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Working and industrial life

A new archaeological finding must be placed in a cultural and historical context by the archaeologist in order to contribute to the knowledge development. Just to examine the potsherd is not enough, never mind how precisely this can be done by means of modern technological equipment. Also the place where the sherd was found must be examined in order to understand the context. Not until then is it possible for the researcher to answer questions about what the pot was used for, who used it and how it was used.

Analogous to the above, it is productive to relate individuals’ health and employment conditions to their work situation at the various workplaces. But if you want to try to understand why the work situation is developing in a certain way, and moreover, if you want to illustrate how it may continue to develop, it has to be placed in a larger context. Among other things, individuals’ work situation is closely linked to the form of organisation
 where they work. This organisation is in turn part of the working life as well as the industrial life and consequently also part of what we can call the industrial economy, or simply, the economy.

The terms chosen, e.g. working life or industrial life, most often reflect different angles of approach and focuses of interest. However, it is the same organisations, according to our viewpoint, that constitute working life and industrial life. From this viewpoint, also the public sector is part of the industrial life. Then it becomes adequate to use the concept ”organisation(s)” as a collective concept for units both in the public and the private sphere, rather than solely using the concept “company” for the latter. The suitability of using the concepts in this way is also supported by the fact that it seems to be difficult to make a distinction between the public and private sectors. Therefore, this distinction is not very meaningful to maintain, which is something we will come back to later. The concepts economy and industrial economy differ from working life and industrial life, as they also include activities and organisations outside the market. 

Regardless of which concept we use, e.g. regarding the shifting between sectors or industries, changes in industries because of the technological development or institutional changes (formal and informal rules), a transformation of some part of this system leads to consequences for the design of the work organisation and thereby for the individual. In summary, what has been outlined here leads to the conclusion that although the starting point is the organisation level, both the individual level and the aggregated societal level are affected. But it is not only the so-called factual conditions that are of importance; of relevance are also experiences and “creation of meaning”. 

It is well known that during the last few centuries, there have been great changes in terms of what kind of products the majority of people are engaged in producing. The shift from producing agricultural products, via industrial products, to producing services has been very dramatic. For more recent years, Giertz and Larsson (2000) have made an alternative division of the Swedish labour force based on organisational, competence and market similarities between industries. According to this division, during the 1990s, there was a dramatic reduction in job opportunities in large workplaces engaged in manufacturing, retailing and stationary health care, at the same time as, mainly in smaller workplaces, there was an increase in local manual service production, knowledge-intensive activities, stationary care, distance support and education.

There is a link, but no regularity, between the direction of an activity and the way it is organised. For example, in the modern mechanised agriculture, individuals often work on their own at irregular working hours, in the traditional industry, the effort of an individual often is/was a specialised part of a divided process, and in the construction sector, the individual works in working groups, which composition changes over time. The question is to determine what shifts of direction that are going to have a profound effect on working life. In the general debate, there is a tendency to overvalue certain short-term signs, at the same time as other long-term tendencies are being undervalued, and to describe events in deterministic terms and not pay attention to the alternatives that exist. At the end of the 1990s, the attention the so-called new economy received was almost hysterical, at the same time as the long-term automation of the forestry industry seldom made headlines. However, the latter has had profound consequences both regarding number of employees and regarding the performance of the work, i.e. from physical to supervisory work. Furthermore, descriptions are often made in sweeping and generalised terms, without taking into consideration that both the technolo​gical and the organisational landscape can be very uneven (Lars Ingelstam, 1995), both within organisations and sectors and between organisations and sectors. For example, feeding of elderly by means of a robot has never become a success.

