3473 3438 3407
ZPart-time 237 24.1 25.3 26.0

* Part-time work defined as 36 hours and under per week.

Table 6.4 Numbers of Employees Working Full and Part-time and
Proportion Part-time in French Outlet, 1984-6

1984 1885 1986
PT FT PT T PT FT
M 4 102 2 S8 2 87
¥ 124 67 119 69 130 68
Total 128 169 321 167 132 155
% 43 42 46

=315 -



Although the statistics avallable at company and cutlet level in the
two countries do not relate to exactly the same periods they suggest
that levels are decreasing gradually in the British company and outlet,
and increasing in both the French company and outlet.

The French company and outlet have been following the pattern of many
French companies. The Personnel Director of the French company
explained the increasing use of part-time work in terms of two factors.
Firstly, he attributed the development to changing economic
circumstances which had caused the whole group to seek ways of
improving labour productivity - an explanation which was found among
many French retailers studied at industry level. Increasing labour
productivity became the thrust of a group directive in the early 1980s.

The Personnel Director pointed out that in the 1970s French stores
worked with much larger margins which allowed costs to be higher and
employees to work full-time. Increased competition and falling sales
had forced the company to reduce margins and improve productivity. In
the search for reductions in labour costs which would help them sustain
lower profit margins the company had been forced to introduce new forms
of work organization. Secondly, he said that the development of part-

time work had taken place in recent years because until latterly:

...ce n'était pas dans la culture des gens de pouvoir
travailler a temps partiel (...working part-time was not
normal)

He explained that in the past the company could not even think of
employing on a part-time basis.

At this point it is important to explain the relationship between the

French parent company, its group and its outlets. As a general rule the
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regional companies belonging to the French group are free to davelop
their own strategies in all areas of employment and personnel matters
(as well as in business strategy) although it is clear that certain
directives give a central thrust to the strategies of companies
belonging to the group. Companies within the group are increasingly
sharing their experiences and developing common employment policies.
The relationship between outlets and the parent company in relation to
employment depends on the type of outlet. Hypermarket managers are
given the greatest autonomy to decide policy (by canﬁarison with the
managers of smaller outlets) although they remain constrained by labour
cost targets. The way in which target setting operates in this respect
is explained in the discussion about labour productivity.

Over the 1980s the French parent company has been encouraging ocutlets,
both directly and through its imposed labour cost targets, to increase
levels of part-time work, particularly in large supermarkets and
hypermarkets where they are most needed. At the time of the case study
- April 1986 - levels of part-time work in hypermarkets varied from
40.2-57.7%. They tend to be highest in the most recently opened stores
where the policy of using high levels of part-time work has been
implemented from the outset. In older stores, part-time levels are
being increased in the way which was found typical of the larger sample
of French retailers: full-timers are gradually being replaced with
part-timers.

The company is aiming at levels of 60% part-time in all stores. It

believes that approximately 40%Z of the workforce should work full-time

so that management posts (which they believe should be full-time for

continuity reasons), and a pool of jobs for promotion purposes, can be

provided on a full-time basis. Part-timers cannot move into management
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or supervisory jobs, they can only obtain promotion through taking a
full-time job.

Improving labour productivity has not been the only reason for the
policy of developing part-time work in the French outlet; the other
main reason has been to increase the flexibility of the workforce. In
the past part-timers throughout the company were asked to work on
short-term contracts in order provide additional f lexibility given the
relatively low levels of part-time work. Indeed this company is
unusual among the larger sample of firms for its extremely high use of
these contracts: in 1985 over 2,000 short-term contracts were used.
Throughout the company they have been utilized to match variations in
sales. The contracts are two-monthly and, at the time of the
fieldwork, could be renewed twice before the employer was legally
obliged to terminate it. This use of short-term contracts is, the
company admits, probably illegal because French labour law restricts
their use to very specific cases, which do not include responding to
changing customer demand in shops. The company finds, however, that
the use of such high numbers of these contracts is costly to administer
and it is therefore changing its policy by encouraging the employment
of more part-timers working short weekly hours. In this way the
company can gain the flexibility to respond to changing lewvels of
demand in the short-term by using overtime, and in the long-term by
extending weekly contracts.

The British parent company and case study outlet, by contrast, have

been gradually reducing their levels of part-time work in recent years

(this was unusual by comparison with other British retailers). This

trend reflects the implementation of a policy, established at ocospany

level, which has been developed in response to increasing tradirg
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hours. The policy is to recruit a more stable and mature workforce by
means of employing larger numbers of full and part-time workers on
longer weekly hours. The fall in part-time levels has not been as
great as it might have been because part-time employment has been
increased in response to lengthening trading hours and reductions in
the full-time working week. The new policy, however, strives to
achieve 80% full-time staff on lowest trading days, and 50% full-time
on normal trading days (as explained in greater detail below).

In general, the management of the British company at area and outlet
level are very satisfied with the part-time workforce and in this
respect the findings from the case study outlet and its parent company
supported those from the larger sample of British retailers. The
satisfaction with the part-time workforce stemmed from the way in which
the store and its parent company explicitly sought the employment of
married women as part-timers (see Table 6.5 for a breakdown of the
workforce by age and sex over 1984-6 period) and achieved a close match
between the working hours offered by the store and those sought by the
women (the way in which this was effected is described below).

Both store and company management said that, even though it was cheaper
to employ students aged under eighteen, married women part-timers - in
the mid-30s to mid-40s age group - were preferred because they could
offer more experience and maturity, and lower labour turnover rates. In
particular, the branch manager found that married women working part-
time tended to be happy with their hours of work if they could work at
specific times of the day which suited their childcare and domestic

commitments.
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Table 6.5 Numbers of Workforce (Excluding Management) by Age Group in
British Case Study Outlet, 1984-6.

Age 16-20 21-25 26-30 31-35 36-40 41-45 46-50 51-55 56-60 20 and Over
Groups Under 40
% v
M F M F M F M F M F M F M F M F M F
1984 21 18 2 9 125 118 0 24 0 26 1 9 28 18 22.4 31.6
1885 20 17 a 11 122 1 22 015 0 32 111 28 08 21.0 35.6

1986 2016 13 1 1 22 i 014 028 114 16 16 20.9 3.1
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Discussions with management and workers in the case study outlet showed
that in general there was a close correlation between the age of the
youngest child and the working hours (for a more detailed discussion
about this see pp391-2). Hence, younger women with pre-school age
children would most frequently work early evening or late nights when
their partners were available to look after their children, while older
women with school age children would tend to work during school hours.
This correlation is demonstrated to a some extent by Table 6.6 which
shows how female part-timers' patterns of working hours vary according
to their age, which is taken as an approximate indicator of childrens'
ages and women's childcare responsibilities.

Table 6.6 Average Age by Occupation, Female Part-timers in Non-
management Occupations in British Case Study Outlet, September 1985

Occupation Average age
Day Part-timers 44.0
Midday Assistants 41.8

(11 30 -14 30)

Evening Display

Assistants 33.8
(18/19 00 - 22/23 00)

( and Saturdays )

Saturdays and Late

Night Assistants

(excluding students) 29.0
[17 30 -20 30718 - 21 00]

Twilight shift
Assistants 33.0
(17 30 - 20 30)

Front End Service
Assistant 41.9
(9 30 - 13 35)
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The close match between the management's and part-timers' needs in
terms of working hours could be explained by the way in which job
applications were made to the store and by the negotiations between
management and employees before and after appointment to the post.
Candidates applied mainly through the local Job Centre which took
details of women's preferred working hours, and held information about
the hours available in the store at the time. Candidates tended to
apply only if their preferred hours matched fairly closely those
offered by the store. Somet imes working hours were negotiated at
interview, but more commonly women negotiated changes in their working
hours over time and in response to the changing needs of their
employer. This informal method of adapting hours may also help explain
the high levels of satisfaction with part-time hours claimed by
retailers in Britain (as described in Chapter 5). However, the case
study store management suggested that their firm was one of only a
small number which make special efforts to take their employees

changing circumstances into account.

The parent company has initiated a policy to encourage the employment
of older women to work longer shifts on days and, in particular, on
evenings where students were traditionally employed. This has not yet
significantly affected the case study store's workforce (Table 6.5),
although there has been a slight fall off in the 16-20 age group and a
compensatory increase in the over forty age group.

In the French company, and in the French outlet, it was recognized that

part-timers brought with them a number of problems. In common with

many other French retailers the company management were dissatisfied

with part-timers because they had a very high labour turnover - between

30-40% annually, and up to 110Z in some hypermarkets. The French
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company's Personnel Director suggested that this problem arose because
many women working part-time were only doing so because they could not
find full-time work. In his own words:

Dans notre profession c'est pas du temps choisi, c'est du

temps subi, il ne faut pas se tromper...ca veut dire que
comme ce sont des milieux cuvriers les femmes préféreraient
travailler trente-neuf heures et gagner 4800F plutdt que de
travailler vingt—quatre heures, ce qui n'est pas le cas dans
les assurances ou les banques ol, généralement, ce sont les
femmes des cadres ou des ouvriers spécialisés qui ont déja de
meilleures rémunérations. Donc elles, cela leur va trés bien
de faire trente heures ou vingt—cing heures. C'est pas du
tout le cas chez nous, 11 ne faut pas se tromper.
D'ailleurs, dés qu'on demande des heures complémentaires
elles acceptent parce qu'elles ont besoin de gagner de
l'argent et tout ce. qu'elles souhaitent c'est de passer a
trente-neuf heures (In our business part-time work is not
voluntary, it's involuntary, you mustn't confuse the
two...this means that because these women are from a working
class background they would prefer to work for thirty-nine
hours and earn 4800F rather than to work twenty-four hours,
which is not the case in insurance companies or in banks
where, in general, better paid jobs are filled by the wives
of managers or skilled workers. It suits these women to wark
thirty or twenty-five hours. That's not at all how it is
here, you musn't confuse the two. Moreover, as soon as we
ask for overtime these women agree because they need to earm
the money and all they want to do is to get a full-time job).

He added that turnover was also high because many did not want to work
at the unsocial times such as evenings and Saturdays when part-timers

were most often asked to work.

The evidence from the case study outlet and its parent company grve

support to the contentions made in Chapters 3 and 4 that there is more

involuntary part-time work in France than in Britain in low-skilled

jobs such as those in retailing, and that this difference is reflected

in lower levels of satisfaction with part-time working hours in France

The French company's dissatisfaction with the part-time warkforce has
=323 =



led it to experiment with part-timers in one new store. Part-timers
are being offered longer contracts and times of work of their choice in
order to encourage them to stay with the company (as explained in
greater detail in subsequent sections).

Partly in response to the problems of married women being forced to
work unsocial hours, and partly in order to create a more modern image,
the French outlet's management, under direction from its parent
company, is increasingly employing young people (the under 30s) in
part-time (and full-time) jobs. The policy was inspired by the
canpany's personnel management and was found among a significant
proportion of the French retailers in the industry-level research.
Consequently, all more recently opened stores, such as that in the case
study, have a relatively large proportion of their workforces under

thirty vears old (see Table 6.7).

