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1 Introduction

1.1 Project rational, aims of the project

In 2001 the US based retailer Wal-Mart became tgdst corporation in the world — a posi-
tion it also holds today in terms of sales (422%#9n 2010) as well as employment (2.1 mil-
lion). In the United States, this rise has triggeeebroad debate about a Wal-Mart effect
(Fishman 2006) on different areas of society; ladistein (2006) has seen Wal-Mart as the
template company of the 2Tentury, comparable to General Motors a few decadp. A
similar debate is not yet taking place in Europeanntries — perhaps with the exception of
the UK; this is surprising given the fact that ratg is one of the greatest industries in
Europe representing about 9% of total employmeigir&ail companies have become impor-
tant employers in many countries; Tesco in the GHKtrefour in France and Edeka Group in
Germany are by far the biggest private sector eyaplm their respective home countries.

Since the 1960s, shortly after the diffusion of-service had started in European countries,
new business models have emerged in Europeaningtaihese new models include hyper-
markets (in Germany also called SB-Warenhausersek service department stores) — ‘in-
vented’ by Carrefour in 1963 —selling on a largeesarea (today usually 5.000 to 20.000
square meters) not only groceries but also a basadrtment of non-food items and hard dis-
counters (called discounters from here on) — ‘ine@dhby Albrecht Brothers (Aldi) in 1962 —
selling on a relatively small sales-area (up toQL8Quare meters) a limited and flat assort-
ment of groceries and a small supplementary vaaepne-off non-food offers.

The internationalisation of retail companies sthrtewith some exceptions — much later than
that of manufacturing companies. In grocery ratgilit took off since the late 1960s and
1970s. Today many of the big European groceryleesaare making half of their sales or
more outside their home country. Hypermarkets asdodinters are the main drivers of this
process; Carrefour, Auchan, Casino, Tesco, Metldi, And Schwarz Group (Lidl and Kauf-

hof), and the Spanish chain Dia, a former subsydidrCarrefour, are at the forefront of this
development (Zentes 1998).

During recent years, some international comparatiudies have been published on employ-
ment relationships in the retail sector that attetopexplain the differences between single
countries by differences in the respective natiamstitutional environment (esp. Kirsch et al.

1999; Baret et al. 2000; Carré et al. 2008, whigle g first overview of the results concening

retail from a research project funded by RussefjeSRoundation on low-wage work). Our

project links to these investigations. We, toouass that work and employment relations in
retail enterprises are significantly influenced their respective national institutional envi-

ronment.

Our project aims at a comparative analysis of gaagal subsidiary companies of selected
multinational hypermarket and discount chains ifedent European countries. The main fo-
cus of our cross-national comparisons is on work employment relations (industrial rela-

tions) of these internationally operating grocestailers.



1.2 Theoretical framework

This study applies a comparative institutionaligpr@ach to the analysis of work and em-
ployment relations in the home and host countryafpmns of multinational grocery retailers,
which posits that firms and their behaviour arepglilby the institutional environments in the
respective countries the company is operating in.

We start from the assumption that multinational pames (MNCs) develop their business
model primarily in their home country; here theg,gust like all other firms in that country,
affected by the respective national institutiomalieonment. Maurice et al. (1984) called this
the effet societalLater, more general concepts developed enconmupds complete institu-
tional environment of firms in a given country; \ilay (1999) called these national business
systems, Hall and Soskice (2001) termed them vesietf capitalism (VoC). These institu-
tional systems are thought to determine how conggamiganise their activities and especially
their crucial relationships with other economicoastlike owners, financiers, suppliers, cus-
tomers and workers. Hall and Soskice (2001) foeumstitutions in four separate spheres (or
domains): corporate governance and finance, supeligtionships, vocational education and
training, and industrial relations. They assumd thare are two constellations with ideal
complementarities between the institutions in thiese spheres: One with institutions that
coherently promote coordinated relationships insgleres, i.e. coordinated market econo-
mies (CMEs); and one that coherently promotes d&emgth market relationships, i.e. liberal
market economies (LMEs). Germany is understooceta prototype CME, while the UK and
Ireland (despite their differences) are seen asay/hMEs.

