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Gunnar Olofsson & Jan Petersson

Seven Swedish Cases:
Production Regime, Personnel Policy
and Age Structure
in Seven Swedish Firms in the Era

of the Swedish Model.

Reports from field research carried out 1989-91 in relation to the
Research project on "Firms, State and the Changing Age-Structure”. [A
Project coordinated by Frieder Naschold at the Wissenschaftszentrum
fiir Sozialforschung Berlin (WZB)].



PREFACE

In this report we publish extended versions of the "profiles” we wrote on
firms studied in some depth and detail as the empirical part of a research
project on "State, firms and the older workforce" during 1989-1991. Con-
densed versions of five of these cases will appear in our chapter on the
Swedish pattern "Sweden: The Older Workforce in a Changing "'Work Socie-
ty’. The Dialectics between the Swedish Policy Regime and Firm-Specific
Production Regimes", to be published in Naschold, Frieder & de Vroom,
Bert (eds) Regulating Employment and Welfare - Company and National
Policies of Labor Force Participation at the End of Worklife in Industrial
Countries (De Gruyter: Berlin & New York 1993).

We carried out our fieldwork at what later can be seen as a critical
point in time. Shortly after our fieldwork reports were written, Sweden was
"surprised” by a sudden political and economic change. Economically Swe-
den witnessed a decreasing GNP per inhabitant for two years. Unemploy-
ment grew rapidly from late 1991 onwards. The election of 1991 brought
a Conservative-Liberal government to power, with the aim of implementing
decisive changes in economic policies. The Swedish model as whole is now
questioned by many domestic political actors, and they are supported by
influential Swedish economists.

Thus our fieldwork by its timing came to possess a value in its own,
showing the Swedish Model at work at a late and advanced stage of its
development. Furthermore our fieldwork reports of how personnel policies
within firms were shaped by the labour market and social policy goals can
be used as benchmarks against which to measure the ongoing changes,
especially in relation to the policies directed towards the older workforce.

As can be seen from the "profiles” below we based our descriptions of
the firms on interviews with management (esp. the personnel departments
of the firms), as well as union representatives. In some cases we have also
interviewed employees from the Local Employment Offices. In most cases
we have received personnel statistics from the firms, which was decisive for
the quality of the profiles.

Two shorter descriptions of firms - a family owned printing firm and
a cooperative supermarket - are presented only in this report. This publica-
tion also presents fuller and more detailed profiles of the five case studies
that are published in the chapter on Sweden in the book mentioned above.
Three of the cases were originally written by Gunnar Olofsson (Steel Mill,
Refuse Collection, and Hospital) while Jan Petersson drafted the sections
of the other four (Bank, High Tech, Printing, and Cooperative Supermar-
ket).
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This research was made possible by two research grants awarded to
Gunnar Olofsson for carrying out a research project on "State, Firms and
the Older Workforce". It started in 1989 with a small grant from EFA
(Expertdelegationen for forskning om arbetsmarknadsfragor), a committee
connected to the Swedish Department of Labour Market, supporting labor
market research). This grant was instrumental in getting the research
project going. Later a large grant from Riksbankens Jubileumsfond made
the full study possible, especially by releasing Jan Petersson from some of
his teaching duties at the School of Social Work to work on this project.
Both Jan Petersson and especially Gunnar Olofsson have been supported
by the University of Lund by having been given time to devote themselves
to this research.

In Summer 1993 we will start a new project, analyzing the fate of
older workers in Sweden in the first half of the 1990’s, given the sudden
change in the economic and political situation from 1991 onwards. This
project will continue to emphasize changes on the level of firms, as well as
analyzing what happens to a cohort of ageing workers.

This project will be carried out between 1993-96, and is financed by
a substantial three year grant from the Swedish Council for Social Re-
search. It is based at the Department of Sociology, University of Lund.

Gunnar Olofsson Jan Petersson
Department of Sociology School of Social Work
Box 114 Box 23

S- 221 00 LUND S-221 00 LUND
Sweden Sweden

E-mail address:
Gunnar.Olofsson@soc.lu.se



Introduction to the presentation of Seven Swedish Cases

There is a strong policy environment for all employment-related decisions
taken within Swedish firms. Labour market policy and Social policy create
an environment that forms a first layer of standardization of the behaviour
of firms. In Sweden, organized interests in the labour market are strong.
No exit decision can be executed without consultation with unions, and in
many cases the employers organizations are involved. Negotiated agree-
ments and other corporatist interventions form a second layer of standard-
ization. Thus, we get "action patterns”, where firms respond within a logic
of incentives and sanctions.

The forthcoming case histories illustrate how the Swedish Policy
regime influences the way the age-structure and early exit dilemmas are
handled in real situations. They reveal the deep penetration of the Policy
regime (such as the structure of pension systems and sick pay rules) into
internal work organization and personnel policy in the Production regimes.
But they also show a variety of strategies and outcomes in this setting. The
variety can be explained by the interplay of the numerous instruments,
rules and co-operating actors that form "packages" unforseen in advance.

One major aspect of prevention of exits in the Swedish case will be
underestimated through our focus on firms. This is what might be seen as
prevention from leaving the labour market (although an exit from a firm
might be the case). There exist policies that keep marginalized groups in
the labour force through subsidized employment and sheltered jobs, and
use labour market training and education to minimize open unemployment.
Some exit routes in the case studies, however, indicate that these exist as
a next step. The corporatist Employment Security Fund will for example
be seen to support exit from one firm in combination with re-employment
at another job.

To sum up, the cases illustrate the combination of accommodation and
firm-internal as well as firm-external prevention policies, that together
define the way Sweden deals with the older workforce and (early) exit
situations.

Further, the cases give examples of emerging trends and dilemmas,
that are the sources for a modification of the Swedish Policy regime and
have consequences for the Swedish model.



An Qverview of the Firms

Steel Mill: The steel company confronts receding demand and its problems
have been reduction of personnel and structural change. The firm has used
early retirement as well as internal education to cope with its problems.
The Employment Security Fund has supported the reconstruction, and
support from Labour Market authorities have been central in using educa-
tion as means for upgrading the qualifications of the work-force.

Bank: The bank has confronted a problem with its age-profile, i.e. too
many individuals in the middle-ages - partly a consequence of its internal
career practices. It has a pension arrangement of its own and has used
topping-up practices to pension staff.

High Tech: The high tech firm has had a strong growth in white-
collar workers. It has engaged in two major reconstructions. A long-term
aim has been to erase the dividing line between blue and white collar work-
ers. The firm has used support from the Employment Security Fund and
from its mother company in constructing a mix of early exit, internal mobil-
ity and education.

Refuse Collection: The refuse collection department faces a major
problem of disabling work conditions. It has engaged in work environment
reorganization efforts to cope with this. On the other hand, decentralization
of the work organisation increased efficiency claims on the workforce. Dis-
ability pension has been used as a form of exit for the blue-collar workers.

Printing: Though facing structural change, the printing firm has
been able to use the skills of older workers. The firm faces a few early
retirement cases.

Hospital: The hospital has many unqualified jobs characterized by
disabling effects. It has started an ambitious prevention and rehabilitation
programme in cooperation with the Local Insurance Office to cope with
their problems. Here, it has been somewhat of a pioneer. The hospital has
further used disability pensioning rather extensively.

Cooperative Supermarket: The Supermarket has closed down. The
mother company (the Regional Cooperative entity) has been responsible for
the laid off individuals. Partly in cooperation with the Employment Securi-
ty Fund, and to a lesser degree the Local Insurance Office, job search,
counselling and early retirement for the laid-off personnel have been initi-
ated by the firm. The Local Employment Office, on the other hand, has
been rather passive.
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Case 1: A Steel Mill - Handling redundancy and exiting
in a large company which dominates a small community

The Steel Mill is the dominant employer within its community, which is
located in the classic industrial heart region of Sweden called 'Bergslagen’.
The main product is sheet steel in large plates and in thick shapes of high
quality. The Steel Mill previously produced both iron and steel of different
qualities; bar iron, sheet iron, sheet steel etc. Now, production is exclusive-
ly in stainless steel. The narrower segments in production reflects the fact
that the firm has reshaped itself and has, at the same time, witnessed a
reduction in size.

The Steel Mill now has a little over 1.000 employees. Twenty years
ago there were around 2 700 employed. For the development during the
last fifteen years see table 1:

Table 1. Total number of employed 1975 - 1990

Blue-collar White-collar Total
workers workers
Year
No. %ofall no % ofall
1975 1363 (79.6%) 349 (20,4%) 1712
1980 1171 291 1462
1985 955 285 1240
1990* 822 (71.6%) 326 (28.4%) 1148
Absolute
change
1975 - 1990 -39.7% -6.6% -32.9%

Source: Information from the company. Number of employees
at the end of the year. *) 1990: situation at the end of July

During the process, the age composition in the firm has changed. Develop-
ments between 1975 and 1990 are shown in table 2. The Steel Mill reduced
its staff in two large waves, in the mid to late 1970s and the early 1980s.



Table 2. Age profile among the blue-collar workers 1975 - 1990

Age Absolute numbers Percentages

1975 1980 1985 1990 1975 1980 1985 1990
-19 95 69 27 - 66 59 28 -
20-24 210 152 163 146 145 13,0 16,7 17,3
25-29 173 132 130 147 11,9 11,3 13,3 174
30-34 135 128 106 96 9,3 11,1 10,9 114
35-39 115 111 111 92 79 95 11,4 10,9
40-44 118 102 95 95 81 88 97 11,3
45-49 116 108 96 77 80 93 98 91
50-54 147 105 101 81 10,2 9,0 10,3 9,6
55-59 179 128 87 72 124 11,1 89 8,5
60-64 141 125 59 38 9,7 10,7 6,0 45
65 - 20 4 0 0 14 0,3 -

Source: Statistics from the Steel Mill

In fifteen years the share of the blue-collar workers, older than 55 years,
has diminished from 23,5% to 13%. Those above 60 has fallen from 11 to
4.5%.

Among the white-collar workers the trend was the same. The share
of those 55+ has fallen from ca 27% to ca 18%, i.e. a third.