Table 6.7 Numbers of Shop-floor Workers in the French Case Study
Outlet (Excluding Management and Supervisory Staff) by Age Group and
Proportion in Each Age Group, 1984-6.

Age Group
16/20 % 21725 % 26/30 % 31/35 %
1984 33 (12.5) 93 (35.4) 30 (11.4) 32 12.2
1985 11 4.3) 104 (40.7) 38 (14.9) 25 (9.8)
1986 17 (7.4) 84 (36.7) 47 (20.5) 27 (11.8)
Age Group
36/40 % 41/50 2% 51/60 % 60+ T %
1984 27 (10.3) 40 (15.2) 7 27 1(.3) 393
1985 24 (9.4) 41 (16.0) 12 (4.7 0O - 339
1986 26 (11.35) 13 (5. 15 (6.5) 0 - 64.6
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The strategy of employing young men and women did, however, bring with
it the disadvantage of high labour turnover (30% per annum) among the
large group of young part-timers. Although turnover has been falling
over recent years as unemployment has increased in the region, young
single part-timers in particular are, according to the store
management , continuing to leave to find full-time work (these findings
support recent French statistics [Belloc, 1986; 1987]. which show that
part-time work has increased most among in the mxier twenty-five age

group in recent years).

Although only aggregate statistics (full and part-timers) are available
for the age breakdown of shop-floor employees, they reveal the general
growth in the numbers of employees aged under thirty in the store.
However, as Table 6.8 shows the proportion of men aged under thirty has
grown the most since 1984, while young women's employment has fallen
overall (from 56% of female employees to 53.7% between 1984-6). In
1986 men aged under thirty represented 72.8%7 of all men employees in
the store - an increase from 66.27% in 1984. In the same year 53.77% of

all women employees were aged under thirty.

The employment of more males aged under thirty reflects a decision by
the company to take advantage of the ready supply of young unemployed
males in the labour market for full and part-time jobs. The decline in
the proportion of the female workforce aged under thirty masks a
pattern which is more ambiguous: the propartion of the female workforce
in the 16-20 and 21-25 age groups taken together has fallen (from 44.57%
to 36%) between 1984-6, while in the 26-30 age group it has increased

from 11.5% to 17.7%.
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Table 6.8 Numbers of Shop—floor Workers in French Case Study
Outlet (Excluding Management and Supervisory Staff) by Age Group and
Sex and Proportion in Each Age Group, 1984-6

Age Croup
16/20 21/25 26/30 31/35
M Z F Z M Z F Z M Z F Z M Z F Z

1984 9[11.1] 24(13.2) 36[44.0] 57(31.3) 9(11.1] 21(11.5) 12[14.8] 20(11.0)
1985 3 [3.8] 8 (4.5) 39(50.6] 65(36.5) 14[18.1] 24(13.5) 8 [6.4] 17 (9.5
1986 5 [7.51 12 (6.4) 29[43.9] 55(29.6) 14(21.2] 33(17.7) 6 [9.0] 21(11.3)

Age Group
36/40 41/30 51/60 Z<30
M Z F Z M Z F Z M Z F 7 M F
1984 7(8.6] 20(11.0) 5s[6.1] 35(19.2) 2[2.4] 6(3.2) 66.2 56.0
1985 5(6.4] 19(10.7) 4[5.1] 37(20.8) 4[5.1] 8(4.5) 72.7 54.3
1986 5(7.5] 21(11.5) 2[3.0] 34(18.3) 5[7.5] 10(5.4) 72.8 53.7
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Table 6.8 Numbers of Shop-floor Workers in French Case Study
Outlet (Excluding Management and Supervisory Staff) by Age Group and
Sex and Proportion in Each Age Group, 1984-6

Aze Croup
16/20 21/25 26/30 31/35
M 2 F 2 M Z F 2 M Z F % M Z F 2

1984 9[11.1] 24(13.2) 36[44.0] 57(31.3) 9(11.1] 21(11.5) 12(14.8] 20(11.0)
1985 3 [3.8] 8 (4.5) 39[50.6] 65(36.5) 14[18.11 24(13.5) 8 [6.4] 17 (9.5
1936 5(7.5] 12 (6.4) 29(43.9] 55(29.6) 14[21.2] 33(17.7) 6 [9.0] 21(11.3)

Age Group
36/40 41/50 51/60 Z<30
M Z F % M Z F Z M Z F 2 M F
1984 7(8.6] 20(11.0) 5[6.1] 35(19.2) 2[2.4] 6(3.2) 66.2 56.0
1985 5(6.4] 19(10.7) 4[5.1] 37(20.8) 4[5.1] 8(4.5) 72.7 54.3
1986 5[7.5] 21(11.5) 2[3.0] 34(18.3) 5(7.5] 10(5.4) 72.8 53.7
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Table 6.9. Numbers of Female Part-time Workers in French Case Study Outlet by Age and
Main Department, April 1986

Age Group

16/20 21/25 26/30 31/35 36/40 41/45 51/60 7%<30 7%>30

Department

Grocery 0 3 0 0 2 4 0 33.0 66.0
Liquids 0 1 3 1 0 1 0 50.0 50.0
Chemist 0 1 0 0 0 1 0 50.0 50.0
Check-outs I ig 38 9 9 1 6 1 73.8 26.0
Fresh Foods 2 3 1 1 2 5 0 42.9 57.1
Mixed Non Food 0 1 0 0 0 0 1 50.0 50.0
Clothing 1! x 3 3 4 9 2 2.7 78.3
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The store management stated that these statistics reflected the high
labour turnover in these groups and the variations in the characteristics
of local labour supply. It also emphasized that the objective remained
to increase the proportion of women aged under thirty.

The store's policy was to employ increasingly large numbers of young
women in the part-time jobs on check-outs which had the most unsocial
hours and direct contact with the public. According to the store
management, this strategy created higher levels of satisfaction with
patterns of working hours because the married women part-timers were
employed in store departments in which hours are relatively convenient,
particularly for those wishing to look after children in the day time.
At the time of the case study, in April 1986 as Table 6.9 shows, this
strategy was already well-developed: over 737 of female part-timers on
check-outs were aged under thirty, while at least half of the female
part-time workforce on store departments were aged over thirty. This
distinction between the location and working hours of wamen part-timers
of different ages was fairly typical of the French retailers in the

larger sample.

Labour Cost and Labour Productivity Targeting

In the British outlet and parent company labour cost and labour
productivity targeting are closely linked, as would appear to be the case
among many British retailers. A very sophisticated labour productivity
system which incorporates labour cost targets has been in operation for
many years. This has not, however, led to the increased use of part-
timers, as would seem to have been the case in many other British
retailers, because other service and company image policies play an
important part in determining the levels of the full and part-time
workforces (see discussion about weekly contract length). Nevertheless,
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the labour costs and productivity targeting systems play a significant

part in determining patterns of working hours.

In the British firm work study is carried ocut for each job in an outlet
in order to enable calculations to be made about the hours required for
a particular job to be completed at various levels of productivity.
This information is then built into a number of systems in order to
assist in labour productivity measurement and to help branch management
to control staff numbers and predict manpower requir'anerlts for the

purposes of scheduling.

The labour productivity targets for each job are compiled for an outlet
in order to calculate a productivity factor (PF) for varying lewels of
item throughput. This PF is based on a standard of 100 which
represents 75 BSI! and is a performance measure which can be used to
compare different outlets. Branches receive predicted monthly PF
targets and Items Per Man Hour (IMPH) targets, monthly items targets,
and monthly man hour targets based on 100 PF. IPMH is used as a
measure of profitability but cannot be used as a means of comparing
performance. On a weekly basis outlets are also given advisory IMPH,
PF and hours targets in order to help them reach monthly productivity
targets. Branch managers are left to predict their own item throughput
on a weekly basis. Period and weekly targets are related to the budget
and profit objectives for the store. The target IPMH is based on past
trends, and the budget and profit objectives. The target PF takes into
consideration the specificities of each store and the profit and labouwr
cost objectives of the company. It is compiled for each outlet in such
a way as to ensure that the same level of service is offered in stores

independently of profit levels.
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The combination of weekly hours and productivity targets for a given
level of item throughput is used to calculate three weeks in advance
the predicted hours required. For example if the standard hours for
the store are 4355 for 100 PF, but the outlet is predicted to operate
that week at 99 PF, then the predicted hours will be 4355 x 100/99 =
4399 hours. Subsequently, actual hours are matched against targeted
standard hours (at 100 PF) and the actual productivity factor for that
week is measured. Also calculations are carried out relating actual
item throughput to actual hours in order to calculate the IPMH for
comparison with the targeted value (for a detailed review of these
procedures see Figure 6.1). Monthly IPMH, PF and item levels are all
compared with labour cost budgets and with labour costs as a percentage
of sales, in order to assure a full understanding of, and control over,
labour costs. Normally, if the IMPH and PF targets are achieved then
the labour costs are being adequately controlled. Departmental
productivity levels are also calculated on a sporadic basis.

The information from the work study is also used for work scheduling as
it is possible, by relating item throughput to the productivity level
for particular jobs, to calculate the man-hour requirements for those
jobs at different lewels of demand and hence calculate manpower
required for the store as a whole by hour throughout the day for
different periods. In the British firm this process is carried out
using "scheduling sheets" and "branch manning guides" (an example of
these is given in Appendix VIII). The "branch manning guide" gives the
head count requirements on a half-day basis for all staff except
management , and management requirements on a daily basis, for each job
description. Branch managers are expected to adapt this general plan

to differing sales levels.
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Figure. 6.1 Method of Predicting Man-Hour Requirements and Calculating
Labour Productivity in British Case Study Outlet

Period 1

Week ending 24/8/85
Actual item throughput 456101

Standard hours 4394

Actual hours 4463

IPMH target 100

_Actual S8 ie actual hours/

Actual item throughput

99 ie 4463/43%4 = 1%

Actual productivity
below 100 target

Period 2

Week ending 31/8/85
Predicted item throughput - 425000
Predicted hours 3862
Period 3

Week ending 7/9/85
Predicted item throughput 450000
Predicted hours 4399
Pericd 4

Predicted item throughput 450000
Standard hours 4355
Predicted productivity 99
Predicted hours required 4399

The guides are cstablished regularly between branch management and area
productivity management for a given level of item throughput based on
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past hours worked. Past hours worked have, in turn, been related to
the productivity levels required in a particular job in order to
calculate service levels and cost targets. The half-day counts in the
"branch manning guides" are themselves based on the scheduling sheets
which are worked out between departmental management, the branch
manager and the area productivity management for each day of the week
for a given level of output based on records of hours worked.