An important book that describes the development of the late 20th century is The second industrial divide by Piore & Sabel (1984). The book describes the transfer from manual production to mass production, which took place around the previous turn of century in the United States and somewhat later in Europe. Persons like Taylor, Ford and Fayol have come to be associated with this dramatic transformation. Now a second ”divide” seems to be at hand. The indifference of mass production to the increasingly more complicated variations of what people and other companies demand becomes apparent. Piore & Sabel see ”the Third Italy’s” model for ”flexible specialisation” as a system for dealing with this. The well-organised co-operation (the Italian industrial districts are formally sanctioned by the State) allows small companies to keep up with the competition in important and demanding market segments. In many cases, advanced design and rapid adaptation to customer demands can beat high-tech mass production. When Castells (1996) some decade later tried to describe the organisation of the production system in what he calls the network society, it is still Piore & Sabel who are the main source (whose research in turn is based on Italian researchers such as Brusco and Lorenzoni). In the Swedish debate, the Italian districts, and closer to home the Gnosjö region, are often mentioned as examples that many want to imitate. In the case of Gnosjö, as well as the Italian districts, it is not only the efficiency of the production system that is emphasised, but also the shared values of the local community. 

 
The importance of the institutional environment for the development of the Third Italy has gained a lot of attention. Djelic (1998) has shown that the American management ideals, of among others divisionalised large companies, did not get a foothold in Italy in the same way as for example in Germany and France (and probably Sweden). Porter (1990) is one of several who have had the Italian districts in mind when arguing for the importance of cluster formations for economic development. Also Putnam (1992) started from this point when discussing trust and the importance of social capital for, among others, economic development. He contrasts this with the development in the United States, where he in a later book (2000) believes he is seeing a shrinking social capital in a society full of lonely people. However, it should be mentioned that the focus of these authors is not directed directly towards working conditions.

With a starting point from a number of international sources, Zuboff (the author of In the Age of the Smart Machine) and Maxmin (2002) mean that there is a decline in trust among consumers and employees for large companies and other large organisations, such as hospitals and schools. The organisational and managerial form called ”managerial capitalism”, which once was developed to provide mass production, is no longer able to meet and satisfy the demands of well-informed and demanding customers/clients and employees who want to have control over their own situation and be able to make some of the decisions. This is underlined by Beck (1992), who means that the development the last few decades has encouraged people to demand the right to develop their own perspectives and to be able to act accordingly. Having made a broad international comparison, also Ingelhart (1990) made similar findings; individuals perceive that it is increasingly more important to be able to influence their own organisational situation.

The most used organisational model (managerial capitalism) was developed to meet the demands of mass production. The product’s attraction on the consumer was tested by means of ”exit” mechanisms (take it or leave it) and closer relationships with the customers were avoided, although some management literature spoke warmly of ”customer focus”. Sur​rounding institutions that regulate the companies’ transactions and the employees’ working conditions are adapted to this main model. Furthermore, in companies and organisations, norms and reward systems are developed for the management that neither employees, nor consumers or owners have insight into (in Sweden and the United States often anonymous portfolio agencies). These principal-agent problems are illustrated by the Enron and Skandia (Swedish insurance company) affairs.

Work organisation development

Of course, the global trends, and to a certain extent their national forms of expression, that were described in the previous section, have their counterparts on workplace level in the organisations. It is here that Piore & Sabel’s ”divide” takes place.  Several scholars have described the dominant ways of organising production. The early models for directing and controlling work, the main organisational task, mainly had to do with production. Not until after the war, or perhaps not until the 1960s, was attention paid to the connection between social and technological systems, such as in the socio-technical school. In the 1980s, there was a great breakthrough for Japanese management models that had proved to be globally competitive. Those models that have been developed based on these concepts are built on two basic principles: JIT and TQC, which are read as Just-in-Time respectively Total Quality Control.  Both have a long history and both can be traced in most new concepts that have been launched, e.g. TQM that is read as Total Quality Management, Lean Production, Learning Organisations, Business Process Reengineering, etc. Their emphasis is a little different and somewhat adapted to today’s situation. Rantakyrö (2004) asserts that ”What we generally call new management concepts are, in fact, an evolutionary development of organization principles known for more than hundred years.”. JIT denotes, as the name says, time discipline, and TQC zero-defects on products leaving the organisation. Customer focus should permeate the organisation. Only if the customer is satisfied, continued success is guaranteed. All operations that do not contribute to customer satisfaction can be eliminated. Remaining operations should be carried out with total commitment. 