Table 3. Age profile among the white-collar workers 1975 - 1990

Age Absolute numbers Percentages

1975 1980 1985 1990 1975 1980 1985 1990
-19 4 - - - 1,2 - - -
20-24 30 1 1 9 86 03 04 27
25-29 30 22 14 28 86 75 49 84
30-34 33 35 39 31 95 119 135 9,3
35-39 39 43 42 56 11,2 14,6 14,6 16,7
40-44 29 38 46 54 84 129 16,0 16,1
45-49 48 32 48 50 13,8 10,9 16,6 14,9
50-54 41 52 32 45 11,8 17,7 11,1 13,5
55-59 54 36 46 29 15,6 12,2 16,0 8,7
60-64 35 35 20 33 10,1 119 6,9 99
65- 4 - - - 1,2 - - -

Source: Statistics from the Steel Mill

With the hard and demanding work in the Steel Mill, most workers feel
that they had enough of work when they reach sixty. The local expression
for leaving work this age is "going home". At sixty many have been working
in the plant for 45 years.

The decline of the Steel Mill affected the age structure of the com-
munity. The number of retired people increased about 40% between 1975
and 1985. The proportion of those in the labour force commuting to other
cities for work also increased during that period (from every sixth to every
fourth person).

Production Regime

The impetus of change for the Steel Mill came from the product market. It
affected the company directly. It was, however, mediated by the situation
for the Swedish Steel Industry in general, which was heavily subsidized by
the state. The Steel Mill which was export oriented, with rapid changing
market conditions, was the active and initiating force in its own restruc-
turing. During the process both production and employment changed dra-
matically.
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The change has been influenced by two aspects of its Production
regime. First, the Steel Mill is a local plant within a larger corporation,
born out of mergers in the 1970s and 1980s. Its policy is affected by its
‘mother company’. Newly acquired companies usually face a bleak future
in a crisis.

Secondly, there are special restrictions on the decisions of a local firm
such as the Steel Mill, belonging to the Swedish "Bruks” tradition. The
Steel Mill is the dominating employer in the community, with a local labour
market and the decisions of the firm should in some sense be judged as
legitimate within the community. The company cannot treat an old worker
too unfairly if it still wants to recruit his son. The dominating position
creates closer cooperation with the Local Employment Office, not least from
the point of view of the latter.

Causes to Action

The Steel Mill has witnessed a long process of restructuring and shrinking.
Features of the Production regime have pushed for gradual change. The
changes, however, have come in waves. These occurred in the mid 1970s
and in the early 1980s. The Steel Mill is witnessing further a new one at
the present time (1990/91).

The 1970s and 1980s

The basic strategy of the company, in the first two waves, was simply to lay
off workers. This was coupled with a recruitment stop, and a resort to
internal replacements etc.

The lay-offs took two forms, which occurred at either end of the age
scale. The last-in-first-principle applied to the young. Laying off the older
workers is a strategy, however, which is, more appealing to the company
as arule. This strategy appeals to the criteria of qualifications, competence,
productivity etc. Ageing is increasingly seen as a loss in productivity and
not as a gain in the resource of knowledge.

Using the figures presented in table 2 and 3, we can calculate the
"cohort survival rate" for the five-year age groups for three periods, i.e. how
many remain in a given cohort after five years? We deduct the average
"survival rate" of all workers at the Steel Mill from the survival rates of the
five year age-groups. It is shown in table 4.
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Table 4. ’Cohort Excess Survival Rates’ of five year cohorts for three five-
year periods. Blue-collar workers at the Steel Mill

Age~-group Period 1 Period 2 Period 3
1975->1980 1980->1985 1985->1990
20-24/25-29 - 17.4 + 1.7 + 3.6
25-29/30-34 - 6.3 - 3.5 -12.7
30-34/35-39 + 1.9 + 2.9 + 0.2
35-39/40-44 + 8.4 + 1.8 - 1.0
40-44/45-49 + 11,2 +10.3 - 5.5
45-49/50-54 + 10,2 + 9.7 - 2.2
50-54/55-59 + 6.8 - 1.5 -15.3
55-59/60-64 - 10.5 -37.7 -42.9
Average rate 80.3% 83.8% 86.6%

Source: Table 2 and 3.

In the first period the young age-group were reduced by more than the
average, and the middle-aged groups were more likely to "survive". Al-
though the situation stabilized, with fewer people leaving the company in
the last two periods, the older age-groups have increasingly became small-
er, and more likely to exit.

A series of labour market and social security measures during the
1970s and the 1980s made it easier for workers around 60 years to adjust
to unemployment. Unemployment compensation plus severance pay made
the first year of unemployment rather unproblematic in pure economic
terms. The degree of compensation was high. After 450 days (for older
workers the right to unemployment compensation is extended compared
with younger employees) the old worker could apply for and receive disabil-
ity pension due to "labour market conditions” (if the chances of getting a
new job were poor). This led to the so-called "black-pensioning”, the 58,3
year being the effective cut off point.

This was the normal destiny for the laid off workers around 60 years
of age. Some could get a pure sickness pension after a similar career (cf.
table 5). For the white-collar workers the solution was a "pension package”
(cf. below).

The outcome was the result of an interplay between the company, the
unions with their twin interests of protecting the middle-aged (who re-
mained in their jobs) and the old workers, and more importantly, the pref-
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erences of many the old workers themselves. Besides satisfaction with the
pension terms, most workers own their homes in this community, therefore
strengthening their positive attitudes towards ’going home’. The possibili-
ties opened up by the social security system were used, which was accord-
ing to an agreement between the different parties. The Local Employment
Office - and the Regional Labour Board - were also part of the agreement
and they did not offer any new jobs to these old unemployed workers. Ex-
tremely few - if anyone - of these older workers have become dependent on
social assistance.

For the white-collar workers the basic strategy was to subsidize their
further education, supplemented by the labour market and contract pen-
sions for older individuals. For the white-collar workers on staff level,
pension arrangements in the wave of the early 1980s became more advan-
tageous economically than staying on.

Table 5. Number of persons using Early Exit at the Steel Mill 1977-1987

Year Workers Salaried employees Total
1977 46 35 81
1981-82 35 27 62
1983 76 5 81
1986-7 55 23 78

Source: Statistics from the Steel Mill

1990/91 Considerations

The technical, supervisory and administrative apparatus is continually
being reorganized, e.g. by computerization. There are now problems in re-
allocating older employees and in finding new jobs for some older routine
office clerks and supervisors. Many of these want to "go home" and the
company wants to reduce its staff.

The company has presented a plan for pensioning 37 employees born
between 1927-1931, and has offered them early retirement in 1990-91.
They have been offered 80% of their present wages in pensions. The calcu-
lus of the company is the following.

If these 37 employees (clerks, supervisors, engineers etc.) stay on until
they are sixty-five, the total wage bill will be 39.5 million SEK (wages plus
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contributions to social security, pensions etc.). To buy them a pension from
late 1990 will cost the company 21.5 million SEK. The company can then
take the total costs in one year (which may be an advantage) and reduce
it by 18 million SEK.

How can the difference between 39.5 and 21.5 million SEK be explained?

a) The difference between eighty per cent and hundred per cent in
wages is the first part of the answer

b) Social security contributions are markedly lower for pensions,
which forms the second part of the explanation

¢) The third part of the explanation is a subsidy from the SAF - PTK
Employment Security Fund, which will subsidize the company’s costs
for the pensions somewhere between 25 and 33%.

Part-time Pensions

The part-time pension exit route is rather seldom used. Ten individuals in
all are now on a part-time pension at the Steel Mill. Earlier, it was possible
to find new and suitable jobs within the company for those working part-
time, but the changes in the internal labour market has made this exit
more difficult to use in practice.

The Use of Labour Market Policy Measures.

The company, witnessing a slackening demand for its products, has gone
from five to four shifts. In addition another way to handle the situation has
been a further training and education of the workforce.

The alternative used for white-collar employees is to raise their basic
educational level. Those for example with low formal education will be
educated up to gymnasium (high school) level. Here, the Employment Secu-
rity Fund will pay the employee 80-90% of his/her previous wage while in
school. The company will then top this up to the former salary level.

For blue-collar workers the alternative, in 1990, was eight weeks of
full time further education within the plant, after which the worker will be
an "acknowledged/licensed steel worker". All steel workers will get this
training. Twenty (sometimes forty) are taken out of personnel staffing
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schemes each period. This device will make it possible for the Steel Mill to
keep the workers in employment.

The County Labour Board will subsidize the internal education to 35
or 55 SEK per hour, for each steel worker, if the alternative is unemploy-
ment. This vocational training for steel workers will also help the Steel Mill
as a company to be upgraded in the international classification of steel
mills (the BSI standard). This upgrading is important in relation to the
steel market, and the prices they can ask for their products.

We find here a specific combination of personnel policy, promoted by
labour market policy in Sweden, and the industrial and market profile of
the Steel Mill as a company.

Decentralization and Internal Job Shifts

Within a large plant such as the Steel Mill the traditional "soft exits" were
the internal job-shifts, for example:

- transfer from shift work to day work
- change from production work to maintenance, upkeep, service, transport,
repair, and jobs in the supply departments

Certain categories of workers had to "take to the broom" when they became
too old for their former jobs. Some became janitors, attendants etc. This can
be seen as industry’s own form for phasing out part of the older workforce,
what we might call "the internal gradual exit". These practices can be
interpreted as the later stages of an implicit long-term and in some cases
a life-time employment. In this respect it is part of the ’bruk’ tradition -
companies that are stable and dependent on specific communities as a
source for labour and a local industrial relation system.

The Fate of the Niches - From a normal gradual exit to a negotiated right
for the sick

Today there is no room in the Steel Mill for physically fit men in the "easy
jobs". They are reserved for the handicapped, and for the older workforce;
due to changes in the degree of physical deterioration and the amount of
people who have a negotiated replacement for physical, medical and social
reasons.
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"Earlier you could get certain jobs with the 'rights of age’, but they
have been reduced more than other kinds of jobs. The Steel Mill is a
harder and tougher place to be in now than before. The pressure has
increased.”

Since 1982 the Steel Mill has a "personnel pool”, and the workers in this
pool are "free" of use for the units to which they are transferred. The people
do not know that they are part of the pool - since it is just a question of
internal bookkeeping. The personnel department wants to hold on to the
pool of jobs, because it is a good way of using people who otherwise would
have some problems in finding jobs within the company.

Concluding comment: The end of the internal gradual exit - the disappear-
ance of niches and the "easy jobs"

The ’bruk’ or patriarchal policy discussed above is now under attack by
changes in the organisation of Swedish industrial companies. There is in
Sweden as elsewhere a strong tendency towards rationalization, cutting
costs and reducing personnel. At least two different strategies are widely
spread, and spreading, among Swedish companies.