One criticism of these approaches is that the itlgeds only fit a small number of countries
and miss importantariety between countriesand that even within the two ideal types they
are unable to capture the significant differences leetween Japan and Germany or the US
and the UK (e.g. Kesting and Nielsen 2008). This leal to some other typologies where
Germany and the UK usually are also ideal or ptgpes, but a third type is added: Mediter-
ranean market economies or state capitalisms (St2003) like France (and Spain and Tur-
key) which are characterised by permanent staerviantion in the various institutional
spheres. Another example of a more differentiafgat@ach to how and why market econo-
mies are coordinated was provided by Whitley (1988 distinguishes six ideal types of na-
tional business systems (ibid). Germany is sees @dlaborative business system, while the
UK is seen as a compartmentalised business syataii-rance (together with South-Korea)
is described as a state organised business sysi¢tempts to categorise Central East Euro-
pean countries have led to the creation of a sepaedegory:. dependent market economies,
due to the impact of foreign capital (NOlke andegienthart 2009).

Another problem identified in the comparative calpgims literature is that scholars assume
uniform and similar impacts of national institutedrsystems on all companies within a given
country. In particular, the theoretical foundatiaighe VoC approach relied heavily on com-
parisons of manufacturing firms, neglecting otmepartant industrial sectors such as retailing
and its sector specific differences in comparisonntanufacturing.Sectoral differences
within countries have only occasionally been diseds by institutionalist authors.
Hollingsworth and Streeck (1994: 272) stated tHat: regimes of governance are shaped by
sectoral properties, in particular the contingemciktechnology on the one hand and products
and product markets on the other. ... [These] myottié sectoral manifestation of national
properties.” Sectoral varieties within countriend to be seen merely as modifications of

' The other types refer primarily to Asian courgrand to industrial districts (like those in Italy)
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more general national institutions or as modifyihg effect of such general institutions. We,

however, argue that institutions in the retail sestometimes cannot only be interpreted as
modifications of institutions in manufacturing keir effects in the retail sector might even

be contrary to the latters’ effects in manufactgrindustries. Thus, most institutionalist

scholars are much more interested in national tyaweéhin internationalised sectors than sec-
toral variety within countries. The latter is thetically explored (cf. also Deeg and Jackson
2007; Lane and Wood 2009) but rarely empiricallglgsed. Hence many empirical interna-

tionally comparative studies, especially those thatis on a certain non-core sector like the
fast-food industry (Royle 2004) or call-centresttBd al. 2009), make limited connections to

the comparative capitalisms literature.

A related critique came from authors like BoschO@) Bosch and Kalina (2007) or
Lehndorff et al. (2009) who are — similar to congisme capitalisms approaches — interested
in a broad socio-economic analysis, but also wagbtbeyond the core manufacturing indus-
tries. Lehndorff et al. (2009: 109) state: “Thetingions in the manufacturing sector are as-
sumed to represent the whole of the system, altholigy actually constitute only one seg-
ment of the economy as a whole.” For an understandi non-core industries they point to
the relevance of other institutions, especially wetfare state It seems obvious that institu-
tions like child care, social security and fam#yation have a significant impact on an indus-
try like retailing that is dominated by female labpwhile these institutions might be ignored
when studying manufacturing sectors typically daméa by ‘male breadwinner’ employees.
Esping-Andersen (1990; 1999) has developed a catypartypology of welfare states that
characterises Germany as a conservative welfate §aeat Britain as a liberal welfare state
and Nordic countries, including Finland, as sodaimocrat welfare states. It has been ex-
tended by Ferrera (1996; also Esping-Andersen 189% fourth type, the Mediterranean
welfare state, where the family still undertakes tbles of social security and child care; this
group also includes Spain and TurkBwyt here too it is criticised that these typologiesnot
allow for enough country variety (O'Reilly 2005). A\l most researchers would agree on
Germany as a conservative welfare state, the UK ldseral welfare state and Scandinavian
countries like Finland as social democrat welfdaetes, e.g. the case of France poses serious
problems as a residual welfare state, frequenbtiglled as conservative, combined with ex-
tensive institutions for child care (Pfau-Effing®05). Poland seems to sit between a conser-
vative and a Mediterranean type (de Frel 2009). liftks between those institutions analysed
in the VoC or NBS literature and welfare stateitnibns have been discussed (e.g. O'Reilly
2005; Rubery 2009), but no typologies combiningttixe perspectives have evolved. Follow-
ing Bosch et al. (2009: 19) we agree that comparagsearch on non-core sectors needs to
include welfare state institutions; whether theogosition to distinguish between three sec-
tors of production (including finance and busineslated services), provision (incl. health
and education, etc.), and consumption and distabuincluding trade, hospitality, transport
and telecommunication) remains to be seen.

Beyond the necessary extension of the relevanitutishal spheres by adding the welfare
state, there are still other institutional sphemsny of themsector specific institutions,
which might only have an impact on companies in gaicular sector. Thus, in retailing cer-
tain forms of regulation are very important: E.thre opening hours greatly impact on the
companies’ relationship with customers (and witbitlown employees). Another important
area are spatial planning regulations that discdte against certain types of stores and thus
favour the development of certain retail businesslets in a certain country (cf. section 2.2).