As can be seen from the presented models, these were developed mainly for product manu​facturing. However, there is a need for improvement and efficiency measures also in service production organisations. During the last few decades, we have seen many examples of how variants of the presented concepts have been transferred over to service production also in the public sector. Rather often, the organisational reorganisations have been combined with a desire to reduce the size of the sector and make it more “like a company”. NPM – New Public Management – has served as a collective concept for a lot of the new. Also this has been described and analysed by many scholars both in Sweden and abroad.

The purpose of JIT, TQC and NMP was, among others, to change both the ways of working and the ways of looking at work. Then, how did it turn out? As often, the results appear contradictory. Spokesmen of the models often present very positive pictures of a “win-win” spirit, while others emphasise the strongly negative effects for the employees. Perhaps both views are true – and perhaps both are strongly exaggerated – considering what Rantakyrö wrote after having finished her study on small companies: ”Small companies studied have not implemented any of the analyzed concepts and are not extensively influenced by the concepts while organizing their production.” The reason for this is said to be that company leaders do indeed know about the concepts, but they see no reason to apply them. It works fine anyway. In our own studies of service production, we have reached similar conclusions. It can be seen as an example of active “de-coupling”, practised at different levels in organisations. Analogous to those implementation studies that show difficulties in bringing about organisational changes, it can be asserted that production organisations, perhaps particularly those in service production, ”translate” new rules and concepts so that the activities and culture are not disturbed. But how? This is one of the most important questions in the research on the new division of labour – beside the questions of frequency and motives.

Traditional organisations are challenged

In the following, we will discuss how the organisations are challenged from above as well as from below and also, to some extent, how they meet the challenges. One of the main challenges comes from the systems approach, in which the organisation, the big one as well as the small one, is seen as part of a larger sphere, e.g. innovation system, cluster, development block, knowledge block or network. The other challenge involves the increasing amount of activities that is carried out in temporary organisations; in projects. In this context, the underlying question is how these challenges will affect working life. When the predominant organisational model is loosening up, what will happen with for example the sense of belonging, identification, contracts, other types of institutions, management and knowledge formation? To be able to better understand different outcomes of work organisation change, we must first take a closer look at how the overall organisation development looks itself. Of great relevance is probably also the organisational motives to work with projects, as well as the intensity.

In the spirit of Porter’s (1990), several scholars have pointed to the importance of the surrounding system for the development of companies. Specific attention has been paid to the relationship between companies, colleges and local authorities (the so-called triple helix). Cluster maps have been drawn and different forms of support to existing clusters (including “wishful thinking” clusters) have been developed. For the sake of simplicity, you may say that two ways of looking at the phenomena of cluster and system thinking can be noted. According to one way of looking at it, a considerable proportion of the industrial companies belongs to some kind of cluster; it could be anything from local density of a certain industry to genuine co-operation between companies and other organisations. The political system and the authorities can, according to this view, on the first hand create opportunities for co-operation and dynamic development. According to the second and more active perspective, there are possibilities to directly contribute to the growth of clusters. Consultants, authorities and researchers, sometimes called “the friends of the companies”, seek to build a kind of cluster dynamics. Whether or not this is possible could, however, be discussed. Preliminary research has shown that clusters that have grown organically have been more successful than those that have been initiated by authorities (studies from Sweden and Poland). It has also been pointed out that this policy has a tendency of cementing certain patterns, e.g. by contributing to activities where old gender patterns are locked in.

Through the system thinking, the border between what an organisation is and what a market is becomes unclear. The companies become not only competitors, but also intimate collaborators (Wolvèn & Ekstedt 2004). How this will affect working life and working conditions is largely an open empirical question. Who has the responsibility? It is also difficult to determine whether the systems (e.g. the clusters) are becoming more common, or whether the new is the attention they have attracted.