Decentralization

Firstly, there is a strong tendency towards a decentralization of economic
and operational responsibility. Smaller and smaller units will have a bud-
get, and hence a budgetary pressure to work under. In the case of the Steel
Mill these units will consist of about 100 persons ; in many other compa-
nies they are already even smaller. The rationality in this kind of decen-
tralization is to increase the pressure on each unit (and in the end, each
individual). Some of the so-called easy jobs, the niches in the organisation
will disappear in this process.

Capital Rationalization

The second important change is the growing importance of "capital ratio-
nalization". This is the "just-in-time"-philosophy, where stocks and supplies
of parts, machines, intermediate products and finished products are re-
duced. The jobs in supplying parts and tools have been drastically reduced
at the Steel Mill. An example: the central tools supply reduced their work-
ers from four to one in a couple of years.
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The flexibility and recurrent reorganizations of production that this
way of organizing production will entail will on the one hand reduce certain
kinds of pressure on the older work-force connected with the tayloristic
form of rationalization and organizing the work flow.

But on the other hand these new organizational features demand
more flexibility and capacity to learn new techniques and products among
the workers. The barriers between manual workers and technicians and
supervisors etc, are sometimes broken down. The "moral obsolescence" of
the work force, due to the new demands, will increase the pressure on
those reaching sixty. Continuous education is one solution (cf. above). But
this also demands an internalization of new norms about mobility, change,
flexibility, and status conceptions etc that tend to increase the pressure on
older employees. As a supervisor at the Steel Mill (age 58) said about these
new demands: "We can’t grasp some of the new techniques, terminal, com-
puters etc. The head is already full” (implying that it was too hard to learn
a lot of new things about the production process, e.g. computers).

The effects of negotiations with the unions: Efficiency and Legitimacy

When the unions are involved in negotiations about lay-offs etc, the compa-
ny can’t get all what it wants. But the main conclusion drawn by the per-
sonnel department is to point to the positive aspects of union involvement.
Negotiations about how to reduce staff create the circumstances whereby
both the company and the union can defend the final agreement:

"Take one case this spring. We had 42 steel workers who had to find
new positions. Six jobs in the sheet-rolling division were available. No
one applied voluntarily for a transfer - all were hoping to remain
where they were. Then we just took the six at the bottom of the nego-
tiated list, and that was accepted by everyone. It is as if justice then
prevails."

What will happen with the strains and conflicts engendered by personnel
reductions, replacements etc when the negotiating machinery changes from
a bi-partisan, union-management model into something more strictly man-
agement oriented? What will be the new mechanisms for balancing the
demands of old and young workers when they are faced with personnel
reductions in large companies, when there is no acknowledged framework
for producing "justice"?
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Case 2: A Bank - Regional level and a Local Office of a
large Swedish bank

The Bank organization is hierarchic. There are six levels: Concern - Group -
Region - District - Office - Division.

Decisions are taken at all levels and when a major change is imple-
mented it is prepared at the Concern and Group levels. The Regional level
has been strategic on employment policy issues. Over the last five years the
trend on decision-making has been increasingly decentralized. Even if
employment issues have followed downwards the Regional level takes on
the coordination. The efforts to decentralize were outlined at a meeting
with all office managers nationwide in 1986/87 and today every Division
has to be profitable.

In the years before and after 1980 it was thought that computeriza-
tion and over-all modernization would decrease employment in banking
drastically. An employment prognosis forecasted reductions of more than
10 000 employees in the banking sector over the decade. Instead employ-
ment grew by approximately 20 000 because the rationalizations in routini-
zed transactions were offset by new tasks. For the number of employed, see
table 6.

Table 6. Positions and numbers of employees (males) in the Swedish Bank
1985-89, the Stockholm Region

Number of Number of

Year positions employees
Men Women

1985 2724 3 246 1271
1986 3 563 3651 1 456
1987 3 165 3 693 1 461
1988 3159 3 643 1411
1989 3132 3713 1436

Source: Statistics from the Bank

A powerful expansion came with the emergence of the Swedish financial
(money) market, which started in 1983, and with the revival of the stock-
market from 1981. A de-regulation of the loans-market in 1985 completed
the scene. This development demanded more ’back-office’ work (as distin-
guished from ’front-office’ work).
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A second area of expansion in financial advising has also grown rapid-
ly. There are new market shares to be gained competing with and maybe
fusing with insurance companies. A ’unit-link’ market is building up.

Production Regime - Two aspects of the internal organization

The internal career pattern within banking implies recruiting employees
early and educating them within the Bank. Education is both introductory,
but is also re-occurring and consists of four steps; the first two are basic
and compulsory, the last two specialized and voluntary and they reach to
university level status. Almost 1/4 of all employees have presently reached
such a level or equivalent competence. At the same time, those who do not
pass all the steps are encouraged to take over new tasks, relying on ac-
quired work-skills. The union complains that it’s a ‘'man’s world’, as women
(especially older women), are disadvantaged at the top of the career ladder.
Although some specialists are brought in from outside the internal career
pattern still shapes the policy rules of this Bank, which includes its em-
ployment policy.

Banks in Sweden have created their own occupational pension system,
with its own funds and own rules. The Bank pension system provides more
flexibility and in some respects more generous terms than similar occupa-
tional pension systems.

Causes to Action

A central problem of the Bank is the high turn-over-rate of employment at
low levels. Basic tasks are becoming increasingly standardized. "Front-
office” work has become more monotonous and less attractive. The internal
career pattern implies that entrance at this level is open mostly to young
people. ITmpatient’ attitudes among younger entrants explain an increasing
turn-over-rate, but those who have been in the Bank before this trend
started (10-15 years ago), stay on and cause an increase in the average age.
An employment freeze in the 1970s made the age group of 25-35 smaller
or even a loss in the Bank. As a consequence, the importance of those above
40 years has been upgraded. The older workforce is now considered more
loyal to the company (the personnel manager) and an early exit of these
’ungkilled’ and semi-skilled employees would thus become a threat.

A second element in the management philosophy is the idea of pro-
ducing high achievement at the most productive age. This gives rise to
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’wearing out’ at management level, since a rapid change of skills associated
with executive tasks has occurred over the last ten years.

At the local office the workforce is divided in ’front-office work’ be-
tween a younger group (majority), aged 25 and downwards, and a middle
aged group, aged 40 and upwards. 2-3 years ago two women over 40 were
employed for such tasks.

Attitudes towards exit in the Bank can be stated: Early exit is a
threat at lower levels. Early exit is a must at higher levels.

The Means used

In banking pension rules are formed through the negotiations between the
employers organization and the union of bank employees. The opening up
for exit on higher levels is usually done through the use of the early draw-
ing of pensions and a bank version of early retirement. Table 7 shows the
development in the Stockholm Region in recent years:

Table 7. Early drawing, early retirement due to employment reasons and
total retirement in the Bank

Early drawing Early retirement
(employment reasons)

Male Female Male Female  Retired
1985 - 1 9 4 70
1986 = 1 8 12 66
1987 - 1 4 10 61
1988 “ 1 18 12 79
1989 - - 12 6 64

Source: Statistics from the Bank

Early drawing is rarely used. On the other hand, there is a steady stream
of early retirement due to employment considerations. While early drawing
is an individual right, the bank-subsidized early retirement pension comes
as an offer from the employer. In 1988/89 early drawing and early retire-
ment were made more competitive, when the Bank increased the benefits
of the pension systems. The compensation ratio in Early drawing increased
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from 65% to 72% (top value) and for early retirement the ratio increased
from 70% to 72%.

The early retirement pension is still more favourable because the
scheme gives no pension loss at all after 65. The age limit for early retire-
ment is set to 55. The increase in numbers of early exits in the years 1988-
/89 is a reflection of the improved conditions. Extra pension payments
above 72% can be given on an individual basis, but are rarely used. Accord-
ing to the union it is an exclusive right for managers.

Private pension arrangements have been supported by the Bank
through good credit terms. Profit-sharing schemes have further emerged
within banking. It is possible to sell some of the shares after five years
employment and the total amount at the age of 60. The combination of
private pensions and profit-sharing schemes, strengthen incentives for
voluntarily early exit. Together they form a pattern of the individualization
of pensions in banking.

At the local office, work tasks are very differentiated which favours
part-time work. It partly reflects the wishes of women and partly the needs
of the employer. One individual works 4 days a week, one woman with a
newly born child works 50 %, one individual is free 3 days a month and one
individual works a shorter day. At the time ’this is enougl’, since too much
part-time work will cause competence problems (the managing director).

Part-time pensions (80%, 60% or 50%) exist in banking and starts at
the age of 60. They are in general supported by the employer, but they do
often result in a transfer to a new position, which is mostly within an
office. In mid 1990 only 35 persons had part-time pensions in the whole
region, and of these 21 were women. Why then is part-time pensioning not
more frequent? One possible explanation is that there is already a great
deal of part-time work.

The opposite to exiting early is to allow 'pensioners’ to continue work-
ing. This normally comes about when vacancies occur, which is during
holidays. Sixty two persons work after retirement (in mid 1990) and their
conditions were individually settled. It is easy to keep contact with retired
employees, since pension issues are handled within the Bank.

The Bank looks favourably on a truly flexible retirement age for the
future and it is well in touche with the two main problems, i.e. the threat
of exit on the lower level, and the need of exit on the higher level.

Early exits, due to work-injuries or health causes also occur in banking. In
mid 1990 fifty six individuals were registered as long-term sick, i.e. for over
3 months and would probably get a disability pension. In that year thirty
four individuals had disability pension at half-time and fifty at full-time;
a majority of them were above 55 years of age. The terms were compara-
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tively favourable. The Bank supplements the sick-pay, and for those who
retire early, the Bank guarantees a pension of 80% of the wage. There is
a right to return to the Bank if early retirement is canceled.

Preventive measures are also undertaken by the Bank. There is a
collective agreement on work environment which regulates health issues
and the Bank supports sports on a broad level. The Bank has a counsellor
at the Region level, which gives advice and help through the personnel
department if an individual gets into economic difficulties.
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Case 3: High Tech - A company within a multinational
corporation

The Swedish High Tech company is a plant and a "business area" within
one of Sweden’s larger international companies. Ninety percent of its sales
go to countries outside Sweden. It has subsidiaries, retailers or agents in
more than 140 countries worldwide.