We are also rather sceptical about the argumentrttiastrial sectors are to be understood as
organisational fields where various coercive, mimahd normative pressures towards iso-
morphism (DiMaggio and Powell 1983) lead to homaggn Alternatively, we assume that,
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especially within food retailing, high level of intra-sectoral variety still prevails. In the
grocery sector, we find small mom-and-pop neighboad stores competing with large mul-
tinational chains of highly price competitive discers or of big-box stores catering for car-
borne one-stop shoppers. One reason for this isapip related to the structure of sectoral
competition: grocery retailers do not only competeproduct (quality, depth and width of
assortment) and price but also on a third dimensionvenience achieved through location.
Consequently, we assume that national institutioight have very different effects on differ-
ent types of grocery retailers — in fact, sometimeasitutions have been created as a reaction
to the demands of certain retail sub-sectors,peige maintenance, limited opening hours and
restrictive planning regulations were all histoligdavoured by petite bourgeoisie bfittel-
standretailers in their attempt to restrict the emeggoompetition of larger chain store com-
panies (cf. section 2.2).

We now turn to MNCs as organisational entities #p#n national borders and thus are active
in different national institutional environmentd.(Eerner 1997). A broad literature arsti-
tutional effects on MNCshas evolved; much of this literature is interesteduman resource
management (Ferner et al. 2001; Almond et al. 2@8@byards et al. 2007). These concepts
start from the assumption that MNCs are primariiged by the institutions in their home
country; it is here where they first develop thairsiness models including a set of practices
that makes them competitive in the market. It entfurther assumed that MNCs are inclined
to transfer these practices across borders to sdisidiaries, while these subsidiaries are at
the same time affected by the institutional envinent of the host country. Foreign subsidiar-
ies of MNCs are thus influenced by what are cafleche and host country influencesThis
concept is visualised in the graph below.

Home country Host country

Home .
Parent compay country Subsidiary
effect

Homogenous
institutional
environment

Homogenous
institutional
environment

Usually these concepts assume a homogenous iimstalienvironment in the MNCs’ home
countries that translates seamlessly into typioahda country specific practices of the compa-
nies analysed (for an overview cf. Noorderhaven ldadzing 2003). Such an assumption is
relatively unproblematic when the analysis focusesthis literature does, on subsidiaries of
manufacturing MNCs. But if the home country inditduas that affect a MNC’s home country
operations are not homogenous, as we have propbeee, that model has to be extended.

Since we start out from the assumption that insbitial environments in a single country are
not homogenous and their effects on MNCs’ home tguwperations can be quite different,
it is necessary to look carefully at which and Haostitutions in the home countries of MNCs
actually impact on the development of their bussma®dels and practices. Further, what is a
relatively simple home country effect in the claasimodel of home and host country effects
in our study has to be split up into two effectsstf a distinctinstitutional effect in the



home country impacting on the business model and practicesnd¥/&lIC’s home country
operations; and secondransfer effect since the MNC then might attempt to transfer some
of these home country practices to its subsidiaAssxplained above, for the grocery sector,
we must even assume different effects or home cpumstitutions and, consequently, also
different transfer effects in various sub-sectis hard discounters and hypermarkets.

Subsidiaries in host countries are shaped on thehand by a transfer effect and on the other
hand by the institutional environment of the hamirdry. Just as in the home countries, in the
host countries too institutional frameworks are Im@mtnogenous; again there can be inter- and
intra-industry variance.

The graph below illustrates an extended model.irisgtutional environment in an MNC’s
home country affects the development of businessefsand practices (institutional effect in
home country); MNCs attempt to transfer some o$é¢hi their foreign subsidiaries (transfer
effect); combining these two effects might stilllabelled as home country effects, but — and
this is crucial — all these effects are not homogen but are sector and sub-sector (format)
specific. These differences are labelled sectdommnat effect; these are theoretical constructs
and do not indicate a causal relationship. Forsigosidiaries are then also shaped by sector
and sub-sector specific host country institutions.