The traditional organisation is also challenged from below/within through the expansion of temporary activities (Ekstedt et al. 1999). Also here, we can see two main tendencies. In the larger companies, a considerable part of the activities is transformed into projects with given goals, means and time- and cost frames. For example, during the last few years, Ericsson has substantially reduced its staff and outsourced a considerable part of its production to inter​national component manufacturers, while the remaining persons mainly work in a project-organised way. ”Det exploderande storföretaget” (“The exploding large-scale enterprise”) is the illustrative title of a Swedish book that describes the course of events (Pettersson 2004). 

The other tendency, which several countries have witness for decades, is a marked increase in the share of persons employed in companies that support larger companies and public activities. These companies are usually project organised. The whole industry sector, including the supporting service companies, employed approximately 1.2 million people in Sweden in 1985 as well as in 1997. In 1985, slightly less than 25 per cent of those were employed in supporting service companies, a share that had risen to as much as 40 per cent in 1997 (Ullström 2002). The supporting service companies are found in the categories of technology companies, other knowledge-based companies, finance companies, education companies and caring companies, but also cleaning companies and catering companies.

The temporary project construction, which involves persons from different permanent organisation, makes it possible to meet unique demands that are difficult for large companies to deal with within the framework of the traditional organisation. The strongly growing ”projectification” can thus be interpreted as a way to deal with an increasingly more sophisticated and well-informed demand between companies (business to business), and not really as a way to meet the demand of the end consumer. For some companies and some public organisations, there could also be a more banal explanation; they have simply been lured into a fashionable trend. 

Furthermore, during the 1990s, large companies and organisations tried to deal with their failing attraction and falling incomes through substantial cost savings, which among others was manifested in more use of short-term employment contracts, e.g. fixed-time employment and project employment (Wikman 2002). These so-called ”low road” alternatives, to increase productivity by reducing costs, were often chosen before the more dynamic ”high road” alternatives to increase income, which means an effort to lure a larger number of, and more demanding, consumers by means of adapted and innovative services and products. To succeed with the latter,  Zuboff och Maxmin (2002) mean that also the large organisations must become more relationship oriented in terms of customers and employees and give up their narrow transaction logic. 

From the perspective of small enterprises, both projectification and outsourcing could result in an increased number of small companies. High numbers of new business start-ups and a large small-enterprise sector are often presented as a sign of an expansive and healthy economy that provides space for individuals to fulfil their ideas. However, as can be seen from this presenta​tion, such often strongly politicised conclusions are made too hastily. The small organisa​tions must be seen in the same context as the large organisations.  

It is possible, and probably also likely, that there is a connection between the two trends; on the one side an outer challenge by the systems, and on the other side an inner challenge. The networks/clusters constitute an arena for project-organised activity as well as for new business start-ups. The emphasis on where and how changes are made has to do with the focus of the researchers. Some look at the opportunities that the systems offer, and some look at how the organisations’ activities are organised.

Driving forces behind the transformation

Usually, the transformation of the industrial economy is discussed from a production perspective (the supply side), in which the connection to the rapid technological development (ICT) comes in the foreground. There is a tendency to underestimate the demand side. It is very reasonable to believe that the new organisation of production can be seen as a response to a change in the demand patterns. Higher incomes in some population groups contribute to that the customer-demand side is being specialised. Greater complexity of many products/services increase the innovative part of the production side. In these respects, the criticism of research neglect does not concern  Piore & Sabel and Zuboff & Maxmin, who strongly emphasise the demand side when discussing the driving forces behind the transformation. The changed demand patterns, with well-informed, demanding customers and individuals with great purchasing power, drive the development, which is facilitated by the rapid growth of the modern information and communications technology. Thus, it seems to be  the interplay between the structure of consumption and the logic of organisations, supported by modern technology (ICT), that lies behind the transformation. This is a transformation that among others comprises the growth of global component manufacturing companies (through outsourcing from other large companies), project-organised development units, international call centres and local individual-oriented supporting activities by small service companies. To the driving forces behind the transformation should also be included the expansion of organisation and standardisation concepts. These play a normative role in many intra-organisational relation​ships (Ahrne & Brunsson 2004, Sundin & Wikman 2004, Brunsson & Jacobsson 1998).