A restructuring of the company started in 1982. Today, the company
consists of three operating areas (the percentage proportions are in the
brackets): Industry (50%) -- Food (30%) -- Agri(-culture) (20%)

Food is a high tech business area. Moreover, it is the fastest growing
area of the company and the separation technique provides the company
with a world wide reputation. The company is also a leading supplier of ice
cream machines in the world market. Today it is one of the world’s largest
suppliers of equipment to the food processing industry with shares of be-
tween 10 to 40 % depending on the product. Focus on the design and sales
of plant and process is now being gradually extended by a new strategy
involving after-sales and customer service.

The product range includes complete process lines and individual
components for the food processing industry. These products are used for
manufacturing, storage pasteurization ete, in the area of Dairy (the select-
ed local company).

The Food business area has its Center of Competence located within
the selected High Tech company. This center serves the market transacting
companies around the world with technical and commercial support. Com-
plicated construction tasks, coordinated purchase planning and manage-
ment decisions are executed here, but the tendency, however, seems that
extended competence is built up outside of Sweden.

Production Regime - Re-occurring reconstructions and the advent of just-in-
time production

The production regime is characterized by copious competition and day to
day changes. Employment positions and their contents change continuous-
ly.

The High Tech firm has witnessed two major problems connected to
its production regime in the 1980s. The first involves a market pressure to
decrease delivery times, which is mainly a problem for its blue-collar work-
force. This has been met through increased flexibility and readiness. On the
other hand it has created the problem of an increasing need to cope with
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slack time in production. The strategy from the company has been to try
to broaden work skills.

Since 1980 the firm has faced increasing difficulties in recruiting
skilled workers. The counter measure has been to try to upgrade blue-collar
work, i.e. include white-collar tasks into the grade, resulting eventually in
the erasion of the division between the two groups. In this way ’blue-collar’
work also becomes more attractive. Since the company is basically selling
technology a profitability crises will turn out as a white-collar problem. The
main ingredient being the slow adaption of the white-collar positions to
changes.

Changing the Work Organization

To make recruitment of blue-collar workers easier and to increase flexibi-
lity, work teams have been created. The High Tech firm further believes
that team-work is a solution not only to the physical but also to psycho-
social work environment problems.

The teams have been provided with rights of self-determination. The
optimal number in a team is seen as ranging between 8-12 individuals. Ad-
ministrative work and planning has been decentralized and the teams also
have decisive influence on recruitment. The number of supervisors have
been reduced on this path to a new organization.

As the whole company has become more and more international in its
approach, a general requirement that all personnel should know English
has been formulated, which is in line with the upgrading claim on blue-
collar competence. The reorganization becomes a means to remove the
division of blue- and white-collar work, which makes strictly white-collar
positions increasingly superfluous. The new work organization increases
the possibilities of promotion of skilled blue-collar workers and is a compo-
nent in attracting them to the High Tech firm.

The change has two effects on the older workforce. It makes replace-
ments within the firm easier, in times when ’jobs of retreat’ are being
sorted out. It increases the importance of older, experienced employees.
Older employees are thought to ’stabilize’ the teams, since younger workers
are more prone to leave the firm.

Causes of Action

The company was re-organized in 1982. Blue-collar workers had to re-apply
for their old jobs or for a new one in the company. This led to a (modest)



22

re-allocation of employees and it partly solved blue-collar inefficiency, but
it also further accentuated white-collar inefficiency.

Employment and age distribution in the Food area can be studied in
table 8. The table further shows the increasing share of white-collar work-
ers during the 1980s.

Table 8. Age distribution of the employees at the High Tech firm 1982-1990

White-collar workers Blue-collar workers

Year 55-59 60-64 Total 55-59 60-64 Total
1982 32 28 591 8 9 136
1983 32 24 598 9 7 144
1984 28 27 594 10 8 145
1985 30 27 600 8 8 148
1986 28 28 625 10 8 144
1987 27 12 529 9 6 146
1988 28 14 491 10 6 140
1989 27 19 483 12 8 124
1990 29 25 529 8 9 129

Source: Statistics from the High Tech firm

In 1985 the Swedish Government cut subsidies to agriculture, decreasing
agricultural production within Sweden and causing a fall in demand for
products of the High Tech firm. Subsequently profits dropped. Finding the
cause in circumstances linked to changes in government policy legitimized
the firm to act. By now, it was the white-collar problem that had to be
solved.

The Means Used

In the earlier 1982 reconstruction, the blue-collar problem had been solved
without using exit strategies. Internal strategies, such as replacements,
were one minor answer. The second answer was expanding the internal
labour market and a firm in a town close by was acquired. Furthermore a
thermical production firm belonging to the mother company, located in the
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same town as the High Tech firm, was consulted for closer cooperation.
Increased cooperation became the solution to slack problems and the fear
of losing competence.

The excess of the white-collar workforce was brought to a solution
through the 1986/87 reconstruction. Immediate internal measures were
taken. Recruitment was stopped, and with a turn over rate of 6-7% this
would result in around 40 vacancies a year not being replaced. 15 employ-
ees were (re)located abroad.

However, since the firm wanted to reduce the number of white-collar
employees drastically other steps had to be taken. The High Tech firm
turned to the SAF-PTK Employment Security Fund for support in mid 1987
and with financial support, a strategy with two major components took
shape.

The first included offers of temporary paid education to white-collar
workers in the 24-45 age group. This education was supposed to create
greater skills in areas like Computing and Business Economics and in-
crease internal mobility. Further, the education, in itself, implied a tempo-
rary reduction in the white-collar workforce. Those in education were also
encouraged to start a business of their own, relying on new acquired skills,
or leaving the company for another employer. This would give a permanent
reduction. When the offer appeared, 32 employees accepted. The Fund paid
50% of the costs and subsidized 25% extra if the individual found a job
outside the company when his education was finished.

The second component was an offer take early pension on generous
terms, which was partly financed by the Fund. No future income losses
were to come about due to early retirement. In June 1987, this exit offer
was given to 14 employees, aged 63 or over and of these five accepted.

At the time, planned reductions further increased from 100 to 150
white-collar workers, to be completed by 1988. The result was a second exit
offer in January 1988 with the age group extended to those 61-65 years.
Favourable information from those who accepted the offer, in 1987, was
used as an extra argument. This time 30 individuals were eligible and 14
took up the offer. By mid 1988 the planned reductions were almost complet-
ed (cf. table 8). The participation of the Fund, and the terms stated, had
made contacts with the Labour Market Authorities unnecessary.

The union supported the programme from the start, with the added
requirement that it had to be a general offer. No individuals in particular
should be singled out, which the company approved, according to the per-
sonnel manager. The disadvantage for the firm was that some employees
regarded as valuable, exited in the process.

The company favours part-time retirement at 60 of white-collar work-
ers, viewing it in the light of productivity gains and part-time pensioning
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has been a continuous component of rationalization. When it comes to blue-
collar workers the attitude is not as positive. The loss of skills is pro-
nounced by management. But it also reflects the shortage of an over-heated
labour market. However, almost 50% of the blue-collar workers in the
relevant age group received such an arrangement.

As to internal prevention measures in general, it could be added that
preventive and work environment related health-care is expanding and
looked after within the company. One doctor, two nurses and a part-time
physiotherapist are employed by the company.
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Case 4 : Refuse Collection in a Large City -
Reorganizing the work process to avoid early exit

The Refuse Collection department is part of public administration within
a large city (230.000 inhabitants), and has the overall responsibility for
household refuse; the transport from dustbins, containers and rubbish
chutes to the refuse tip. The road works’ department, however, is in charge
of street cleaning.

The largest part of the workforce is occupied with the traditional
refuse collection. The trucks transporting the refuse are operated by a team
of two people. The workers are divided into regular teams (self-selected)
and a pool of substitutes. The teams have fixed routes and the members of
the pool are used in the event of sickness and absenteeism. Pay is formally
an hourly wage. The teams are paid for 8 hours per tour, and are free to
work at their own pace. Most teams do their work in about six hours (by
working fast and hard). This organisation of the work and its piecework
contract nature is crucial for the understanding of health problems of the
workforce, and for the fate of its ageing workers.

There is a special transport section of one-man trucks for container
transport and delivery, and small lorries used in large housing estates. For
this group, wages are paid by the month. There are also certain job func-
tions related to maintenance, garage and repair work for instance. Finally,
there is a "street section”, where the main task is cleaning up pavements.

The different sections, comprising mainly of jobs for blue-collar work-
ers, are coordinated and supplemented by an administrative section.

The majority of blue-collar workers belong to the first group which is
still the core of the operations. Of these, about 90 are paid by the hour (i.e.
in practice by a piecework system). The wage rate is 75 SEK per hour (pre-
tax hourly rate). The refuse collectors also have the possibility to make
some extra income, e.g. by collecting and selling aluminum cans and return
bottles.

The number of employed at the Refuse Collection department is shown in
table 9. For the age distribution among the employed workers and staff, see
table 10.
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Table 9. Number of employees at the Refuse Collection department 1985-89

Year Total Refuse Supplies Street Admini-
number collection Repair Cleaning stration

1985 211 113 32 44 22

1986 206 112 32 44 18

1987 206 - - - --

1988 206 - - -- --

1989 214 - - - =

Source: Statistics from the Refuse Collection department

Table 10. Age distribution of employees 1985 and 1990

Age-group Workers Salaried employees
1985 1990 1985 1990

20 -21 - - = o
21-25 3 4 - -
26 - 30 11 12 1 -
31-35 22 18 - 1
36 - 40 19 23 3 1
41 - 45 31 21 12 3

. 46 - 50 24 26 6 14
51-55 16 23 10 11
56 - 60 19 18 5 5
61 - 65 22 9 1 5
Total 168 154 38 40

Source: Statistics from the Refuse Collection department
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Production Regime

The Refuse Collection department is in a monopoly situation and operated
by local government, i.e. it is part of the public sector, and so determines
its attitudes and strategies. Its personnel policy is always expected to seek
internal transfers; at least within the local government.

Refuse collection is physically demanding. The organization of the
work and the methods of payment have led to a situation of highly inten-
sive work. This is crucial in the understanding of the health problems of
the workforce. Few of the men continue their work as regular refuse collec-
tors beyond the age of 55-60 years.

The status of Refuse Collection as a public agency and as part of the
public sector makes it impossible just to sack older workers. The Refuse
Collection department has instead developed three strategies for taking
care of the older part of the workforce.