Schegiuling sheets estimate the numbers required in each department for
each hour of the day and allow for staff to move from one department to
another according to the needs of the business. It is the branch
manager's responsibility to adapt these schedules to changing
circumstances until the basis for the calculation is formally altered
by area productivity managers. Hours are scheduled and individual
patterns of working hours are created within these centrally-determined
parameters. The work study at the outset has the effect of identifying
areas where part-timers could most effectively be employed, and indeed
the company has found it most productive to employ single-skilled part-
timers for short bursts at certain times of the day: for example, at
midday on check-outs, in the late afternoon as a booster shift to
replenish stock in larger stores and in the evening to stock shelves.
At the same time the area productivity manager of the parent company
pointed out that even if it was shown that the company should employ
someone between 1015 and 1230 on the shop-floor, the company would not
ask a part-timer to come to work solely for those hours. The use of
multi-skilling (as described below) enables the workload of full and
part-timers to be rearranged so that this peak would still be most
efficiently manned in terms of the company's objectives. Indeed, this
retailer was unusual by comparison with the other British
firms studied in the fieldwork who have used labour productivity
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systems to facilitate the development of multiple part-time shifts
because it believed that for the sake of the company's image and
service to the customer, and in order to facilitate management control
of working hours, it was preferable to employ part-timers (excluding
those mentioned above), at the very least, in half-day blocks. Part-
time levels in fact, as will be explained in the course of this
chapter, are determined by a range of factors in addition to the
numbers of hours allocated to the store given its item throughput and
productivity level. These factors include: cmpany-wiae norms in terms
of types of patterns of work, preferred weekly contract hours, part-
time/full-time target ratios, the use of multi-skilling, and the degree
of flexibility for overtime required from part-timers. All these
factors, together with the centrally directed man-hour and scheduling
targets, determine individual patterns of working hours in the store
and ensure that the trading patterns specific to that store (determined
by its location, store size and range of goods sold) are optimally

manned.

In the French store labour productivity targets and labour cost targets
are not only less closely linked but are also established to a large
extent without reference to work study methods. The whole system of
target setting is less centralized and less sophisticated in the French
case study outlet and its parent company by contrast with their British
counterparts. The use of less sophisticated methods in the French
outlet was a consequence partly of the company policy to leave
hypermarket store and departmental management a great deal more
autonomy than was allowed in the British company, reflecting the French
company's belief that hypermarket managers should be their own bosses.
Also, the target-setting system does not, with the exception of check-
outs, have a bearing on labour sheduling. An annual labour cost target
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for all hypermarkets in the company is negotiated between the branch
manager, the Director responsible for hypermarket outlets and his
superior, the Commercial Director, who oversees all retailing
operations. The target is set as a percentage of sales and is adapted
to suit the company's labour cost and profit objectives. The branch
manager sets future targets on the basis of past hours worked which
automatically includes a notion of past full and part-time levels.
Fach store department negotiates an hours required/sales and labour
cost targets annually on the basis of previous years sales and hours
worked. This is subsequently broken down into monthly labour cost
targets. On a monthly basis the targets are compared with actual sales
and hours worked and the productivity ratio of hours worked/sales is

calculated.

The one area in which work study has been carried out is on the check-
outs. Predicted numbers of items/basket/hour for a particular week are
used by the check-out supervisor (chef de caisses) together with
measurements of the average speed of check-out assistants (in terms of
average numbers of articles/minute for all check-out assistants)

primarily in order to carry out an ex post calculation to see whether
the check-outs have been over or under manned. The relationship which

has been calculated between the average number of items per basket and
the number of clients is expressed as:

60= P
NV + 1.5

Where N = Average number of articles/basket
V = Average speed of check-out assistants = 26 articles/minute

1.5 = Average payment time
P = Predicted number of customers /hour



The ideal relationship between N and P is calculated for various
numbers of articles per basket. On a weekly basis the ideal P is
compared with the actual P derived by dividing the average number of
customers/hour (for all check-outs) by the average number of hours
worked. Ex post comparisons were also made between predicted and
actual hours on check-outs for each hour per day (the way in which this
is carried out is shown in Appendix IX). These relationships are used
to bhelp calculate manning requirements on check-outs. As the
sgfeduling sheet in Appendix IX shows, the averaée payment time per
customer and the average speed of check-out assistants (number of
articles checked per minute) are used along with predictions of numbers
of customers and articles (based on past trends) to estimate man hour

requirements.

Given that working hours are not systematically calculated (except on
check-auts) - by comparing work study findings with customer flow
patterns as is the case in the British outlet - the French system
seemed to be much less precise and systematic than the British one.
Because the French system is not, with the exception of check-outs,
based on an objective measure of the number of labour hours required
for differing levels of demand, its use may result in under or over
staffing and the replication of inefficient labour use from one year to
another. The use of sales in a productivity measure may also distart
calculations if their variation over time is not taken fully into
consideration: a sales based productivity measure does not provide a
systematic way of calculating labour demand over time and at differemt
levels of item throughput. Comparison of the case study findings with
those from the national samples of retailers in the two countries
suggests ti'lat the differences found at cutlet level reflected naticnal
dissimilarities in the use of labour productivity and cost targeting
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systems, which seem to exist independently of factors such as the size
of firm. In the absence of the widespread application of work study
methods working hours requirements in the French outlet are therefore
established on the basis of observation and past patterns of trade and
working hours. Once these requirements have been determined parent
company and store policies on levels of part-time work and the length
of par't—}time contracts influence the development of individual patterns

of working time.

Multi-skilling

The use of multi-skilling in the French and British ocutlets (and parent
companies) studied reflects the two forms of use of multi—skilling
found in the wider sample of retailers in the two countries. In
Chapter 5 it was shown that differences in practices relating to multi-
skilling did not seem to vary along national lines but could be
explained mainly in terms of dissimilar company employment policies.
The examples of the case-study ocutlets provide a much more detailed
insight into the use of these different approaches and their
implications for working hours than was available from the firm-level

research.

The British parent company was one of the most sophisticated users of
multi-skilling in Britain and it had been used for twelve years within
the company. The company as a whole has suffered no union restrictions
on using multi-skilling because the unions are very weak and there are
no national union agreements over grading or pay which might prevent
its use. Most shop-floor employees in the company are taught two or
more skills as a matter of course. Indeed, promotion to higher paid
grades depends on shop assistants learning these skills. While
employees may nominally be located on one shop—floor department (they
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all have the job title "supermarket assistant") and may develop a
specialism in this area, they can be moved around to satisfy changing
business needs. Only part-timers called in to work for short shifts
such as evening display assistants (shelf-fillers), afterncon shelf-
fillers (known as the booster shift), or midday check-out assistants,
are single-skilled.

The policy of multi-skilling has been developed throughout the company
for a number of reasons. Firstly, it gives the stores the ability to
respond to unforeseen peaks in customer flow at check-outs by
transferring staff from the store departments to the tills. Check-outs
are seen as the most important function in the shop because it is the
main point of contact with, and service to, the customer. Secondly,
the policy enables the company to satisfy simultaneously the other
objectives of service and image and labour productivity by means of its
working hours policies. For example, it enables the company to employ
most part-timers in half-day blocks which facilitates management
control, and to develop three-day part-timers, which might otherwise be
less productive than using single-skilled part-timers on short daily
shifts. Finally, it also allows the store to satisfy its customer
image objectives because the use of longer shifts (such as the three
day shift) enables the firm to attract more mature women. The
development of a more mature and experienced workforce is central to
the firm's marketing policy.

The flexibility of multi-skilling is built into the "scheduling sheets"

(showing the mmber of heads/hour/day at a given level of output) and

used on a practical basis to allocate labour in the store. For

example, if it is predicted that there will be a peak on check-outs

between 1000-1100 hours, the schedule sheet shows a reduction of heads
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working on another department and a corresponding increase on theck-
outs to meet that peak.

The French parent company and the case study outlet are more typical of
the companies in the larger sample of retailers described in Chapter 5
which have a very high reliance on singleskilling. The different
approach adopted by the French management compared with its British
comnterpart reflects the dissimilar policy stances adopted by the two
firms. The French firm as a whole relies on a number of strategies
which have been termed cost—cutting strategies in the discussion about
practices in the larger sample of retailers in the two companies. For
example, it adopts a strategy with three main components: a large
number of short weekly contracts and short daily hours in order to
maximize labour productivity; single-skilled employees in order to keep
training costs to a minimm; multi-jobbing and flexibility in working
hours in order to maximize flexibility of the workforce. This strategy
is linked to the company's image and service objectives which emphasize
developing a young and dynamic workforce.

In the French parent company and case study outlet all personnel are
expected to carry out other jobs on the shop-floor as the demands of
the business require, although no extra training or qualifications are
given to those carrying out this work. This practice is called multi-
jobbing (this concept 1is described in Chapter 5). Neither the company
nor the outlet management have plans to develop multi-skilling as it is
used in the British firm and outlet. Currently the firm is
encountering problems with the unions, which have a more important
role in this firm than in the British company, about the use of multi-
jobbing. The French unions, like others in the industry, are trying to
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obtain pay and grading improvements for those employees who frequently
carry out more than ane job in the store.

weekly Part-time Contract Lengths

In contrast with the findings from the industry-level research in the
case study outlets there was some deviation from the thirty-nine hour a
week norm for full-timers. In the British outlet and parent company
store management are expected to work forty-four l'nour:s per week, and
employees working as store service assistants (transporting goods
around the shop), customer service assistants (stacking trolleys), and
as clerks in the office, are expected to work a 42.5 hour working week,
3.5 hours of which are guaranteed overtime and paid at time and a half.
Supervisory staff such as the deputy check-out manager, the chief
display assistant and the store/cashier instructors work a 41.25 hour
working week with 2.5 hours of guaranteed overtime. Because men are
employed in the majority of the more physically-demanding jobs, it
tends to be the men who benefit from the guaranteed overtime system.
Women, by contrast, tend to be concentrated in the low grade shop-floor
jobs and supervisory shop-floor positions and consequently do not
receive guaranteed overtime payments.

In the French store and parent company, management staff are expected
to work the hours required by the job, although the collective
agreement relating to large-scale grocery retailing makes provisions
for them to be compensated by having two paid days off work every three
months. Other full-time shop-floor employees - both men and women -
work a normal thirty-nine hour week.

The French outlet belonged to a company which promoted the extensive
use of single-skilled part-timers on short contracts for all types of
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jobs on the shop—floor. However, the French company management was
beginning to revise this strategy in favour of longer part-time
contracts. The company's Personnel Director explained that the company
had had no explicit policy relating to part-time contract lengths until
recently — most had developed in an unplanned way in stores and tended
to range from 8-36 hours a week. A wide range of contract lengths was
found in the case study store (see Tables 6.10 and 6.11). Two policies
are operated under the guidance of the Personnel Director in some of
the company's stores. One of these policies is to increase the number
of part-timers working on short contracts, and in particular twenty
hour contracts. This policy is aimed at giving managers greater
flexibility in the organization of working hours, as the company’'s
Personnel Director explains:

Nous cherchons a mettre en place une grande mobilité sur le
travail A temps partiel pour pouvoir justement jouer avec les
équipes...moins les gens viennent longtemps, plus c'est
facile d'organiser le travail...parce que plus les gens
viennent longtemps plus vous vous trouvez fixé dans un
horaire théorique...vingt—quatre heures c'est six fois quatre
heures...(We are trying to develop considerable flexibility
with part-time hours in order to be able to be flexible with
the shifts...the shorter the time people are at work, the
easier it is to organize the work...because the longer people
are at work the more you find yourself stuck with a
theoretical schedule...twenty-four hours are six lots of four
hours).