The organisation level and its relationship to the individual and the society

On the first hand, the new division of labour should be studied from the organisation level. It is in the various kinds of organisations that the decisions are made, which later on are manifested as statistics and interpreted as trends both on a global and a national level. The actions of the organisations often directly determine individuals’ conditions both in and outside working life. Thus, actions that are taken on the organisation level are connected both to the individual level and the societal level. Decisions made on the societal level, both internationally and regionally, often affect the organisations. The implementation is also carried out by the organisations. The economic structural transformation is in itself a reflection of the birth, growth, spread and winding up of organisations. Decisions made on the societal level can also regulate conditions between individuals and organisations. The different levels are thus connected in several ways. In this research, the division into levels is mainly based on pedagogical reasons.

The illustrated changes on organisation level can also be seen as a change of the internal transactions costs of an economic activity. In introducing project organisation, the organisations’ supervisory costs are reduced, at the same time as there is an increase in search and negotiations costs in the very formation of projects and in connection with customer contacts. For individuals, this involves more independent, but probably more demanding, work. One consequence of this is changed management requirements. Co-workers get responsibility for a larger part of the activity. In manufacturing companies, the responsibility could involve production as well as market contacts, and in the caring system, contacts with relatives. Should work be broken up into more functions, the organisations would place increased flexibility demands on the individual. Perhaps this would also present opportunities for the individual to develop and use individual strategies – but not always. Responsibility does not automatically mean influence and power. 

One example that can be mentioned of how the individual can be affected by the new division of labour is that the formal and informal employment contracts in the long run will be affected by the organisations’ changed design and strategies. The coverage of existing legislation, e.g. regarding work and companies, will gradually deteriorate, which can lead to that the indivi​dual co-worker will need more support (see Ekstedt 2002 , Appendix to the Government Report on Labour Law Ds 2002:56). The individual will not be protected by collective legislation in the same way as when the laws were made. The individual’s changed position can lead to changed trade union strategies (compare Sundin 2002). Occupational positions and strategies are of particular interest in relation to owners and management of organisations. Also gender relations are constructing and constructed by these contexts.      

The new division of labour is not only taking place between organisations and between individuals in organisations. It can also affect how the individual plans his/her work and time. For example, some individuals are engaged in part-time project work, and some in part-time self-employment. There is only limited knowledge on the development of part-time self-employment (Sundin 2004).

There is probably also a connection between the new division of labour and the health of individuals. The increased share of service production means that physical environmental problems are becoming less important, at the same time as greater responsibility, insecurity and short-term relationships in working life could create mental problems. Questions about the connection between organisation and health should be integrated in the project of  “the New Division of Labour”.  

Individuals’ learning at work, one central renewal mechanism of the economy, is affected by the changed organisation strategies. For example, knowledge formation looks different in project organisations than in traditional bureaucratic organisations, which could lead to problems with the transfer of knowledge. Perhaps there is a new and interesting relation between project creation and self-employment that must be more studied in a closer way (Ekstedt et al. 1999).

The new division of labour can also be related to the societal level. Of course, the notion of the traditional industrial company is deeply rooted which affects the thinking of politicians and actors on authority level. Political instruments are also based on the idea that the company or the organisation is an entity, a kind of a unified actor. What happens if this actor becomes unclear or invisible?

The illustrated changes involve different policy areas, such as stabilisation policy and growth policy, but perhaps the location and regional policy consequences are the most apparent. It is likely that the organisations’ changed design and new strategies affect the location, e.g. the moving of some production to other countries. Cluster thinking has an aspect of closeness in space, e.g. the knowledge formation is said to benefit from direct exchange between different actors. A substantial part of this exchange takes place in the form of projects. Where do the information exchange and the knowledge formation really take place?  

The political dimension of the division of labour is also important as it affects the division of power between organisations, groups and individuals. The processes are differently described and interpreted, often based on ideological viewpoints. Rather often, the rhetorical aspect is of importance. Both practice and rhetoric are important parts of our suggested research in the research field of the New Division of Labour. 