The first and most important strategy in the long perspective has been the
reorganization of the labour process. The rubbish bags have been replaced
by bins on wheels (small containers in plastic or metal). This makes it
impossible for the workers to load their barrows with several bags. The
new bins must be steered by two hands (i.e. it becomes difficult to draw
more than one at a time).

The availability of the bins (and the reduction of unsafe working
conditions) has also been changed by administrative rules, i.e. by rules
governing the shape of rooms for the bins (height, availability etc). The
board governing refuse collection and disposal is part of the political admin-
istration and open for pressure and argument from all sides.

The second strategy has been a successful broadening of the area of work
and competence and it has taken three main forms.

* Container transportation

Container transport has grown in two areas: industrial waste and the
collection of material for recycling (paper, glass, metal) from households.
There is also a special service for collecting old household appliances, such
as refrigerators, cookers etc. One man operates a truck, and the handling
of containers is mechanized (using lifts etc).
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* Integrated service for larger housing estates

The Refuse Collection department takes over tasks that previously were
done by caretakers, e.g. dealing with the garbage rooms (where the bins
and cans are placed). For the Refuse Collection department worker this is
an upgrading of his work, with more varied tasks. The caretakers also had
their work upgraded, and their services have become more visible (simple
repair work, taking care of flowers, lawns, bushes etc). This has also been
in the interest of the landlords - they want the work of their caretakers to
be visibly more useful for the tenants. This work is being done by small
new trucks, operated by one man. About 15 persons are now employed in
this service, and it covers around 25% of the housing estates in the city.
The work is physically less demanding than regular refuse collection, and
has no piece-work incentive built into it.

* Pavement cleaning

The cleaning of the public roads comes under the Road Works department
in the City. However, the cleaning of pavements and other areas apart from
the street, is the duty of the house owner (landlord). The Refuse Collection
department has been very successful in bidding for such contracts and jobs,
and this constitutes the third road to renewal. The "street section" now
employs about 20 people. Transfer to the street section was the traditional
exit for the older workers and is still valued as such.

All these new jobs are paid monthly (and there is no "time incentive” as in
regular refuse collection). In this way the new jobs bring in a slower pace
of work, with positive effects on health in the long run.

The third strategy is the use of different exit routes.

The average sickness from work at the Refuse Collection department is
about 12%. This is not regarded by the department, or the unions, as alar-
ming, taking into considerations the demands of the work. There are, how-
ever, serious problems for several older workers. Long sickness periods
often lead to disability pensions. Even so, there are no cases of disability
pensions for labour market reasons, i.e unemployment pensions for Refuse
Collection workers. This exit is closed to a public sector agency.

The later part of a worker’s career in the Refuse Collection department will
follow any of the customary exit pathways.
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If we relate the different exit options to the four major sections within the
Refuse Collection department we get table 11.

Table 11. Type of job related to type of pension exit. All pension exits 1976
- 1990 from the Refuse Collection department

Section  Full disability Half disability Part-time Early

within pension pension pension  pension
the RC

Refuse

collection 13 2 4 -
Street

cleaning 17 - 8 -
Supply/

Repair 3 2 1 -
Admini-

stration 3 3 - 4
Total; 36 7 13 4

Source: Statistics from the Refuse Collection department

The exit rate from the street section is markedly higher than from the
others. This is what we should expect, given the pattern of internal job
shifts. These normally lead from the regular refuse collection to :

-> container transport

-> housing estates services

-> repair, supply, garage work (indoor)
-> street section

In table 12 we present all cases of internal job change in the Refuse Collec-
tion Department between 1978 and 1990. The following categories are used
in the table:

Type A: From "normal” refuse collection to street cleaning (5 cases)

Type B: from "normal" refuse collection to special refuse collection (6 cases)
Type C: From "normal” refuse collection to repair shop, supplies (6 cases)
Type D: From "normal" refuse collection to janitor etc. (3 cases)
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Table 12. Internal job changes within the Refuse Collection Department
1978-1990. Category of job shift and age of the individual.

Year Age Case: type of job shift

1978
1978
1978
1979
1980
1980
1981
1981
1981
1981
1982
1982
1982
1983
1983
1983
1983
1985
1985
1986
1987
1988
1989
1989
1989
1990

51
30
39
40
40
45
56
44
58
39
33
42
48
60
55
42
45
44
57
50
46
58
50
49
49
59

Assistant clerk : change of division
B
From Refuse collection to regional agency

QoW QpoQowaOwm

From special refuse collection to street section
From special refuse collection to street section

A
A

From supplies to repair (50% job)
C

C
Supervisor: moved into head office (50%)
B

Source: Data from the Refuse Collection Department

In the street section, wages are lower. A worker who voluntarily applies for
a transfer to this section will receive the lower wage. If, however, you are
transferred due to health reasons you will continue to receive your earlier
wage. Many workers also anticipate such a transfer by voluntarily chang-
ing jobs into the more mechanized jobs, such as one-man trucks or contain-
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er transport, thereby getting an easier job and avoiding part of the wage
reduction.

In theory, the whole local authority, and all its departments, agencies
and divisions should function as a replacement and transfer area for those
employed within the Refuse Collection department. This is according to the
normal interpretation of the law on employment security in the public
sector. In reality this does not work, and in the last ten years very few
individuals from the Refuse Collection department have been replaced this
way.

What has happened is that every department or division will defend
and reserve for "their own" the easy jobs and niches. The Road Works
department, for example, wanted the Street Division of the Refuse Collec-
tion department as a way of finding jobs for their older workers. This ad-
vance was rebutted by the elected board for the Refuse Collection depart-
ment. The Refuse Collection department encounters the same resistance
from other departments when it needs to find new jobs for their workers.
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Case 5 : A Printer - Technological change in a family
firm

The Swedish Bookprinting firm is located in a medium-sized town. The
firm belongs to the category of civil printers and is of average size. It was
established in 1926 and the present owner acquired the company in 1948.
In the 1950s there were 4-5 workers in the firm altogether, including the
two owners. In 1962 the company moved to a new and bigger establish-
ment. The next generation took over in the early 1960s, bringing the num-
ber to 6-7 workers. In 1968 one of the partners reached his statutory pen-
sion age. The firm now became a family enterprise under the head of the
present owner, who since 1973 is the managing director. His son is present-
ly in charge of the economy, and his youngest daughter of book-keeping. In
1982 the Printer moved to new facilities.

The Printer was for a long time a rather static firm. Though total
sales grew steadily, employment was not increased until 1985. The develop-
ment, since 1975 is summarized in table 13:

Table 13. Sales and employment in the Printer

Year 1975 1977 1979 1981 1983 1985 1987 1989
Sales 1333 2057 2767 3853 5245 7731 12361 16892
Enployment 8 8 10 10 10 14 22 25
aged over 50 - - 1 1 1 2 3 2
women 1 1 2 2 2 3 5 8

Source : Statistics from the Printer (sales in 1000’s SEK)

Production Regime - Dramatic changes

The two production processes of typesetting and printing changed dramati-
cally in the early and mid 1970s. Typesetting changed from manual lead
to photo-typesetting and the first step to photo-typesetting was taken in
1974. Both manual and photo-typesetting were used until 1983, but the
former was, by that time, fast on its way out. Today computer methods
totally dominate typesetting. Since the photo-typesetting machines have
been replaced on average every 4th year the technique has continuously
changed. At the same time traditional book-printing was substituted by
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repro- and offset printing (1972), but there is no doubt, that typesetting has
changed more than printing, and that keyboard typing has entered as the
central operation.

Although there has been a dramatic change in techniques, adaptation
has been fairly smooth, according to the managing director and as he says,
"..an experienced eye is still important." In printing, skills in design, layout
and the skill to anticipate the quality of the end-product are not pushed
aside when technological change occurs.

Close cooperation between the employees is important, e.g. in cleaning
the machines at the end of the work day. Previously there had been a check
back between the printing and the setting divisions. With the old technique
printers could change errors in setting but this is no longer the case in
photo-typesetting.

The Means Used

The Printer is a genuine family firm, with a patriarchic personell policy.
According to the managing director, the company has experienced few
problems with old employees (or with any employee for that matter). The
small size of the firm makes it possible to solve problems individually and
earlier.

The cases of two older employees exemplify the strategies and the means
used in relation to exit.

1. During the period of rapid change, one employe approximately 55 years
old who was working with lead typesetting was encouraged to change to
photo-setting. This setter had taken part in planning for the change, but
when the new machine arrived, he wanted to remain in his old job. This
was possible because lead-typesetting was kept parallel with the new com-
puter-typesetting for a period of time. Instead of this the owners wife
worked with the new machine as she had been working both with lead-
setting and secretarial work part-time.

In retrospect, the solution to the problem was acceptable in the firm,
but lead-typesetting perhaps was kept on for too long. The setter would
have reached the statutory pension age in his old job in 1987, but the last
two or three years he had incurred pain in his shoulders and was trans-
ferred to part-time work.

2. The second case involves a foreman in the Printer. He incurred heart-
problems at the age of 57, and after being absent, due to sickness for more
than a year, he returned to the firm. His case was followed closely by the
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Health Service Authority and the Local Social Insurance Office. When he
returned he left his supervising and coordinating tasks, and worked on a
small printing-machine part-time. The supervising task was impossible to
perform part-time and, he found his new work stressful. In discussions with
the Social Insurance Office, he found that he gained little from working, in
comparison to a disability pension. He retired at the age of 63 in 1989 after
being on sick-pay for a short time.

Two other features also complete the picture. First a work and work-
environment related health service is organized for local printing compa-
nies. This health organization started in 1970-71 and the Printer was
engaged from the beginning. One reason for this was that the printing
business tends to cause a large number of work injuries and there are
dangerous substances used in typesetting, i.e. lead and trichloroethylene.
There are injuries incurred over the long term, which is caused by heavy
lifting in typesetting and shoulder problems in printing.

The Health Service Authority helps to correct and improve work
techniques and to solve environment problems and as such contains imme-
diate as well as prospective injuries. It is also at hand for casual medical
care, and absence from sickness in the firm. According to the manager and
the union representative, early exit is partly prevented through the activi-
ties of the health service organization.

Another feature is the social togetherness initiated by the firm. The
employees of this company participate in ’printing-fairs’ (e.g. in Germany)
and have a yearly get-together and the firm also has recurring external
education. The Printer initiates visits to concerts and theaters and accord-
ing to the owner, the employees work extra hours when this is needed, He
gives credit for the planning of a good atmosphere to his wife.