The trend towards shorter weekly contracts has also been encouraged by
an agreement made in February 1985 with the unions that employees can
reduce their working week if they wish. The reduction in hours must
last a minimum of six months but is renewable, and gives employees the
freedom to return to their original contract lengths at the end of the
period. The other policy, which is being tested in a new hypermarket
is the development of mainly twenty-eight and thirty hour part-time
contracts. The reason for this policy, as described in the discussion
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about attitudes to part-time work, is that part-time work is often
taken by women because they cannot find full-time jobs, and
consequently when they are on short weekly hours they leave if they
find full-time work. It is hoped that longer part-time contracts
combined with convenient working hours will encourage them to stay with

the company.

The new policy for introducing shorter contracts initiated by company
management has also stemmed from a group policy which aims to increase
labour productivity. The branch manager of the case study ocutlet has
followed this policy over recent years because he finds that it is the
only way he can reach the labour cost and labour productivity (labour

cost/sales) targets he is set by the Hypermarkets Director.

While the changes in other contract lengths are less clear over the
1984~6 period, Tables 6.10 and 6.11 show the recent increase of twenty
hour contracts to the detriment of thirty hour contracts in the store.
This trend is particularly significant for those on permanent
contracts. As Tables 6.10 and 6.11 show, twenty hour contracts are now
the single most important contract length in the store, and in 1986 are
more common among the temporary rather than permanent part-time
workers. However, the distribution of twenty hour contracts is not
equal throughout part-time posts on the shop-floor, 60% of all twenty
hour contracts were located on check-outs when the first part of the
case study was carried out in April 1986. The distribution of part-
time contract lengths by store department is shown in Table 6.12 below.
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Table 6.10 Proportion of Part-time Temporary Workers by Contract
Length in French Case Study Outlet and Total Number of Part-time Temporary
Workers, 1984-6

Dec 1984 Nov 1985 Nov 1986
Contract
Length
(in hours) Z
8 0 0 0
20 68.2 14.3 54.5
21 9.0 42.9 9.0
23 0 0 0
24 4.5 0 0
30 14.0 42.9 27.3
36 4.5 0 9.0
Total No.
of Warkers 22.0 7.0 11.0

Table 6.11 Proportion of Part-time Permanent Workers by Contract Length in
French Case Study Outlet and Total Number of Part-time Permanent Workers,

1984-6

Dec 1984 Nov 1985 Nov 1986
Contract
Length
(in hours) y 4
8 6.2 7.9 5.0
15 0 0 0.8
20 41.6 41.2 45.8
21 8.0 7.9 7.5
23 0 0.9 o
24 0 0 0
30 42.5 39.5 38.33
36 1.8 2.6 2.5
Total No.
of Workers 113 0 114.0 120 0
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Table 6.12. Numbers of Part-timers by Contract Length and Shop—floor
Department in French Case Study Outlet, April 1986

Contract length (in hours)

8 15 20 21 23 30
Department
Grocery 4 7
Drinks 3
Chemist 3
Check—outs 8 i & 34 1 18
Fresh Foods 12 5
Non Food 2
Clothing 8 13
Total No.
Part-time 8 1 56 10 1 43

The reason for the high proportion of twenty hour shifts being
concentrated on the check-outs is that the store management felt that
flexibility in working howrs was most useful on check-outs where
changing patterns of demand have a direct effect on labour allocation.

The high concentration of twenty hour contracts has resulted in one
main problem for the stare: high labour turnover aon check-outs. This
has arisen because the store has recruited many young women into the
twenty hour part-time contracts who are often taking part-time work as
a last resort. Table 6.13 clearly shows the large proportion of women
aged twenty-five among those on twenty hour contracts on the check-

outs.

The British company and outlet was typical of the British sample of
retailers in that it used a large proportion of short contracts for
part-timers (sixteen hours and under). Furthermore, contract lengths
in the British outlet were shorter than those in the Fremch one,
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reflecting national differences in contract lengths found at industry
level. It would seem that the dissimilarity in contract lengths at
outlet level cannot be explained in terms of sample bias (ie differing
outlet size). When management at outlet level were asked whether store
size and trading hours had an effect on contract lengths they said that
the contract length was a policy decision which applied to all large-
scale grocery outlets and was not affected by this factor.

Table 6.13 Numbers of Female Part-timers by Age and Contract Iength on
Check-outs, in French Case Study OQutlet, April 1986

Contract lengths (in hours)

Under 20 20 30
Age
25 and under 8 22 9
Over 25 1 12 9

The British company had a policy of aiming at a minimum of twelve hours
weekly for part-timers and of limiting 25% of the workforce to these
minimum hours, although shorter contracts were not farmally prohibited.
The twelve hours minimum stems from a belief that twelve is about the
minimum number of hours for which travel to work is worthwhile. The
257 maximum working twelve hours weekly has been established at caompany
level for two reasons: because it leads to manageable numbers of part-
timers, and because it is believed that the firm will attract a more
mature and stable workforce with a greater feeling of belonging to the
firm if longer hours are offered to them.

The case study outlet, as Table 6.14 shows, employed more than a 25%

minimum of those working twelve hours during the 1984-5 period. This

pattern changes caonsiderably in 1986 (with the proportion falling from
_344 -



30.4% in 1984 in 1985 to 14.3% in 1986) and reflects the implementation
of a parent company initiative encouraging more two-day part-timers.
During the same period, as the table shows, there was a corresponding
increase in the proportion of those working 17-20 hours weekly Indeed,
over the 1984-6 period the proportion of those working sixteen hours or
under a week falls from 80-75% (see Table 6.14).

However, the proportion of part-timers working short weekly contracts
remains high, and is much higher than in the French outlet where only
7.52 of part-timers worked fifteen hours or less a week. In the
British firm only 2.8% of the part-time workforce were employed for
thirty hours a week or over in 1984, and this fell to 1.4%7 in 1986.
This compares with over 36%7 of part-timers in the French outlet in
1986. The greater use of shorter contracts in Britain would seem to
reflect the more extensive use of part-time work over a langer period
in the British outlet and company (which as led them to a more
sophisticated use of part-time work) and the impact of the NI system in
Britain. The operation of the NI system has encouraged the company to
minimize labour costs through employing part-timers for sixteen hours a
week or less for which no employer (or employee) contributions are
payable.

The British firm was not typical of the larger sample of retailers
(except to the extent that it used mainly short contracts) because it
was developing longer part-time contracts. This policy has been
motivated by a desire for a more stable and mature workforce (in order
to improve customer service) and by the trend towards longer trading
hours, and has been integrated into a company employment strategy which
promotes multi-skilling and staff training.



Table 6.14. Numbers of Part-timers by Weekly Contract Length in
British Case Study Outlet, 1984-6.

1984 1985 1986
Weekly Numbers of Part-timers
Hours
6 ' 0 1
8 1 2 1
9 10 15 6
10 4 5 3
11.5 1 1 1
12 26 23 F
12.25 0 1 0
12.5 11 10 18
12.75 1 0 0
13 8 4 14
13.5 1 0 9
14 1 0 0
14.25 1 1 1
15 5 7 7
15.5 2 4 6
15.75 3 2 1
16 4 4 0
16.25 2 2 1
16.5 14 7 3
17 3 6 5
17.25 0 (0] 1
17.5 2 8 4
18 0 1 S
18.5 1 0 2
19 1 2 2
19.5 0 1 4
20 0 2 1
21.25 0 0 1
2L.5 1 0 4]
22 1 0 0
22.25 2 1 0
22.5 0 1 0
22.75 1 1 1
23.25 0 0 1
24 3 3 2
24.5 0 0 1
24.75 1 1 1

3
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Table 6.14 (Continued)

Weekly 1984 1985 1986
Hours

25 1 Q 1
25.25 0 0 3
25.5 8 9 6
26 12 12 11
26.25 0 8] 1
26.5 2 2 1
27 0 0 2
28.5 ]! 0 0
29.5 0 0 2
29.75 2 0 0
30 1 1 0
31 1 0 0
31.25 0 1 Q
31.5 0 0 1
32.5 1 0. 0
34.5 0 0 B §
34.75 0 2 0
35 1 0 0
Total No.

of Part-timers 141 140 140
7% part-timers

with contracts: % % %
<=12 30.4 32.9 14.3
<=12.5 38.3 40.7 27.1
<=16 80.0 79.0 75.0
17-20 5 13.6 17.1

More specifically, the policy which consisted of encouraging the
development of two—day part-timers was initiated in the early 1980s,
and has been extended in 1985 for the same reasons to the development
of three-day part-timers as a confidential company report explains:

...with longer trading hours less emphasis is to be placed on
the twoday worker in favour of three-day working
patterns. ..The three day worker offers maturity and stability

~<3LF -



almost equal to that of a full-timer and can offer extra
hours when required.

The firm was also attempting to encourage these workers, using
financial incentives, to include evening or Saturday work in their
schedules. These new patterns of working hours have developed as
trading hours have been extended. This is to a large extent how longer
working hours in larger out-of-town stores are achieved in the company.
The parent company thereby seeks to reduce the proportion of students
warking evenings and Saturdays to S0% of the total workforce at these
times. In the outlet there was little sign of these policies having
come into effect over 1985-86, and the store management stated that
working hours policies took several years to be followed through owing
to slow labour turnover (approximately 167 per annum) in the store.

In the British store, contract lengths were associated with patterns of
working hours which depended very much on the specific job function (as
discussed below). This contrasts with the situation in the French
outlet where the factor determining patterns of working hours was
primarily the departmental location of the job (although this was
related to the type of job). In the British store each function was
associated with a range of possible contract lengths which were
sugeested by the parent company and given as a guideline to the branch
personnel officer. For example, as Table 6.15 shows, students usually
worked twelve hours weekly while mid-day assistants on check-outs
worked ten hours. A major difference between the British and French
outlets is that there is a much wider range of weekly contract lengths
in the British outlet than in the French (compare Tables 6.11 and
6.14).