The New Division of Labour – a summary

In the above background description, we pointed out some areas in the development of the industrial economy that could affect people’s work situation. What we want to show is that it is not enough to routinely refer to, for example, globalisation, the expansion of ICT or increased competition, to understand the transformation of working and industrial life. This is further emphasised by the fact that some of the mentioned statements in some respects even may be false or at least particular. As an example of contradiction, it could be mentioned that the character of the expanding service activities usually is very local and thereby contradicts globalisation. In summary, the following can be noted:

· An increasingly larger part of economic activities takes place in projects and temporary organisations. This concerns service production, product manufacturing as well as development activities. Project-organised activities dominate in the sectors of ICT, media and construction and they are gaining ground in other areas of the economy. Thereby, a new division of roles emerges between permanent and temporary activities (see Ekstedt et al. 1999).  

Project organisation is often explained as a striving for flexibility. In the context of the new division of labour, an interesting question is whether flexibility on the one side, is increased constraint on the other?

· At the same time, it is argued that the organisation becomes part of a system, such as network, clusters, innovation systems, agglomeration, knowledge block and develop​ment block, which stretch over all sectors. However, few solid empirical studies have proved that this is the fact. Perhaps it has more to do with a new way of viewing that has got a foothold, than real cluster formations?

· Specialised and linked organisations are developed: brokers/intermediators and “spiders” are some names of these organisations (Giertz, Larsson & Reitberger).  Examples of this are, for example, the increased number of call centres brokering information and temporary agencies (manpower leasing companies) brokering labour.

· In accordance with what has been indicated above, the composition of the small-enterprise sector is changing and so are the conditions (Sundin 2003). The flexibility of small enterprises is usually seen as one of the classic advantages of small enterprises. What relation does this classic flexibility have towards the new?  Have the expression forms changed, or is it, once again, a new birth of the terminology? 

· Organisations are also changing because of decisions made on the societal level. This concerns not least the public organisations, where changes  were introduced under the headline of New Public Management. The changes of organisational structures included a separation of production from ordering. New implementation strategies changed organisational borderlines inside the sector and between the sector and the outside. This resulted in growth respectively closure for many organisations (Sundin 2002).

In short, in many respects it seems as if the overall tendencies consist of a number of contradictory processes that for the sake of simplicity can be described as a number of dichotomies, although in reality, it is a question of sliding scales. Of course, the presented dimensions are not the only ones of relevance. Others could also be appropriate, such as working life – private life, and open – closed. Here follows some dichotomies of interest: 

Change 

Stability

Decentralisation
Centralisation

Flexibility

Inertia

Individualisation
Standardisation

Private 

Public

Large 

Small

Rhetoric 

Practice

The authors we have referred to in the text are mainly researchers who emphasise that there is a change in the way working and industrial life are organised and function. However, in some respects, e.g. in terms of gender, we can discern a remarkable stability. This stability could be the result of a combination of processes or contra-processes. Also the power aspects can be contradictory. It could be that decentralisation, e.g. in the form of outsourcing, de facto is possible because power is centralised? Also flexibility can be an ambiguous phenomenon. It can be seen as a demand as well as a solution – but for whom? 

The flexibility of customers and individualisation are often presented as a worldwide trend, but at the same time standardisation and regulations are being spread to increasingly more areas. How are these tendencies expressed and what are the consequences for organisations and individuals? 

The private sector contra the public sector is one of the strongest established dichotomies. What role do they play in the modern economy? Is perhaps small and large more relevant? The large companies are sometimes described as if they are becoming increasingly larger (of the 100 largest economies in the world, approximately half are companies), and sometimes as if they are becoming smaller through outsourcing and concentration on key activities. A consequence of the latter is that it becomes possible to have indirect control and power over larger spheres, at the same time as the direct control of the very activity is diminishing. The modern methods of economic steering make it easier for large companies to vary their activities over the business cycle and between different locations. To talk about expansion of small enterprises could thus be as true as to talk about expansion of large companies. From the perspective of the new division of labour, analyses and descriptions of those conditions are central.