The company has few exit related cases, making it impossible to talk
of a general pattern. It does, however, illustrate the way an individualized
personnel policy, given a well functioning family business, can operate
within the Swedish Policy regime.
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Case 6 : A General Hospital - New ways of handling disability

The Swedish health care system is organized through public bodies. Hospi-
tals, including psychiatric hospitals, nursing homes and the majority of
outpatient care are run by the Counties. Costs for health care are financed
by a county tax, a flat income tax, varying between 13 - 16 % in different
counties. Sickness insurance and the major part of the medicine costs (med-
icines prescribed by doctors) are financed by a social insurance contribu-
tion, which is levied as a payroll tax (about 10%).

The County we have chosen employs about 30.000. The County is
divided into "Health Care Districts" and centered around a hospital. Our
district is the second largest in that County, employing ca 6.000. This
district also administers a large psychiatric hospital, several nursing homes
and includes several primary care outpatient facilities. The district is the
employing agency and responsible for personnel policy. The central admin-
istration of the County has mainly regular staff functions (education, train-
ing, etc). The size of the Hospital is shown in table 14 through employment
figures.

Work Organization

During the last decade patients in nursing homes, as well as in hospital
clinics have become more difficult to handle. They are in general older and
demand more care. They are not as agile as before. Thus caring work has
become more "physical”, while at the same time the number of support
personnel has decreased. Some ’intermediate wards’, caring for patients,
that can manage themselves, have been closed and the work has increas-
ingly become more intense and concentrated.

After a long phase of expansion of resources and growth in the num-
bers of employed the situation is now one of reallocation, restructuring and
intensification. To this should be added a change in the proportion of differ-
ent job categories within nursing. The number of trained nurses is growing
and the number of assistant nurses and orderlies are diminishing. This
tends to shift some parts of the workload from the category of assistant
nurses to trained nurses, leading to an intensification of work for both
categories.
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Table 14. Distribution of employees in the chosen Swedish hospital District
in 1990

Category Hospital care District County as a whole
1. Doctors 367 1708
2. Nurses 1386 5483
3. Other care
personnel 2421 10660
of which:
aj)asst.nurses 1608 5532
b)wardens 435 . 1873
c)orderlies 256 2754
4. Medico-technic. 48 297
5. Paramedical 254 1630
6. Education 6 290
7. Maintenance 741 3298
of which:
a) cleaners 357 1399
b) kitchen 218 836
workers
8. Administrative 525 2718
personnel

Source: County Statistics

Age Structure

The average age of employees has been rising slowly. This was due to the
expansion in the 1970s, and a tendency for those over 50 to increase their
hours of work (reducing the need for new entrants). However, the demand
is for younger people today. The schools, educating nurses and assistant
nurses, are geared to those coming directly from high school. Earlier the
County organized "reactivating courses” for nurses and others who had
been away from work for a number of years, and courses for older people
who wanted to be employed. That was in vogue over 15 years ago, but there
has been no such course for the last 5 to 6 years and efforts to re-enlist
nurses that have left the hospital sector have not been successful.

Many members of the SKAF-union (organizing orderlies, nurses assis-
tants, cleaning and kitchen personnel) are worn out before they reach 60
years old. Many of them receive a disability pension when they reach 57 to
58 years old. In the words of a local SKAF union representative: "They are
worn out before 60. Every day someone is coming and reporting a work
injury”.
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The administrative union (SKTF) stated that their main problems
were reorganization and computerization. The up and coming transfer of
some work areas in old age care to the local authorities may lead to prob-
lems for some, in the administrative personnel, at the Hospital and some
will receive an offer of early retirement (60 years plus). Computerization
demands new skills and further training which is problematic for some of
the older personnel.

The average number of sick days per employee increased dramatically
between 1984 and 1989, from 27 to 45 days. The total number of sick days
increased from 148.190 to 263.104, that is by 77.5% in the same period.
Long term sickness (> 32 days a year) accounted for more than 95% of this
increase, and is subsequently becoming an alarming problem. The whole
picture is shown in table 15.

The sickness rate differs considerably between occupational catego-
ries. The harder the work and the less qualified the personnel, the higher
the rates of absence (cf. the gap between group 1, 2 and 3, as well as the
increase within group 3).
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Table 15. Average number of sickdays, and long term sickness among dif-
ferent categories of the employees of a Swedish Hospital Authority in 1989

Category Average Long sick Average days

sickdays spells: absent per
% of category longterm sick spell

1. Physicians 13,5 5.2% 171

2. Nurses 24.1 11.1% 141

3. Other care 46.0 20.2% 163

personnel

of which:

a) assistant

nurses 39.2 17.2% 150

b) wardens 54.5 24.3% 174

c) orderlies 76.5 32.8% 170

4. Medico-tech.

personnel 37.5 9.8% 242

5. Paramedical 27.4 17.3% 108

6. Maintenance 75.3 34.1% 167

of which:

a) cleaners 88.9 39.8% 169

b) kitchen 63.7 30.3% 154

workers

7. Admini- 38.9 19.4% 146

stration

Average for all
employees: 45.3 162

Source: County statistics

The Dialectics of Decentralization and Internal Mobility

In the last years few, the trend towards a more decentralized organization
has been evident within the Health Care District. The personnel adminis-
tration has been transferred to the level of the clinics which have become
the "basic units”. Work schedules, budgets, and the hiring of personnel, are
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now all decisions made within the jurisdiction of the manager of the "basic
unit” (in practice the head physician). In the future, further major person-
nel decisions, including the problems of the long term sick, and those in
need of new jobs etc, will also come within the responsibility of the "basic
unit”.

The philosophy of the hospital management is that the "basic units"
should take care of their own problems and carry the costs of the poor
effects of their work organisation (such as work injuries, disability etc).
They will thus be forced to take a long term view of their working arrange-
ments, in the opinion of the management.

Internal Job Shifts

Decentralized responsibility has made it more difficult to move between
clinics and work units. It has become more difficult for older persons, or
those in need of "easier jobs", for example to be transferred to other clinics.
Every "basic unit" wants to reserve the attractive and easier jobs there are
for their own employees, and it has also made the normal mobility between
units and clinics more difficult. As a union representative pointed out:
"They are building walls between the units".

Age-specific mobility is different among different categories of the
employees. For instance most nurses stay in their normal positions al-
though some may take up a more administrative position (becoming head
nurses, section administrators etc). Others try to transfer to out-patient
clinics which have only day schedules and are closed during weekends. This
makes the job very attractive.

Moreover the out-patient clinic is very attractive for assistant nurses.
When there is an opening, there are between 30 and 40 applicants, even so
the possibility to move is obviously limited. Assistant nurses have the
option for an individual career as a nurse and they can receive training to
become a full nurse paid for by the employer.

There are few possibilities for internal mobility for maintenance per-
sonal.

The administrative personnel works within an hierarchical organiza-
tion. In the 1980s, the employer tried to recruit many of the top career
positions from outside, thereby partly blocking internal mobility. This
pattern included top managers as well as engineers and supervisors. There
is no parallel flow out of the Hospital to other sectors.

This "locking-in" was enhanced by the changing rules for promotion.
When applying for a new job, or an internal transfer, the previous merit
was "experience”, that is to say the number of years in work, therefore one
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could "earn" the right to a transfer. This is no longer the case. Today, the
emphasis is on training, formal education and suitability (including person-
al style).

Pension system and exits

The occupational pension scheme covering those employed by the Hospital
presuppose 30 years of paid employment (i.e. being employed for more than
40% of a fulltime working year), earned between the ages of 28 and 65. (If
you have worked only 23 years, then you will get 23/30 of the pension.).
This is the basic qualifying rule with regard to your work history.

The level of pensions is determined by the average of your income the
nine last years, that is from 55 to 63. (The years in between qualify as base
years even if you retire at 63 - and they qualify for the ATP pension as
well).

The pension system guarantees 75% of the median income level in the
years 1983-1988 - in real terms - for those who get their pension in 1991.
There is thus a nine-year period determining the level of the pensions.

This pension system then has incentives for older workers to continue
to work, and even to increase their work load after 55 years. There are quite
a few cases of employees in different categories who increase their hours
of work after 55 - e.g. among the nurses. Many women have not qualified
for the 30 working years, e.g. those who entered the labour market in the
late 1960’s or early 1970’s. This applies not least to some of the immigrated
workers. Many women in the maintenance section - cleaners, kitchen work-
ers etc - organized by SKAF - have this background.

The rules of this pension system may also explain why some older
longterm sick try to cling to their employment. They hope to come back to
work, to qualify for better pensions. But their sickpay also qualifies for
pension (i.e. it is counted as income that go into the calculation of the
pension benefits).

Many of low paid employees - ¢.g. the SKAF members - cannot afford
to retire at 63. But many of them have to retire earlier for health reasons.

The pension system specifies two exit points, i.e. an age span 63 - 65
and at 65. The occupational pension system in this sector offers incentives
for many employees to work until the statutory age but in fact many em-
ployees leave before 63/65. Few people stay until they reach the upper
retirement age within their professional group. The typical exit for the long
term sick is the disability pension.
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Exit and Prevention of Exit

The dilemma for the Hospital may be found in the combination of an aging
personnel, an aging group of patients and budgetary restraints. This leads
to a rising intensity of work, which in turn creates rising rates of absence
due to exhaustion and sickness among those employed. These trends are
visible in the exit patterns found in our hospital.

The ways out involve a combination of preventive measures. First, let
us consider the facts of exit.

The group who has early retirement due to disability is very large and
almost as large as those who retire at the statutory pension age. The in-
crease in disability pensions has been marked since the early 1980s. Early
retirement is most common amongst the nursing aides and amongst the
group of cleaning personnel.

The Health Care District has a higher rate of disability pensions than
the rest of the county. This may be due to better counselling from the pen-
sion officer or to the poor environment in the area, a consequence of some
major polluting industries.

The SKAF representatives sometimes suggest that some older women
among their members should try to get their sickness and injuries recog-
nized as "work injuries”, and demand compensation. But "quite often they
answer that they don’t want to do this because then ’...they [i.e. the super-
visor] will get angry with me’ ". The older women do not want to raise this
issue with the supervisor or manager, because of the danger of being (va-
guely) disliked or suspected of "scrounging”, in this case exploiting the
welfare system. "Many don’t want to use the social insurance system we
have, they will come to work, even if they, then, are not able to have a
decent life outside the job".