Table 6.15 Job Function and Associated Shift Patterns and
Weekly Contract Lengths (Average Hours for Female Part-timers) in

British Case Study Outlet, September 1985

Job Function Norma! shift patterns Normal working
hours (average
hours for female

part-timers)
SUPERMARKET Multt-skilled assistants working
ASSISTANTS predominant ly on the shop's
departments.
Students 1 or more evening and 1 Saturday.
Evenings: 1730 - 2030 or 1800 - 2100 12, 12.5,
or 1800 - 2000 Saturday: 0815 - 13, 13.5:15
1845 or 0815 - 1745. :
Day Part-timers
Weekly S day weeks, alternative Mondays 39
and Saturdays
Wk 1: Mon-Fri
Wk 2: Tue-Sat
Hours are various combinations of
AMs and PMs.
Ams and Pms Various combinations of 2,2.5, and 3
day part-time 17.5 - 26
Ams: 0815 - 1230 or 0845 - 1330 (av=22.7)
Pms: 1230 - 1745 or 1330 - 1815
Late night and Sats As students 12 - 15
(av=13.5)
CHECX-OUTS ONLY Part-timers specialized in only
check-out work.
Midday Assistants 3/4 lunchtimes: 1130 - 1430 9/12 hours
Twilight Shiit 3 evenings (Wed, Thur, Fri):
1730 - 2030 9 hours
only
FRONT END Multi—skilled part-timers who work
SERVICE mainly as shopping packers
5 days, mormings: (av=20.5)
0930 - 1335 Plans for 26 hour
shifts
SHELF FILLING Specialized part-timers who fill
shelves
Booster shift 3/4 days, mormings: 0900 - 1200 9/12 hours
Aftermoons: 1400 - 1700
Evening Display 3/4 nights of 6: Mon, Tue: 1800
- 2200; Wed: 1900 - 2300; Thur, Fri: 12 - 16.5
1830 - 2300; Sat: 1600 - 2000. (av=14.7)
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This is the case because in the British store working hours are accrued
by adding the same daily pattern of work: for example if a student
wishes to increase his/her hours from twelve, he/she would work another
three hour shift one evening and thereby increase his/her working hours
to fifteen a week. In the French store, by contrast, the employee
would be obliged to increase his/her hours, say from eight to fifteen
(depending on the department), and the patterm of work could change
substantially because patterns of working hours vary according to
contract lengths, even within the same department.

Daily Part-time Hours

In both the French and British stores full-time hours did not strictly
adhere to the traditional working week (ie 0800-1700 or 0900-1800).
This was, however, particularly the case in the French store where
full-timers were treated like part-timers with respect to their working
hours: they frequently did not work traditional hours, they were
expected to share the burden of late night shifts with the part-timers,
and they also shared other inconvenient patterns of work such as shifts
being broken by lang breaks (1-2 hours) outside meal times. In the
British firm the hours were more conventional, although on alternate
weeks full-time staff were expected to work a half-day including a late

night.

Overall, shift lengths were longer in the French store than in the

British, although a large mumber of shifts in both stores ranged from

3-5 hours in length. These differences in daily shift length provide

evidence to support the findings from the wider sample of retailers in

the two countries, namely that shift lengths tended to be longer im

France than in Britain. This dissimilarity at outlet level would seem
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to reflect the longer weekly part-time hours found in the French outlet.

In the French store the length of each shift varied considerably
according to the length of the weekly contract and the location on the
shop-floor (see Appendix XI). Those working on check-outs tended to
work the widest range of daily shift lengths, particularly those on
thirty hour contracts whose shift lengths could vary from 2-5 hours
although the vast majority lay in the 3-4.5 hours range. Attempts were
nade to give the outiet maximm Flexibility by bresking dom daily
shifts, particularly for those on longer contracts, so that they worked
in four hour bursts: some thirty hour part-timers on fixed shifts work
from 1030-1430 and then from 1630-2000 on Saturdays. This often led to
inconvenient breaks in the working day. For those with shorter weekly
contracts on check-outs (ie eight, fifteen, and twenty hours) each
shift lasts three or four hours.

These shorter shift periods are also typical of those working twenty-
one hours or less on other shop departments, such as grocery, drinks
and chemist products. By contrast, those working thirty hours and over
on other shop-floor departments tend to work longer shifts than check-
out assistants on the same contract lengths, although this also varies
by shop-floor department: in the clothing department thirty hour part-
timers work four to four and a half hour daily shifts with some longer
six hour shifts when they work late nights (up to 2100-2200 hours).

However, those attending to the changing room in the clothing

department work much longer shifts: up to nine hours scheduled in one

stretch. Here, there is little attempt to break up shifts into short

periods because of the type of the work done: someone must be present

at all times to ensure that the changing room operates properly, and a
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measure of productivity cannot so usefully be applied. In the grocery
department thirty hour part-timers work five or six hours while in the
drinks and chemist products departments shift lengths are in the range
6.57.5 hours daily.

The explanation given by the store for the longer daily shift lengths
among those with longer weekly contracts was simply that longer
contracts did not facilitate hours being broken down into such small
blocks on a daily basis. Also, longer shifts on the shop-floor
departments were not seen as problematic because the overlapping of
shifts which was required on check-outs was not necessary for shelf-
filling, and because productivity could be kept relatively high by
expecting workers to carry out multi-jobbing in the course of their
shift. For example thirty hour part-timers in the clothing department
who work 0700-1100 are expected to spend the first two hours of work
filling shelves and the remaining time either arranging stock in the
storage area or being present on the shop-floor. In addition it was
felt necessary to have some part-timers working longer shifts simply to
keep the numbers of part-timers manageable.

In the French store most of the daily shift lengths fell within the
bounds of the limits on working periods set by legislation and
collective bargaining. However, there were some exceptions to this
rule. It seemed that the ocutlet management sometimes made a fairly
loose interpretation of the guidlines in this respect. The collective
agreement on breaks had no impact on the scheduling of shift lengths
because the firm had made an agreement with the unions by which three
minutes rest per hour is accorded to employees during the working

period.
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In the British store there is a much greater regularity in shift
lengths than in the French store, and this reflects the British
company's policy of developing patterns of working hours which
facilitate management control and optimize labour productivity. They
are also, overall, shorter than those in the French store. 1In the
British store a clear distinction can be made between the length of
daily shifts for those who are employed in the first instance to fulfil
one basic function for a short period (but who are multi-skilled and
can be moved around to suit the needs of the business) and tend to be
on short weekly contracts, and those who are expected to work for
longer daily periods and tend to be on longer weekly contracts. The
types of jobs which fall into each category and the type of hours each
should work (as well as the maximum number of weekly hours preferred)
are set out in guidelines from head office and are adapted to the
requirements of each store.

The types of jobs which fall into the first category are: the twilight
shift on check-outs which runs from 1750-2030 hours, on which women
usually work three nights weekly (nine hours), these evening hours are
also commonly carried out by students who tend to work one evening and
Saturdays; the mid-day shift on check-outs which is a daily shift of
2.5 hours duration to cover for full timers' lunch hours and to cope
with peak-time shopping (maximum weekly hours on this shift are tem
hours); the evening shelf-filling shift which involves working three or
four nights in shifts of 4-5 hours; a booster shift of shelf-filling
involves working four hours an afternoon for three days at the end of
the week. These shift patterns are presented in Table 6.15.

It is the shop assistants who work longer weekly hours than the part-
timers whose shift patterns are described above who also work longer
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daily shift lengths. Part-timers who work on the shop—-floor and check-
outs tend to be employed for two or more days (with the exception of
students who only work a full day on Saturdays) in combinations of half
and full days (see Table 6.15). Each half day is 4.5 or 4.75 long, and
each full day 8.75-9.5 hours long. Within each period of work,
however, employees may spend time working in different departments
depending on the needs of the business.

Very few of those employed by the store are eligible for the breaks
mde:; the Shops Act, but the company has a policy of giving all
employees working five hours or more continuously, a minimum twenty
minute break. The timing of the break is decided between the
departmental head and the employee. Occasionally, workers are given
unplanned breaks if the needs of the business permit. All full-timers
are allowed a quarter of an hour break in the morning, the same period
in the afternoon, and an hour lunch break and which are counted as part
of their working hours.

The Organization of Working Hours

As in Chapter 5 this section is divided into two parts. The first
examines the organization of hours on a daily basis, while the second
discusses the organization of hours over longer periods, under the
heading "shift patterns".

The Organization of Hours on a Daily Basis

The findings in the case study outlets showed, in support of the

evidence from the larger sample of retailers, that time of work was

dependent on the type of job done. A large proportion of jobs were

related to the patterns of customer demand. This was true for all
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check-out posts in the French store, and for mid—-day and twilight
assistants working on check-outs in the British store, as well as
employees working in the service areas such as the delicatessen or
cheese counters in the French store, and peak-time shelf-fillers in
both stores.

Other jobs, mainly shelf-filling posts, had daily hours which were
relatively independent of customer patterns and which were a function
of the company policy in the British firm and established practice in
the French out let. For example, it was company policy that the
majority of shelf-filling in the British firm was carried out in an
evening shift after shopping hours. In the French outlet, in the
absence of a company directive, early morning shelf-filling shifts had
developed. These were found in many French retailing firms for the
reasons explained in Chapter 5.

The main differences to emerge between the two ocutlets in relation to
daily times of work were firstly, the British outlet used daily times
established by the parent company while the French outlet scheduled the
times of work without guidance from the parent company and, secondly, a
much wider range of daily times of work existed in the French store by
comparison with the British store. This was the case because of the
more numerous patterns of working hours in the French outlet which
varied according to the contract length, the department, and whether
the contract was fixed or rolling. In the British outlet, by contrast,
patterns of working hours were limited, particularly because a large
number of check-out and shop—-floor assistants were employed for the
same patterns of working time in day-long and half-day blocks. While
their hours were similar, they gave the firm sufficient flexibility by
being moved around the store according to the needs of the business.
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Shift Patterns

Both shift patterns and the way in which they were established varied
greatly in the two outlets. 1In the French outlet shift patterns (both
full and part-time) were established by each departmental head
according to the needs of the business and within the financial limits
negotiated with the store manager at the beginning of the year. No
specific guidance was given from the parent company management about
shift patterns. In the case of the check-outs, the head of the check-
mts‘used a work study type technique to predict labour requirements
over time and based shift patterns around these predictions. Major
revisions were carried out every few months. The majority of patterns
were fixed within alternating weekly schedules. Additional working
hours which were not adequately covered by the workforce with fixed
hours were given to the semi-autonomous team. Their warking hours were
posted up one week in advance and could vary considerably from one week
to another.

The British system for establishing patterns of working hours was very
different. It was based aon the extensive centralized control of
working hours by the company. When a store is opened it is given am
"establishment" which is defined as the total number of contracted
hours that the company calculates will enable the store manager to have
a basic staffing level which will then allow himher to implement
decisions he/she makes as a result of weekly predictions in tradimg
levels. Using these contracted hours the store management mm
conjunction with departmental managers establish shift patterms
according to the number of heads required at different times of the day
on different departments for a given level of throughput - thas
information is provided on the centrally produced "staff scheduling
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sheets" and "branch manning guides". The guidelines for times of work

associated with different jobs are stipulated by company policy.

Although individuals know their times of work and shift patterns in
advance, the location of their work may vary from day to day. At the
time of the case study a schedule board was used to distribute
employees about the store in accordance with business needs, but a
computer system was under development for the purpose of carrying out
this function. On the scheduling board, the targeted hours (see
disc‘ussion about labour productivity) are gradually used up by
allocating required hours to the check-out posts first and then
distribut ing available employee hours throughout the store in order of
priority. The location of an individual's work is then marked on
individual pieces of paper and posted up for the day in question. The
computer system developed at area management level was being programmed
to calculate the optimal distribution of personnel in order to reach
target hours and provide lists of the location of individuals two days

in advance.