SUGGESTIONS TO STRENGTHEN THE RESEARCH ON WORK ORGANISATION AND DIVISION OF LABOUR

Topics
During the last few decades, the economy (the economic system) has undergone a dramatic structural transformation that affects what people work with and where they work. Most likely, this transformation has also had a great impact on how labour is divided and how work is organised. For example, work previously performed by the traditional industry is now to a large extent performed by service companies supporting the industry, at the same time as some of the traditional industrial work have been moved to new regions or countries. There is also a new direction and organisation in parts of the public services. In many places, health care reductions are being made, at the same time as parts of the education system are being developed. A shifting between sectors is taking place, both between the sectors on the market and those outside the market in the so-called private sphere. However, contents and consequences of this development are difficult to overview and analyse. 

Of course, these overall changes in the division of labour affect the working conditions in many respects. On the first hand, the new division of labour should be studied from the organisation level. It is in the organisations that the decisions are made, which later on are manifested as statistics and interpreted as trends both on a global and a national level. In our research, the choice of the organisation level as a starting point is partly a pedagogical question. The new division of labour could mean that the distribution of various organisations forms is changing, as well as that changes are taking place in the separate organisations. Except from changes in the very performance of work tasks, changes could arise in terms of power, influence, working hours, workload, employment contracts, location and health.  

Taken together, the interpretation of the development becomes very complicated. While some believe they can see an improvement for many groups and individuals, others discern a polarisation of conditions, while again others simply point to a deterioration as the typical outcome. There seems to be no unanimity. It could even be the case that during the last few years, working conditions have deteriorated in a majority of separate workplaces, at the same time as this development has been counterbalanced by a great transformation that has benefited the growth of activities where the work is independent and stimulating at the cost of routinised activities with ”worse” working conditions. We mean that much of this develop​ment is still a largely open empirical question.

One interpretation of the described transformation is that the traditional companies (organisa​tions) are being challenged both from above and from below/within. One of the main challenges comes from the systems approach, in which the company, the big one as well as the small one, is seen as part of a larger sphere, e.g. innovation system, cluster, development block, knowledge block or network. The other challenge involves the increasing amount of economic activities that is carried out in temporary organisations; projects. It is possible that both approaches interpret the same development trends, but their perspectives are different. But it could also be that it is the viewer who has gained new perspectives on the organisational contexts. For example, many argue that networks and clusters always have existed, but it is not until recently that they have been paid attention to. One new feature is, however, that it has aroused great interest among political actors and authorities. There are talks about, for example, actively creating cluster dynamics. However, from our perspective, the different ways of viewing can effectively promote a better understanding of the organisational development. This is a theme that will be further developed below. 

Purpose
Starting point for our research on “the New Division of Labour” is that there is a lack of basic knowledge of how organisations in working and industrial life are developing and the impact this development has on various kinds of organisations. Greater insight into how the division of labour between different kinds of organisations looks in relation to how separate organisa​tions are changing would provide increased opportunities to understand and affect individuals’ working conditions. To contribute to this knowledge, the first stage is thus to start from the perspective of the organisation level:

· There is a need for mapping the situation from different angles of approach. The categorisation such mapping is built on must be clearly linked to prevailing working conditions. Existing categorisations often have a different basis. The mapping should provide a picture of how the overall division of labour is developing in time and space, and the shifts between different kinds of organisations, and within organisations, that are of specific importance for the working conditions. This effort could result in suggestions for alternative or additional categorisations.

· There is a need for a deeper understanding of organisational characteristics and their development in certain strategic areas of the economy, both in the private and public sectors and in typically female and male jobs. It concerns traditional areas that are subject to strong transformation, such as the manufacturing industry, the health care and educational activities, but also expanding areas, such as project-organised, knowledge-intensive activities (e.g. ICT and the bio-technology sectors), leasing activities and other similar brokering activities, self-employment, etc.