Another union officer gave a graphic picture of the consequences of
these set of attitudes:

"Sometimes we have meetings, for our older members, to inform them
about the pension agreement. You notice that half of those present
will stand up or walk around every five or ten minutes. They have so
much pain in their back and in the shoulders that they can’t sit still
for more than 5 minutes. But they will not report themselves as sick
and they will try to avoid, for as long as possible, taking sick pay."

Certain older female workers feel strongly pressured to quit: "Many of my
older colleagues tell me, almost crying, that their supervisor will try to
persuade them to look for and apply for other jobs; to quit 'their’ clinic".
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The question arises - Why? The reasons are that they cause problems
for the supervisor if they are old and sick, economic as well as practical.
"They want to get rid of them as soon as possible; to get rid of their respon-
sibilities for them".

This can be explained by the economic squeeze that is now placed on
the basic economic units (i.e. the clinics and departments). If the basic
units have people with long-term sickness they will have to deal with that
separately, because of the decentralized procedure.

PREVENTIVE EFFORTS

The preventive efforts take place through the work environment and health
policies and two major efforts are outlined here.

The Occupational Safety Group

First, there is the local committee for the work environment and occupa-
tional safety, an organization present in all Swedish work-places. This
committee is composed of representatives from the employer and the unions
concerned. Three (elected) union representatives are employed full time to
cover this area, and they are paid by the employer. There are 78 elected
representatives responsible for the work environment in their units, with
another 50 in reserve. This is the formal machinery for discussions and
negotiations relating to the work environment.

The Adaptation Group - The traditional internal institution handling sick-
ness-exit dilemmas

The ’Adaptation Group’ is responsible for taking care of employees who
have been sick for longer periods. The Hospital has a special fund (APG
account) - part of the budget of the district - which is directed specifically
to the problems of those employees who can not continue to work in their
normal jobs. The 1990 budget for the Adaptation Group was about 7.5 m.
SEK.

The APG account is handled by a committee, where the unions are
represented. During 1989 there were the following number of cases:

- 60 people were transferred to other jobs

- 7 people were paid while receiving education or labour market vocational
training

- 9 people were paid out of the central account of the AG, while continuing
to work in their old units.
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Decentralization and Rehabilitation Policies - The work environment project

Today the decentralization of responsibility is underway and the APG
account and the committee will probably be abolished. Why is this the
case? As long as it exists there is a temptation for some units to shift the
costs and the burden of sick and injured employees to the APG account.
The maintenance section for instance has used the APG more than others,
which can be explained by the work situation and sickness pattern of the
section.

However, preventive efforts do not end here. The Hospital is placing
extra effort through its ‘work environment project’. The goal of this project
is to teach administrators and the heads of the basic units how to set up
a "rehabilitation plan". The clinics will be responsible for their personnel
and must find jobs within the organization in case of sickness, work inju-
ries etc. They will lose the easy options out of such dilemmas - such as a
transfer to a central problem-solving unit (like the APG), or dismissing
people for instance. The basic units have to plan for this new situation,
when an institution, like the ’Adaptation group’, no longer exists.

This project is a way for the central personnel management to force,
induce, but also to help the heads of the local units to act in accordance
with the new work environment and rehabilitation legislation. The goal of
the project, conducted with resources from the new Regional Work Life
Funds, is to create new routines for handling rehabilitation.

Collaboration between the Social Insurance Office and the Hospital

During 1990, a new form of collaboration began between the Health Care
District (as the employer) and the Regional Social Insurance Office. The
background to this was a government proposal, which placed more empha-
sis on rehabilitation and reform of the work environment. Today, new laws
have been passed and new major funds for paying rehabilitation and work
training have been established. The new policy emphasizes the need to
keep people employed, and not accept the rise in early retirement because
of work injuries and sickness.

The work routines of the Local Social Insurance Office (SIO) changed
in 1990. Four SIO employees were allocated to the Hospital, to handle
problems of the employees, especially long term sick cases. Each officer
handles a random sample of cases, based on birth dates as the standard
work routine of SIOs. In the new procedure, the SIO officers will try to
connect individual cases with their work environment. The aims of this
reallocation are governed by concerns of rehabilitation. Over time the SIO
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officers will get to know the specific work environment of their cases much
better. In this way they can become more involved in finding new tasks for
workers at their work-place.

The SIO officers are able to finance retraining (e.g. education offered
by the Labour Market Board) and rehabilitation schemes (special treatment
of back injuries etc).

In the middle of 1990 the Hospital had a backlog of 143 people who
had reported long-term sick, i.e. who had received sick pay for more than
six months. The immediate action of the SIO was to look more closely into
these cases, with the help of doctors and other specialists of the SIO. Some
were recommended with disability pension, and some were put on a reha-
bilitation programme.

The Social Insurance Office (and the doctors) determines the criteria
for receiving the disability pension. The Hospital will then have to take
action with regards to those persons who are judged able to resume work.
This will put new demands on the Hospital as an employer and especially
on the personnel department.

In the future, the SIO’s ambition is to ensure that their officers will
contact each person, when he/she has reported sick for four weeks or if they
have repeated spells of short term illness.

Concluding remark

This close cooperation between a public agency such as the Social Insur-
ance Office and a large employer such as the Health Care District repre-
sents a new direction in Swedish policy. It is a case of interpenetration of
Social Insurance and Work, of Social Policy agencies and concerns within
the work organizations.



45

Case 7: A Cooperative Supermarket - Handling an imme-
diate closure

We have chosen to analyze the shut-down of a local cooperative Supermar-
ket in a small Swedish town. This Supermarket is part of a large regional
cooperative association, and is part of the Swedish cooperative association
(KF -Kooperativa Forbundet). KF has two important functions. First, cer-
tain purchases are centralized and over-all policy recommendations are
made at KF. Second, wage bargaining is dealt with through KFO - a cen-
tralized negotiation organization - and the shop-assistants union ("Hand-
els").

In the beginning, cooperative stores in Sweden emphasized on food-
produce but over the years this has widened into other areas including the
types of shops and stores. The department store idea came with the open-
ing of the Domus stores, which are usually located in the center of many
Swedish towns. It was a product of the 1950s and 1960s. On the other hand
Obs! warehouses grew up, on the idea of car-shopping and usually with
lower prices, in the 1960s and 1970s.

The Supermarket was a Domus store trying to survive, by developing
a more exclusive style. During the 1980s, both the regional cooperative
association and the local Supermarket witnessed low growth in sales, which
caused profitability problems and this has been further accentuated, during
the last 2-3 years. The decline was caused both by a loss of market share
and a stagnation in food consumption. It has been met by reconstruction
and the closing down or the selling off of unprofitable entities, which start-
ed with the smaller urban stores and later reaching major stores in smaller
towns.

Production Regime - In need and of belonging to a ‘family’

The Supermarket is one within the regional cooperative association, that
had witnessed low profitability. In March 1991 the regional association
suddenly decided to close or sell the Supermarket. The closure was to be
carried out at the end of April, i.e. the strategy was one of 'no time to lose’.

The Supermarket was dominated by female employees and at the
time of the crisis there were 50 employed altogether. Four were male
white-collar workers including the manager. Forty six were manual work-
ers, of which no less than 43 were female, who worked part-time. The age
structure is shown in table 16.



46
Table 16. Age profile in 1991 at the Supermarket (the manager excluded)

AGE -19 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64

Source: Statistics from the Supermarket

The Supermarket has recently been reorganized on more American lines,
especially the food section. The main idea was to close down the delicates-
sen counter and to sell pre-packaged and ready-made food products. The
complementary idea was to re-model the store and give it a "spread out”
design, but this "concept” turned out to be a failure. What the closure came
down to at the end was a need to regain the costs of this misconceived
reconstruction.

Besides unprofitability, there was a second reason for a hurried clo-
sure. Experience told that, in the interval between a decision and its execu-
tion, there is a period of increasing losses, since customers change their
consumption patterns well ahead of the closure.

The Supermarket was sold to its traditional local competitor. This dis-
turbed some of the old customers (ideologically motivated cooperators) but
even more disturbed some of the employees. For the employees it was not
easy to accept an offer from the old enemy-competitor, not least since the
new owner paid less and was known to allow less self-determination on the
job.

Causes of Action

The problem of the Supermarket was straightforward - a closure was to be
carried out. The hurried strategy was new. The over-all problematic situa-
tion in the regional cooperative association made internal transfers to other
shops and supermarkets, as a major solution, out of the question.

The Means Used

The closure was handled by the regional personnel office. After the deci-
sion, but before the closure, one person was involved in the preparations
from the personnel section. She was to be fully occupied with this for six
months. Her salary was paid by the Employment Security Fund which was
engaged in the solution and its financing from early on in the process. Long
personal interviews with all employees were made in order to map out the
situation. Data such as age and years at the store were collected and the
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employees could describe their feelings at time, and express wishes for the
future.

The successor firm was to be contacted to see if they could reemploy
some workers. The new store manager interviewed all of the employees,
and 12 out of the 50 were accepted. Of these, nine were younger individuals
- they were the most likely to accept. Those who had transfers were indi-
viduals with special skills in areas of the food business. However, some
younger employees took jobs as cashiers. Two people were immediately
transferred to the regional cooperative association. Five were actually
offered immediate transfers, but three did not accept because of distance
or working hours. After the full notice period - i.e. six months after the
closure - the personnel situation had slightly changed. Two employers had
left the new company and two others had been transferred to other cooper-
ative shops in the region.

All the employees knew that they would receive notice-pay for a peri-
od of six months and that they could join the "Education Programmes" run
by the Employment Office, i.e. transferred to the Labour Market Policy
field. This gave them compensation of 90% of the original wage (the unem-
ployment equivalent). They could also join the Education Programme for
Adults, which was headed by the Local Government. This gave compensa-
tion of 65%, but if there are children at home, it could exceed the 90%
compensation. The employer supported both solutions. However, to join the
Education Programme for Adults a person was not allowed to be overquali-
fied, i.e. completed a corresponding education within the regular education
system.

The attitude of the Local Employment Office from the start, was
simply that it would not engage resources until after the notice-pay period.
As the office saw it, the company should take its responsibility first. This
was also a way of postponing its own entrance, at a time when its workload
was already heavy.

Seven people started education, in the September after their notice-
pay period was over. Two younger men accepted half time work/half time
education. One women started formal education to become a nurse. One
reason for starting an education, besides the continuing income, was the
experience gained by employees in the knowledge that those with the best
skills found new jobs.