The discussion of the main types of shift patterns will relate to both
full and part-time hours. This is because in both the British and
French stores, as already stated, full-time shift patterns were similar
to a large number of part-time shift patterns and therefore did not
conform rigidly to the 0900-1700 norm found in low-skilled shop—floor

jobs in many retailing companies in the two countries.

In the French store there was a much wider range of patterns in worlaumg

hours than in the British store (compare Table 6.15 with Appendix X)

they vary by store department and by length of contract. There was

also a much larger proportion of workers, particularly part-timers, om
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rolling shifts than in the British store. These differences cannot be
explained in terms of dissimilarities in the outlet sizes for the case
studies, although the use of rolling shifts was linked to outlet size
in the French company. For example, the management of the French store
stated that in smaller outlets where the trading hours were usually
much shorter (with opening hours up to 1900-2000) rolling shifts are
rarely used. However, it was suggested that if a store in their
company wanted to use part-timers for evening shelf-filling then, in
contrast with the British store, they would almost certainly introduce
mllin.g shifts for these part-timers. When the management of the
British store was asked what might be the effect of a larger surface
area on shift patterns, the response was that because greater surface
area is usually associéted with increased trading hours, more part-
timers would be required to cover the extra opening hours. However,
they did not foresee any change in the centrally decided format for
patterns of working hours, or any need for a rolling shift system along
the lines of the French model.

In the French store the vast majority of shift patterns were rolling
shifts. These types of shifts were introduced from the opening of the
shop because previous experience in older stores had shown that fixed
shift systems caused immense dissatisfaction among the part-time work
force. Indeed, the store manager said that a return to fixed shifts
would lead to strikes in the shop. The rotating shifts had been
scheduled in such a way that full-timers who had the benefit of longer
hours would work more late nights, and those on the shortest hours
would suffer least from late nights: for example those working twenty
and thirty hour contract have two or three late nights and those
working fifteen or eighteen hours tend to work one or two nights (2000
hours or later). The store management felt that many employees were
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willing and able to make a trade-off between hours length and their

pattern.

The largest proportion of workers with the langest period over which
hours alternate are on check-outs where patterns vary every week for
six weeks, after which the pattern is repeated. A range of patterns
exist for rolling shifts: two weeks, three weeks, three weeks the same
then one week different, six weeks, and seven weeks. Shorter periods
of rotation are found on the shop-floor departments where the
r*equ‘ir'ement of the check-outs - many part-timers working overlapping
shift patterns — is often not needed. For example, on fresh foods
where there is a need for early morning and afternocon shelf-filling and
morning shifts are not very popular (because they start at 0600), a two
weekly rolling shift is devised for the thirty hours part-timers: one
week they work mornings and the next afternoons.

Rolling shifts are a compromise solution for the part-timers and the
store management. They are found to suit some women who work the less
complex patterns on store departments where they are also not expected
to work unsocial hours. On the other hand, the management was aware
that many women with children working on check-outs are dissatisfied
.with the rolling shifts because they have difficulties findimg
childcare to fit in with their regularly changing hours and dislike the
more frequent unsocial hours on these shifts.

Changing patterns of working hours were also characteristic of the

semi-autonomous team operating in the French store (as in many of the

French retailing companies). Semi-autonomous teams were introdusced

into the company for the first time nearly three years ago, and were

initiated first in the outlet a year before the case study tock place
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The aim was to gain more flexibility in working hours on the check-outs
but also to experiment with giving employees greater control over their
working hours in order to reduce dissatisfaction with unsocial shifts.
The system does not offer the flexibility of some of the schemes
described in Chapter 5 and Appendix VI, notably management retains a
great deal of control over working hours. The shift patterns of
members of the semi-autonomous teams are planned around the central
hours defined by check-out assistants who do not belong to the teams
and take into consideration changes in trading patterns due, for
example, to changes in the weather and the time of year. Although
working hours change regularly for some workers, the team appeared to
be generally very satisfied with the system (see also p385). This may
be attributed to the fact that a considerable amount of control over
working hours remains in the hands of the workers.

Finally, there were a small number of fixed shifts on some departments.
Most of these were for part-timers working twenty hours doing early
morning shelf-filling. Although the hours may seem unsocial,
management found that they suited a small number of women with very
young children. Some of these shifts included a rolling element which
enabled part-timers to have a Saturday free from work every four weeks.
Other shifts, including early morning shifts, are scheduled on a
rolling basis because, as noted above, early morning hours do not suit

some part-timers.

The types of shift patterns in the British stare were mxch less

numerous than in the French store, reflecting the tighter central

control over working hours and patterns in the British store and the

importance of the company policy of simplifying management control of

working hours and of using multi-skilling. The shifts found in the
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store broadly resembled those fairly standard patterns found in the
larger sample of British retailers (full days, mornings, afternoons,
lunchtimes, evenings). In contrast with the French outlet shifts were
also almost exclusively fixed in its British counterpart. The only
alternating shift in the British store was for full-timers who worked
Monday to Friday one week and Tuesday to Saturdays the next, in a 4.5
day working week. All the other shifts are fixed. These are: two,
three and four-day part-time shifts which include some combination of
full-days (0815-1815) and half-days (0815-1230 or 0845-1330 and 1330~
1815‘ or 1230-1745). These part-timers are increasingly expected to
work Saturdays as part of their shift patterns. Patterns of working
hours in various shop-floor jobs are presented in Table 6.15.

Overall, there seemed to be greater satisfaction with working hours in
the British than in the French cutlet. This gave some support to the
hypothesis advanced in Chapter 4 which contended that part-timers in
large-scale grocery retailing would be more satisfied with their
working hours in Britain. The satisfaction among part-timers claimed
by the management of the British store was related to the fact that
there was, as identified in the larger sample of retailers, a strong
correlation between the characteristics of part-timers in terms of
their age, and childrens' ages, and the type of shift pattern followed.
The main difficulty for the personnel manager was to get women to work
Saturdays and extra hours in the evening because (with the exception of
those who were desperate to work for financial reasons) most women

liked to keep as much time free to be with their families as possible.

Flexibility in Working Hours

In both the French and British outlets part-timers were the main

vehicle for flexibility in patterns of working hours and the discussion
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will therefore be devoted principally to the part-time workforce.
Nevertheless, an attempt is also made to explore the extent and nature
of full-time flexibility.

Flexibility in Part-time Working Hours

This section describes the main ways in which flexibility was achieved
in the case study outlets: flexibility written into part-timers'
employment contracts, other flexibility measures, and overtime (also
referred to as the supplementary hours system).

Flexibility Embodied in the Employment Contract

Flexibility was built into employment contracts in both outlets to
enable general changes in working hours and overtime use. 1In this
discussion only the provisions for the former are described, those for
overtime are described later.

In both the French and British outlets employment contracts are given
to all employees at the start of work in the store. The British firm,
in common with several retailers in the British sample, marked
precisely on the contract the total contracted hours and the
distribution of weekly hours across the working week. This practice
steomed from the firm's priority of giving employees security in
employment and good conditions of work. Although the precision
relating to patterns in working hours might appear to give employees
greater security with respect to these conditions of employment, the
employment contract also indicated that changes to the contract could
be made "in accordance with the appropriate procedure", and this
implied that the company had the right to change working hours provided
that the generally agreed notice period for changes was given (as
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described in Chapter 5). The outlet had therefore in no way restricted
its ability to change patterns of working hours.

The French firm, by contrast, in common with a large proportion of
French retailers, had a more flexible approach in relation to the way
in which patterns of working hours were written into the employment
contract. Although the firm had not taken advantage of the more
flexible monthly contracts allowed in French law, the flexibility
options with the weekly contracts were optimized by omitting to
stipulate the precise distribution of working hours. Employees working
fixed working hours received a contract with the total number of daily
hours and weekly hours specified whereas those working rolling working
hours only had their total hours stipulated and the patterns of working
hours were decided informally with department heads. In both cases a
great deal of potential flexibility was left in the hands of the outlet

management .

Despite the flexibility built into the employment contracts in the two
outlets, managers in both outlets claimed that they tended to rely on
fixed patterns of warking hours with occasional changes in arder to
adapt to changes in customer shopping behaviour (and this was
substantiated by employees, see p394). In both outlets patterns of
working hours were system controlled: once patterns had been
established by management, the existing system was followed until new
patterns were scheduled. However, while patterns of working hours
remained fairly fixed, overtime was frequently used in both outlets as
the main way of gaining flexibility and hence caused regular
disruptions in working hours.



However, the outlets are good examples of how different employer
policies can influence patterns of working hours. In the French outlet
regular changes in patterns were made every two to three months, while
in the British outlet changes were less regular, and usually as a
result of major policy decisions, ie a move from two to three—day

working.

Indeed, there was evidence of greater informal flexibility in working
hours in the British store. The British store management was aware
that part-timers' preferences in termse of working hours varied
according to their domestic comnitments (and particularly their
childcare situation) and claimed that it tried to cater for part-
timers' changing needs. Interviews with part-timers (as described in
the final section to this chapter) gave support to the view that
changes in working hours would be granted to them provided that they
suited the outlet's business needs. The British store and company
seemed to be unusual in their apparent willingness to take into account
their employees' personal situations, for example a deliberate effart
was made to cause as little disruption as possible to part-timers'
patterns of working hours, as one policy document describing the move
from two to three-day part-time working sugegested:

...obviously some existing staff will be willing to change

their working patterns, but no one should be put under
pressure to do so.

In both cutlets there was very little union membership, so any changes
in patterns of working hours met with little organized resistance. In
both stores management stated that the main expression of
dissatisfaction with patterns of working time was absenteeism and part-
timers leaving the firm.
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Other Methods of Introducing Flexibility
Neither the British nor French firms extensively employed other methods
for developing flexibility in part-time working hours. In both stores
there was a feeling that adequate flexibility was gained from current
methods and that fairly accurate predictions of trade enabled fixed
patterns of working hours to be achieved.

The British store had been informed of company level plans to develop
an "on call" system, by which employees who were in favour of the idea
woula volunteer to came in to work overtime on the request of the
store. In the French outlet no similar scheme was formally operated
(or was planned), although there were indications that the management
sometimes called part-timers in from home to work overtime hours if
trading was unexpectedly strong. This difference in approaches to
flexibility by the British and French ocutlets would seem to reflect the
findings in the secondary data and from empirical work at firm level
that management-orientated flexibility schemes seem to be developed
more extensively in Britain than in France.

The other major difference in the development of flexibility in the two
outlets was the use of semi-autonomous teams in the French store. This
gave support to the evidence found at industry level (described im
Chapter 5) which suggested that more formal employee—controliesd
flexibility was used in France compared with Britain. Its use 1m
France also gave support to the hypotheses presented in Chapter 2 thst
French employers are more aware of non—work issues and are mare likely
to take their employees' working hours preferences into account amd
that they are developing more experimental working time systems. Thus
difference at outlet level could not be explained by the dissimilarity
in outlet sizes: no such schemes were used in any of the British furm s
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outlets. Indeed they had never even been heard of by the management of
the British firm.