· There is a need for more knowledge of how the development of different kinds of organisations looks in other countries compared with that in Sweden. Of interest here are countries, in which different phases of the structural change started early, such as the United States and the Netherlands. Of course, of specific interest are also countries, in which the transformation is dramatic, such as Germany, Poland, India and China. Also the division of labour between countries and regions, as well as the regional division of labour, must be taken into consideration. The direction and extent of the welfare and gender dimensions in different countries are probably strongly associated with differences in culture and politics. This is apparent when comparing West-European countries, and highly noticeable when comparing West-European countries and the so-called newly industrialised countries, to which a considerable part of the production is being outsourced.

· It is also important to try to understand what the driving forces are behind the organisational transformation and whether the transformation is so comprehensive, and has such a qualitative depth, that you may talk about a paradigm shift. Such an understanding would create increased opportunities to influence the development of working life in a well thought-out way. Badly prepared and trendy ways of dealing with people’s working conditions can thereby be avoided. 

The second stage involves a broadening of the perspective. The interest will be focussed on trying to understand what effects the new division of labour may have on the individual respectively the societal level (politics and the exercise of public authority). In this stage, it is important to co-operate with researchers engaged in outcomes of organisational change. The purpose is to seek to understand how the new division of labour affects, for example, employment contracts (formal as well as informal), health, influence over activities and location of activities, and power relationships in and between organisations.  
Recipients
The research approach outlined above is aimed at broadening as well as deepening the knowledge of the emerging new division of labour in working and industrial life and to try to understand what consequences this may have for the working conditions. Actual recipients of this approach are, besides those concerned in the research society, persons who work with employment contracts (relationships), health issues, management issues, location issues and power and influence issues. Directly concerned are representatives of trade unions, other interest organisations, the health sector and management of companies and organisations, politicians and public authorities. Ultimately, the research concerns most people, as the conditions studied have to do with the foundations of working and industrial life.

Organisation and time schedule
We suggest that the research on “the New Division of Labour” is divided into three phases: the preparation phase, the advanced phase and the implementation phase. In practice, the phases will overlap, but this division may still serve as a guideline for the planning. The required knowledge should be obtained through literature studies as well as mappings and descriptions. An intimate exchange of knowledge should take place with actors representing different parts of society. It is also important that an active exchange of knowledge takes place with research groups and researchers working in related fields both in Sweden and in other countries. This means that the knowledge should be searched for within different scientific traditions.

During the preparation phase, a multidisciplinary research group should be established, which during the preparatory year should work with the following issues:

· Knowledge reviews on the organisational transformation in working and industrial life.
· Development of empirical methods for mapping and categorisation of the division of labour. A regional/local dimension could come into question.

· Case studies of the development in organisations that could be considered particularly interesting in respect of the transformation (e.g. brokering functions).         

· Create an active and open seminar environment in the field.

· Create contacts and exchanges with related research groups in Sweden and internationally.

· Create contacts and exchanges with concerned parts of working and industrial life.  

· Develop and specify questions. 

· Design and initiate overall empirical studies and case studies. 

Successively, the preparation phase enters into the longer advanced phase. During this period, questions are refined and overall studies as well as case studies are conducted in project groups that are set up for this purpose. The results are published in common publications and by individual researches in scientific journals. 

Successively, the advanced phase enters into the implementation phase. In this phase, the results achieved in phase two are linked to the individual and societal levels. A closer co-operation with researchers in these fields is developed. Common products will see daylight.

Staffing and links to other research
During the preparation phase, a research group (of approximately 10 persons) is formed of researchers from a variety of scientific disciplines where the participants work at least part time. The group is led by Professor Eskil Ekstedt and Professor Elisabeth Sundin.

A reference group is formed, consisting of leading researchers engaged in project organisa​tion, systems and cluster approaches and economic transformation, including developers from the Swedish Trade Union Confederation (LO), the Swedish Confederation of Professional Employees (TCO) and the Confederation of Swedish Enterprise (Svenskt Näringsliv). The task of the group is to inspire and support the research.

During the advanced phase, the research group is expanded to be able to concentrate on areas that are considered most productive. Direct co-operation, e.g. common projects, with other research groups in Sweden and other countries is initiated. 

During the implementation phase, co-operation is developed with researchers or research groups engaged in outcomes of organisational change, e.g. health, employment conditions, location policies, etc.
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