The employer had to pay six months notice pay but many employees
wanted to have their full pay before they started an education, or look for
a new job. The employer offered those who found jobs during the period,
half of the notice-pay on top of the wages received at the new job. This gave
incentives to individuals to try and get another job immediately, and it also
saved the employer 50% of the notice-pay. Furthermore, it may have sweet-
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ened the offer of the new company as well as easened the internal trans-
fers, described above. A further ten people found jobs on their own initia-
tive (apart from those already mentioned). The Local Employment Office
was not very involved during this period.

The behaviour of the Local Employment Office had a third dimension,
which was linked to the entrance of the Employment Security Fund. This
Fund financed the wage of the personnel representative, mentioned above
but it also gave wage support on similar terms as the employer, and there-
fore, stimulating the initiatives of the employees. The Fund would tempo-
rarily (for six months) top up the old wage to 100%, that is if a new job did
not reach the same wage level. This made accepting a job with lower pay
more attractive and this was the case for the transfers to the successor
firm. In all 13 people got this extra support from the Fund. An employee
in a new job could then temporarily be subsidized by both the former em-
ployer and the Fund.

On the other hand, some became unemployed when the notice-pay
comes to an end and a number of these will leave the labour market. For
all the female workers, closure meant a loss of part-time work, which re-
sulted in some deciding to leave the labour force. There were also a few
genuine exit cases. Three women reached their pension age in the autumn
(all within two months of the end of notice-pay). One women (aged 53) was
already on 50% disability pension, while another (aged 39) was on 75% due
to health reasons. Both of these were expected to enter full early retire-
ment (disability pension). A third women (aged 61) was on sick pay and
will exit because of health causes in due course. A summary is shown in
table 17.
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Table 17. Ways out of the closing down of the SCS for the employed work-
ers, 1991

Total Of which

New position Number 55+
1) Job at successor 10

2) Internal transfers 4

3) New jobs 10

4) Education programs 10

5) 01d age pension 3 3
6) Early retirement 3 1
7) Unemployed/left 8 4
8) Pregnant 2

Total 50 8

Source: Statistics from the Supermarket

Concluding Comments

The closure of the Supermarket affected eight employees at the age of 55
and over. All four in the age group 55-59 became unemployed and all the
cases were considered deliberate choices. The four had before the closure
down worked less than 75 % of full time. What happened to the older work-
force at the Supermarket may add little to the Swedish picture. However,
the division of labour emerging between the Firm, the Employment Securi-
ty Fund and the Employment Office is remarkable. Given the preventive
action from the employer and the Security Fund in this case, the Employ-
ment Office seemed to postpone its entrance into the process, until long
after the notice-pay period.
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I serien MEDDELANDEN FRAN SOCIALHUGSKOLAN har utkommit:
1981:1 FOSTERBARNSVARD OCH EKONOMI av Peter Westlund

1981:2 EN ALKOHOLENKAT — OCH VAD SEN DA? En modell fér alkoholundervisning
i en sjatte klass av Inger Farm och Peter Andersson

1981:3 PSYKOLOGIN I SOCIALT ARBETE: EN PEDAGOGISK DISKUSSION av Eric
Olsson och Christer Lindgren

1982:1 VAD BUR EN KURATOR KUNNA? av Karin Stenberg och Britta Strahlén
1982:2 LVM BAKGRUND OCH KONSEKVENSER av Peter Ludwig och Peter Westlund

1982:3 INSYN — ETT FORSUK TILL INSYN I ARBETSMILJUN PA EN SOCIALFHURVALTNING.
En intervjuundersikning av Pia Bivered, Kjell Hansson, Margot Knutsson
och P-0 Nordin

1983:1 AVGIFTER PA SOCIALA TJANSTER - principer och problematik av
Per Gunnar Edebalk och Jan Petersson

1983:2 EN INDELNING AV RATTEN - hjélpmedel vid inldsning av juridiska
oversiktskurser av Lars Pelin

1983:3 OM SOCIALA OMRADESBESKRIVNINGAR av Verner Denvall, Tapie Salonen
och Claes Zachrison

1983:4 DE MANLIGA FOLKPENSIONARERNA I ESLOY - Arbete, inkomst och levnads-
forhallanden 1945-1977. Del I Fiérhallandena 1977 av Ake Elmér

1983:5 PSYKOLOGISKA FORKLARINGSMODELLER I SOCIALT ARBETE av Alf Ronnby

1983:6 FACKFURBUNDENS SJUKKASSEBILDANDE. EN STUDIE I FACKLIG SJALVHIALP
1886-1910 av Per Gunnar Edebalk

1984:1 DE MANLIGA FOLKPENSIONARERNA I ESLUV — Arbete, inkomst och levnads-
férhallanden 1945-1977. Del II Utvecklingen 1945-1977 ay Rke Elmér

1984:2 FRAGETEKNIK FiIR KVALITATIVA INTERVJUER - En sammanstdllning av
Hans-Edvard Roos

1984:3  AKTIONSFORSKNING SOM FORSKNINGSSTRATEGI av Kjell Hansson

1984:4 FURANDRINGSPROCESSER INOM GRUPPER OCH ORGANISATIONER I PSYKOLOGISK
OCH SOCIALPSYKOLOGISK BELYSNING av Eric Olsson (SLUT)

1984:5 ROLLSPEL - TILLAMPNING OCH ANALYS av Kjell Hansson
1985:1 IDROTT OCH PSYKOSOCIALT ARBETE av Kjell Hansson

1986:1 ARBETSRAPPORT. Att arbeta pd barn- och ungdomsinstitution — en
pilotstudie av Leif Roland Jénsson

1986:2 DE MANLIGA FOLKPENSIONARERNA I ESLUV - Arbete, inkomst och levnads-
férhallanden 1945-1977 (1983). Del III Utvecklingen inom of&rind-
rade grupper av Ake Elmér



1986:3 UNGDOMAR, SEXUALITET OCH SOCIALT BEHANDLINGSARBETE PA INSTITUTION -
Intervjuundersskning bland personalen pa tre hem for vard eller
boende i Skdne av Maud Gunnarsson och Sven-Axel Mansson

1987:1 FATTIGVARDEN INOM LUNDS STAD - den dppna fattigvarden perioden
1800-1960 av Verner Denvall och Tapio Salonen

1987:2 FORSKNINGSETIK OCH PERSPEKTIVVAL av Rosmari Eliasson (SLUT)
1987:3 40 ARS SOCIONOMUTBILDNING I LUND av Ake Elmér

1987:4 VALFARD PA GLID — RESERAPPORT FRAN ENGLAND av Verner Denvall och
Tapio Salonen

1987:5 ATT STUDERA ARBETSPROCESSEN INOM SOCIALT BEHANDLINGSARBETE av
Leif Roland Jdnsson

1987:6 SOCIALTJANSTLAGEN OCH UNGA LAGOVERTRADARE av Anders Ostnds
1987:7 FORSKAREN I FURANDRINGSPROCESSEN av Eric QOlsson

1988:1 EN UPPFHLINING AV BARN SOM SKILTS FRAN SINA FURALDRAR av
Gunvor Andersson

1988:2 THE MAN IN SEXUAL COMMERCE av Sven-Axel Ménsson

1988:3 FRAN MOTSTAND TILL GENOMBROTT. DEN SVENSKA ARBETSLUSHETSFURSAK-
RINGEN 1935-54 av Per Gunnar Edebalk

1988:4 MALMO - i kulmen av fattigdomscykeln av Tapio Salonen

1988:5 PROJEKT OSTRA SOCIALBYRAN - en processbeskrivning av ett
fordndringsarbete med férhinder av Anna Meeuwisse

1988:6 UTDELNINGEN AV SPRUTOR TILL NARKOMANER I MALMO OCH LUND av
Bengt Svensson

1988:7 HEMTJANSTEN PA 2000-TALET red av Peter Anderssan
1989:1 FATTIGLIV av Gerry Nilsson

1989:2 MAKT OCH MOTSTAND - aspekter pd behandlingsarbetets psykosociala miljo
av Leif R Jonsson

1989:3 FOSTERHEMSFORVALTNINGEN av Bo Vinnerljung
1989:4 GUSTAV MOLLER OCH SJUKFORSAKRINGEN av Per Gunnar Edebalk

1990:1 DET AR RATT ATT FRAGA VARFOR - understkningar om socialt arbete
red av Verner Denvall

1990:2 SCENFURANDRING — FORSA-symposiet Helsingborg/Gilleleje

1990:3 KULTURMOTEN INOM SOCIALTJANSTEN - erfarenheter och reflektioner
red av Immanuel Steen
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PROJEKTTILLVARG - en processanalys av ett socialbyréprojekt
av Anna Meeuwisse

ORGANISATIONENS PAVERKAN PA SJUKFRANVARON - hur en forskningsprocess
och en personlig utvecklingsprocess kan integreras med hjédlp av
handledning av Katrin Tjdorvason

SEXUALITET OCH SOCIALT ARBETE PA INSTITUTION av Asa André

MIND THE GAP - en reseberittelse fran England 1-8 april 1990 av
Mats Dahlberg, Jan Lanzow Nilsson, Margot Olsson och Claes Norinder

(red)

DRUIMMEN OM ALDERDOMSHEMMET - Aldringsvérd och socialpolitik 1900-1952
av Per Gunnar Edebalk

POLICY, INTEREST AND POWER. Studies in Strategies of Research
Utilization av Kjell Nilsson

STOD och AVLASTNING. Om insatsen kontaktperson/-familj
av Gunvor Andersson

REHABILITERING AV TORTYRSKADADE FLYKTINGAR I MALMO.
Utvarderingsrapport av Norma Montesino

MAL, VERKSAMHETSMEDEL OCH BEHANDLINGSIDEER I TVA MANNISKOBEHANDLANDE
ORGANISATIONER av Marie S&derfeldt

235 SYSKON MED OLIKA UPPVAXTUDEN - en retrospektiv aktstudie
av Bo Vinnerljung

GRANSUVERSKRIDANDE I PRAKTIK OCH FORSKNING - TVA EXEMPEL
av Bo Vinnerljung

HORSELSKADADE I ARBETSLIVET - Ett stress/kontroll perspektiv -
av Ann-Christine Gullacksen

NORMALITY, SOCIAL WORK AND THE CREATION OF EVERYDAY LIFE
SETTINGS av Matts Mosesson (ed)

Exemplar kan rekvireras frédn socialhdgskolans expedition, adress
Socialhdgskolan, Box 23, 221 00 LUND