Overtime - The Supplementary Hours System

In common with the majority of retailers in the larger sample in the
two countries, the French and British outlets (and their parent
companies) relied primarily on part-timers for overtime, because part-
timers would work over their contracted hours at single time pay. In
the British store, however, as mentioned above, it was. company practice
to include a guaranteed overtime component in the hours of full-timers

working in supervisory grades and carrying out heavy work.

In both outlets an expectation that part-timers would carry out
"normal" amounts of overtime were written into the employment contracts
and as such enabled employers to maximize its use. 1In the French
outlet it was common practice to expect part-timers to work the maximum
legal amount of overtime, and this was usually written into the
contract in such a way as to eliminate the individual's legal right to
choose to work overtime. In the British firm, in the absence of legal
limits on overtime, a very flexible catch-all provision for overtime
was incorporated into the company's employee handbook stating that:

Owing to the special nature of the retailing industry there
may be occasions when staff are required to work additional
time beyond their normal contractual hours for short periods.

Overtime in both outlets, as in the larger sample of retailers, was
under direct management control and was used under the same two main
conditions: to fill in for employee absences, ie holidays and sickness,

and to carry out stock taking (termed predictable overtime in Chapter

5): to respond to unpredicted peaks in customer demand (termed

impromptu or last minute overtime in Chapter 5).
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Not only were the features of overtime similar in the two outlets but
also the way it was used shared some similarities. In both cases when
overtime was predictable part-timers were asked to work extra hours
some time in advance (usually between one to three weeks). All part-
timers in both stores were expected to work overtime in order to help
with stock-taking. Also, in both firms this predictable overtime
appeared to be voluntary. In the British outlet overtime hours (with
the exception of overtime for stock-taking) were posted up on a staff
notice board and part-timers were asked to volunteer, whereas in the
m outlet part-timers were asked to work overtime by word of mouth.

Last minute overtime was fairly common in the two outlets. The British
firm's sophisticated methods for calculating manpower requirements
minimized this type of overtime, whereas in the French store less
precise methods led to its more frequent use. A basic difference in
philosophy distinguished the use of last minute overtime in the two
stores: in the British store overtime was seen as a last resort for
dealing with inaccuracies in the prediction of custamer flow; in the
French store it formed part of a policy for gaining maximum flexibility
at minimum cost and was associated with practices such as short part-
time contracts and single-skilling. In both stores, however, it was
claimed that attempts were made to ensure that last minute overtime was
voluntary: in general managers asked for overtime first from part-
timers who made it known they were willing to work overtime.

In the French store the one exception to the general way in which part-

timers were asked to work overtime was for members of the semi-

autonomous team. Weekly overtime was scheduled into their weekly time

sheets like normal working hours. If women did not want to work the

overtime they were allowed to refuse the hours. Clearly, this caused
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disruption for the store management and consequently many of these
part-timers felt an obligation to work overtime.

Flexibility in Full-time Working Hours

The French outlet had developed full-time flexibility more extensively
than its British counterpart, reflecting differences found among
retailers at industry level in the two countries. This dissimilarity
could not be explained in terms of sample bias because it reflected
policy differences which were applied independently of factors such as
outlet size and trading hours.

In the French outlet flexibility in full-time working hours was being
developed under the direction of the parent company. This measure was
introduced to help increase all vectors of flexibility in working
hours, but was also developed as part of the company's plans for
changing the working conditions of full and part-timers in stores.
According to the plans full-timers would be expected to offer greater
flexibility (in terms of the number of hours worked and their
distribution) in return for the privilege of working a full week.

At the time of the case study the main form of flexbility was the use
of rolling shifts. Another form of full (and part-time) flexibility
had recently been agreed between the company management and the unions
CFDT and FO. It was not, however, approved by the other two unions
CFIC and OGT who felt the meaure undermined current gains in working
conditions. This agreement allowed three minutes rest per hour for all
employees. The measure was agreed on the basis that the total of 120
minutes rest time in a thirty-nine hour working week (and the
proportionately shorter period for part-timers) would not be treated as
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working time. Thus, for full timers the working week effectively
becomes thirty-seven hours and the firm is given an additional two
hours overtime which it can ask full-timers to work at single-time pay
before the threshold of the legal full-time working week (thirty-nine
hours) is reached and overtime payments must be made.

Another form of full-time flexibility was being negotiated with the
unions at the time of the case study, although this was planned in the
first instance to apply only to warehouse employees. This agreement
was an amendment to the industry's collective agreement which would
allow flexibility in the full-time working week on an annual basis.

In Britain, the company and outlet had, in common with most British
retailers, developed little full-time flexibility. The only provision
for this at the time of the case study was for full-timers to work
alternate Mondays and Saturdays. In 1988, however, the company had
introduced more flexibility for management working full-time hours.
Their working week was reduced from forty-four to thirty-nine hours in
exchange for an acceptance of alternating shift working. This was not
the case for full-timers working on the shop—floor whose guaranteed
overtime was treated as normal scheduled working hours.

Mediating Mechanisms

In this section the findings are presented in the same famat & 1m
Chapter 5: a first section examines to what extent works commttess
self-expression groups and quality circles exist in the two outlets amd
assesses how far they enable employees to influence their workimg
hours, while a second section describes the role of the trades umons
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Works Coomittees, Self-expression Groups, and Quality Circles

Practices relating to the use of works comittees in the two outlets
were typical of those in the larger sample of retailers in the two
countries: in the British outlet there was no works committee while in
the French outlet, in accordance with French law, the reverse was true.
However, the presence of the works committee, whose role (as defined by
law) is to be notified about changes relating to work organization and
to make comments on proposed changes, seemed to have no effect on
patterns of working hours in the French store either on a departmental
or an individual basis. In fact the works committee was concerned
primarily with the social activities and facilities in the French

outlet .

Ancther forum in which there was an opportunity to debate working hours
in the French outlet was in its quality circles. The development of
quality circles in the French company as a whole was the result of the
combined effect of changes in legislation wunder the Socialist
government in 1981 which introduced a requirement to set up a means for
worker self-expression in companies (for a discussion of this see
Chapter 2) and a group-level policy directive encouraging participative
management which had included developing measures such as quality
circles, The group and the parent company began to encourage
participative management as part of the new ethos (developed under the
Socialist Government) that workers were a valuable part of the firm.

The parent company began to encourage participative management in the

early 1980s by introducing regular meetings between employees and their

supervisors in order to provide workers with information about all

aspects of the retail operation and particularly to develop a dialogue

about ways of improving working conditions. Another innovation was the
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introduction, in some stores, of groups made up of workers and their
superiors, who met regularly to study and resolve problems of work
organization. The objectives of this type of group were extended for
members of quality circles which began their formal development in
1984. In these circles workers and their superiors were given the
tasks of analyzing and solving all problems affecting their daily work.
These sorts of policies for improving employee participation and
dialogue have been accompanied by others designed to improve
circulation of information in the company. '

At the time of the case study there were already twenty-two quality
circles in the French parent company as a whole which had, with the
agreement of the unions, been substituted for the self-expression
groups required by law. In the outlet four quality circles were
introduced in 1984. They consisted of approximately seven volunteers
and their superiors from a number of departments who came together to
resolve the store's problems. However, the circles had not been very
successful because cross-departmental friction arose as a result of
allowing members of some departments to criticize, and attempt to
resolve, the problems in neighbouring shop~floor areas. A new approach
was planned for future meetings so that groups would be formed on a
departmental basis and only problems from that department would be
discussed. It was within the scope of the groups' brief to discuss
working hours and work organization with a view to finding more
effective systems for workers and customers. However, at the time of
the case study working hours had not been discussed.

In the British outlet the only collective forum of debate about working

hours was the Job Improvement Committee (JIC). The British pareat

company was one of the very few firms in Britain which had approached
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participative management . It was clear that the firm had initiated
this approach both from a concern with involving workers in their jobs
and improving working conditions and as a way of circumventing union
penetration in the stores. It had achieved this, firstly, by
developing effective commmication and appraisal systems between
workers and their superiors and, secondly, by introducing JICs on an
experimental basis in some stores. The JICs were pionneered in this
company in 1981 and were developed in the British outlet in 1984. The
JIC consisted of elected representatives (a maximum of seven) from all
électmal constituencies (ie one would be the shop-floor, evening
shifts, all display workers, trade assistants, freezer centre), a
representative from the store management team, the Branch Personnel
Officer and the Branch Manager. The brief of the team was to:

...establish a formal two way consultation channel through
which branch and management staff can discuss matters which
affect our day-to-day working lives...The Committee will have

responsibility for preparing jointly any proposed revisions
which are considered to be appropriate. It is obviously
intended that any such revision will have the dual purpose of
increasing the job interest for the staff concerned while at
the same time maintaining the company's operational needs.

Although working hours fell within the brief of the branch JIC, as they
did in the scope of the French stare's quality circles, they had not
been discussed within the group either by the time of the study and no
changes of this type had yet been implemented. Indeed, it appeared
that the JIC was not successful for by 1988 it had fallen into disuse.

The Influence of Trades Unions

The unions were weak in both companies and outlets, but theur
negotiating position was very much weaker in the British case tham mm
the French as a result of the way in which industrial relations law
operates in the two countries. Because French law automatically givem
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unions rights to representation and negotiation even if there is low
union membership in a company the French parent company was obliged to
negociate with four of the representative unions present in the company
(CGC,FO,CFDT,0GT), even though the company was not heavily unionized.
At company level these unions had negotiated a number of agreements
relating to working hours which applied to all company employees. They

were!

* Art. 24, The ability for an individual to reduce working hours for a
minimum period of six months with guaranteed return to original working
hours at the end of the periad.

* Art. 20. Special conditions for pregnant women: preventing their
working after 2000 hours, and reducing the working day by half an hour
after the fifth month of pregnancy.

*Art 10a. The ability for an individual to take parental leave in the
form of reduced working hours for a given period, and to take
sabbatical leave for a period of no less than three months.

* Art. 21. Special conditions for mothers (or single fathers) of
children aged under eighteen giving all mothers paid leave equivalent
to the length of their weekly contracts to be used as they choose
throughout the year to look after, or arrange for the care of, their
children if they are ill.

* Art. 25. Paid rest periods of three minutes every hour to be given
during the working period.

* Art.26. Two consecutive days off for all workers at least every
twelve weeks initially, but the period of eligibility will gradually be
reduced to four weeks.

* Art, 22, In application of the law, agreement as to the nature and
extent of discussion in the works comnmittee at outlet and company level
about work organization and its planning.

The wide-ranging nature of these agreements with the unions in the
French company would seem to show a strong awareness of working time
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issues. Indeed, some of the agreements had been stimulated directly by
working time legislation introduced in France: for example, the
relatively sophisticated provisions for parental and sabbatical leave,
and the ability to reduce working hours and to return to the original
contract length.

In the French store the only union representative was a member of FO,
one of the most politically moderate unions, and only ten members of
staff belonged to this union (2.8% of the total store h.vor‘kfor‘ce). This
union representative was also the employee representative and the union
representative at the works committees meetings. He was therefore in a
position of some strength (he could call in the works inspector in his
capacity as the employee representative if he saw fit), although union
membership was low. He saw his role as raising questions about work
reorganization and checking that the law and the collective agreements
were followed, while at the same time adopting a flexible position

about changes in working hours which may be required by the management.

In the British company no conditions of work were directly negotiated
with the unions, although pay and conditions were based on the Wages
Councils minimum rates (in which tripartite comittees included union
Tepresentatives). It is significant that the provisions, which were
unilaterally decided by the management, make little reference to
working time issues, and this would seem to reflect the general lack of
interest in this area in Britain compared with France. The low level
of union intervention in this company was fairly typical of the British
large-scale grocery industry, and reflects the very different legal
framework for unions in the two countries. In the British company
membership was high in selected outlets and on the basis of this
membership the unions attempted to put pressure on the branch and
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company management for improvements in working conditions.  However,
the main issues for the unions concerned were first and foremost
grading structures and pay, and typically working time was not seen as
an urgent priority. The company, however, believed its working
conditions were already very good and that the unions' claims were
groundless. In the British case study outlet there were no union
members and therefore no union intervention in relation to working

hours.,

Employee Control and Satisfaction with Working Hours

This section presents the findings derived from the research carried
out with samples of female part-timers with children taken from the
case study outlets in Britain and France. The results are presented
under this heading because they describe the extent to which these
part-timers can influence their working hours and assess the degree of
satisfaction with part-time hours. In particular, evidence is
presented in support of the hypothesis made in Chapter 4 that part-
timers are more likely to be satisfied with their working hours (both
in terms of their number and their organization) in Britain than in
France. Also, the section examines the relationship between the length
of working hours and their organization and reasons for working
part-time in the two countries. Given the relationships identified in
Chapters 3 and 4 between women's continuity of activity, reasons for
working part-time, and patterns of hours in France, continuity of
activity is one of the axes of analysis used in the Franco-British

comparison of patterns of working hours in retailing.

Weekly Contract Lengths
There appeared to be a very different degree of importance attached to
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the contract length in the British and French outlets: in France it was
crucial to part-timers whereas in Britain it appeared to take second
place to preferences for certain shift pattermns. Furthermore, over
half of the French sample did not want to work part-time, whereas
almost all of the women in the British sample sought this form of work.
These findings gave support to those obtained from secondary data
(discussed in Chapter 4) and from empirical research with employers at
firm level (described in Chapter 5).

In the French sample of twenty-two part-timers a clear distinction
appeared between those who chose to work part-time and those who would
have preferred to work full-time: only six had actively sought part-
time work, another twelve had sought full-time work. Four of the women
were prepared to work any hours when they applied to the firm, but
three of them had a slight preference for part-time work and one for
full-time work (see Table 6.16).

It was found that most of the women who had chosen part-time work were
satisfied with their working hours, only two (Monique and Natalie)
would, for financial reasons prefer longer (though not full-time)
working hours. The main reason for the satisfaction with working hours
was because reduced weekly hours left time for family activities and
domest ic commitments.

The women who had chosen to work part-time could be broken down into

two main groups (see Table 6.16). The first was made up of older women

(aged thirty-five or over) who had relatively large familes (two or

more children) and very discontinuous working patterns, and were

returning to work part-time after a long break from the workforce for

raising children. These women held traditional attitudes towards work
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and the family. Two of the women (Camille and Monique) would not have
worked at all until their children left home had it not been for
financial necessity. These women chose to work part-time to enable
them to look after (or service) their relatively adult children (the
age of the youngest child ranged from seven to thirteen) and to look
after their homes:

...ca va comme ca...il y a du travail a la maison...j'ai
quand méme un petit apport pour le budget familial...(these
hours are okay... there's work to do at home...I've got some
money to put into the family budget...) Camille, youngest
child aged thirteen.

[Je wvoulais traviller & temps partieli...pour pouvolr
m'occuper de ma maison, pour pouvoir m'occuper de mes enfants
([I wanted part-time work] in order to be able to look after

my house, and look after my children) Sophie, youngest child
aged nine,

The second group of women were younger (aged between twenty-five and
thirty-one years) with fewer and younger children (all aged under
eight) and all had chosen to work part-time in order to bring up their
children themselves during their pre-school years:

Je cherchais quelque chose a mi-temps justement pour
m'occuper quand méme de mes enfants (I was looking for
something on a half time basis so that I could at least look
after my children) Josette, youngest child aged 2 years, 6
months.

Justement & cause de ma fille...quand on est mére de famille,
il faut faire un choix, soit la vie professionnelle soit la
vie familiale (Because of my daughter...when you are a mother
you have to make a choice to have either a working life or a
family life) Micheline, only child aged 3 years 6 months.
These women had more continuous working patterns than the older women

(reflecting generational differences in patterns of activity) and a
greater comitment to work which was reflected in their intention to

work full-time when their youngest child went to primary school.
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Table 6.16 Part-timers' Weekly Contract Iength by Age, Children's Ages

and Type of Working Pattern in French Case Study Outlet

Name Age Children's Type of working [..‘-atternf Weskly

Ages Hours
Chosen part-time work
GROUP 1
Sophie 35 17,15,9 Returns after all births 30
Chantal 39 15,6mths,14.13,10 Returns after all births 30
Monique* 37 10,7 Returns after all births 20
Camille* 45 (25,22),13 Returns between births 21
GROUP 2
Yvette 29 6,4 Returns after all births 30
Josette 26 Syrs,6aths,

2yrs,6mths Returns after all births
Micheline 31 3yrs,6mths Returns after one birth 21
Simone 25 5,2yrs,6aths Works after every birth 21
Natalie® 25 8.2 Works after every birth 20
Imposed part-time work
GROUP 1
Suzanne 51 20,24 Returns after all births 20
Marie-Claude 41 17,14 Works after every birth 30
Marie-Pierre 38 18,16 Returns after all births 20
Arlette 49 17yTs,6mths,

15,12 Returns after all births 30
Marie-Aude 45 (25,22) Works after every birth 30
Marie-Thérese 41 a9 Cont inuous 20
Margaret 41 (2,21),20

l4yrs,6mths Returns after all births 20
GROUP 2
Jeanne 21 1 Returns after one birth 20
Sylvie 30 9yrs, émths Cont inucus 20
Eva 29 11,7 Cont inuous 20
Jeanette 28 1llyrs, 6mths

9yrs, 6mths Returns after all births 20
Babette px) 18 months Cont inuous 30
Denise** 31 12,6,2yrs, 6 mths Works after every birth 30

* Part-timers who would have worked any hours but who marginally preferred to
work part-time.
** Part-timers who would have worked any hours but who marginally preferred
full-time work.

T Women's patterns of working are defined according to Dex's (1984)

categorization2.
NB Chidren whose ages are in brackets have left home and names have been changed

to preserve anonymity.
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All these women were satisfied with their hours, although some would
have liked longer, though not full-time, hours. Among the women who
had sought full-time work most were dissatisfied with their working
hours. The women who had sought full-time work could also be divided
into two main groups (see Table 6.16). Imposed part-time work, as
suggested in Chapter 4, was particularly characteristic of older women
returning to the labour force after a long break for children and the
first group of women comprised seven older women (aged 38-51 years) who
had older children (the age of the youngest child in the group was
twelve), four of whom had returned after a long break from the labour
force. The remaining women had quite continuous working patterns which
very clearly had been determined by financial hardship. All of the
older women would have preferred full-time work for financial reasons:

Je fais ca parce que je n'al pas autre chose...il n'y a pas
de moyens a augmenter les horaires...autrement, bien sOr,
j'aurai 3000 francs par mois, cela m'arrangerait (I do these
hours because there is nothing else... there's no way of
increasing my hours...cotherwise, of course, I'd like 3000
francs a month, that would suit me) Marie-Pierre, youngest

child aged sixteen.
Imposed part-time work was not confined to older women, the second
group comprised six younger women (aged 26-30 years) who had younger
children (with youngest children aged between 1 year 6 months and 9
years 6 months). These women had relatively continuous working
patterns (either returning between births or working continuously) and
demonstrated a strong commitment to work. The majority of these women
had started to work again when their children were very young and had
taken part-time work in the store after a period of unemployment. It
was clear that, although these women stated they worked partly because
they needed social contact outside the home, financial motives were
very important in their decision to seek full-time work. Most of these
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younger women were, for financial reasons, trying to increase their

weekly hours.

Altogether four of the thirteen women who were involuntary part-timers
had asked for longer working hours and another three said that they had
not asked for but would accept full-time work. The remaining women
were not very willing to work longer hours because they had become used
to their childcare arrangements and/or because they found that full-
time hours in the store were not suitable if they wanted to have some
sort of family life:

...Jje ne pourrais pas a trente-neuf heures coincider avec les
heures de mon mari, c'est pas possible (...I couldn't
synchronize my working hours with my husband's if I worked
thirty-nine hours, it's not possible) Eva, youngest child
aged seven.

...peut-étre dans une autre gestion mais pas en
caisse...parce qu'il y a des horaires de coupure, ca faut
venir...ou alors les noctures...a trente-neuf heures on est
toujors la et on ne les voit [les enfants] jamais
(...perhaps in another department but not on the check-
outs...because there are breaks in the day, which make you
come in...or there's the evening work...when you work thirty-
nine hours you are always there an never see them [your

children]) Bernadette, youngest child aged eighteen months.
The opportunities to increase working hours were very limited in the
store. All the requests for full-time work had been turned dowm
although there was some informal flexibility in contract lengths amd a
nunber of women had been able to increase their hours.

In Britain when women applied for jobs with the case study firm they
did not (with one exception) express their preferences for certaum
working hours in terms of the contract length. In marked contrast with
the women in the French sample almost all the women implicitly asked
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for part-time work by informing the store management of the times in
the day they could work given their domestic, and in particular
childcare, comnitments. Choosing part-time work did not appear to be
related to women's working patterns because women with all types of
patterns had chosen to work part-time (as shown in Table 6.17).

The store management played a crucial role in determining the exact
length of women's working hours by offering fixed contract lengths to
match different shift patterns. Occasionally there was some choice in
contract lengths but usually it involved choosing between different

patterns of working hours.

The lack of attention paid to contract lengths by these women seemed to
reflect the fact that the main priority for the majority of women was
for patterns of working hours which would fit in with their domestic,
and particularly childcare, commitments3. In the British store many
women could not work at all, owing to a lack of childcare facilities,
if they could not fit their working hours around their children (and
paricularly the care of the youngest child). Even the most financially
needy women in the British store sought hours which fitted in waith
their childcare commitments. There we<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>