Home country Host country
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1 Other sector

1

1

1
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The transfer effect also needs some further exmitalt frequently is assumed that MNCs
intentionally and strategically transfer practieesl elements of their business model because
they provide their operations with a competitiverattage. This puts a question mark over
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the transfer of industrial relations practices, &aese here, the institutional environment of
some home countries (like Germany) might be seeanbyINC’s management as a restraint.
It has been argued that MNCs might want to flesdhiastitutions (like strong trade unions
and works councils) and thus would certainly negrapt to transfer them to their subsidiaries
(Bluhm 2001; Dorrenbécher et al. 2000; Dorrenba0ed). However, Ferner (1997: 30) has
argued in favour of a softer impact of home coumtrgctices: “the personnel function’s ex-
perience of ‘shared authority’ through the Germasdetermination system will colour mana-
gerial HR decision-making in a multinational cortfexotably in respect of employee partici-
pation and involvement.” Thus even though GermanQ¢Mave not opted e.g. for a compre-
hensive transfer of the German works council sydtethe UK, they still might generally be
more open to initiatives of employee representatidmat could be interpreted as the transfer
of a (liberal or social) managerial mindset andoooate culture.

Generally it can be assumed that the degree tohwdpenpanies transfer elements of their
home country business model to their subsidiatiesaal also depends on thaiternational
strategy. Usually, two ideal types of internationalisatisinategies are distinguished: strate-
gies with are aimed at a high degree of cross-b@td@dardisation and integration, i.e. where
home country effects prevail, are called ‘ethnogenor ‘global’. While strategies aiming at
local adaptation and decentralisation, i.e. whesendn country effects prevail, are called
‘polycentric’ or ‘multidomestic’ (Perimutter 196%®orter 1986). This concept was first ap-
plied to the analysis of the internationalisatidretailers by Salmon and Tordjman (1989),
who interpreted the international strategies ofdmgparkets as multinational showing a high
level of adaptation to local markets. In sectioB.2.we will show that the international strat-
egy of discounters, in contrast, is based on a Hagree of cross-border standardisation and
thus can be interpreted as global. We would thgsrae that the transfer effect is relatively
weak in hypermarket MNCs and relatively strongistdunters.

1.3 Selection of countries and companies

It would have been ideal, if our sample could confaur MNCs: two MNC representing the
discounter and two the hypermarket format; oneagheoriginating from two different home
countries, e.g. Germany and Britain; and having fubsidiaries in each of the other four
host countries. However, such a supreme reseasigndeould unfortunately not be found in
the ‘real world’. The internationalisation of maxtthe grocery firms, especially of the large
formats, was a rather selective process. We filadl while some discounters like Lidl and
Aldi have developed truly pan-European operatitims,internationalisation of the hypermar-
kets in Europe concentrates mainly on emerging aetarin East and South European coun-
tries, and a few exceptional entries into neighlm@ucountries, e.g. Tesco in Ireland (for why
this is so, cf. section 2.3.1).

Given these circumstances, we proposed to covdatgest possible range of home and host
countries in order to study and compare the diffiusof two internationalisation formats
(hypermarkets and discounters). Accordingly, we ajpd for two hypermarket chains: Tesco
from the UK (with the hypermarket format ‘Extra’hé Real from Germany (which belongs
to the Metro Group). Despite the fact that we did Imave a French team in our project, we
additionally chose Carrefour from France for sevezasons: France is the home country of
the largest number of big grocery MNCs, especiallihe hypermarket sub-sector; and while
France is certainly does not have a social demoasegifare regime, its extensive institutions
for child care make it very different from Germaanyd the UK, while in terms of the VoC
approach it represents the (less developed) tlategory of a Mediterranean market econ-
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omy? At the discounter level we aimed to study eithitl br Aldi from Germany and Dia
from Spain, basically because these are the byntat relevant international hard discount
chains; Dia used to be a subsidiary division ofr€aur, but was made independent in 2011.
However, after our second project coordination megetve made the decision to concentrate
on Lidl, because we were more successful in gaiaswess to this firm in most of the coun-
tries, except in Poland where we had some diffiesiltThis problem could be partly compen-
sated for by the addition of Lidl Finlahtb our study, where research partners had verg goo
company access, including to top managers. Wedissome research in stores of our sec-
ond discounter, Dia, but got only access to store€¥pain and not in Turkey (please see also
next section for more information regarding oulegesh team and process).

A summary of our company selection, three hyperetarkCarrefour, Metro Real and Tesco)
and two discounters (Lidl and Dia) which have bstried in seven countries are outlined in
the table below.

Table: Country presence of sample companies

DE UK IE ES PL TR FI
Metro Real Metro Real Metro Real
Tesco Extra | Tesco Extra Tesco hyp. Tesco hyp.
Carrefour hyp.| Carrefour hyp. Carrefour hyp.
Lidl Lidl Lidl Lidl Lidl (prob) Lidl
Dia Dia (prob)

(prob) indicates access problems

1.4 Research process

1.4.1 Team

As indicated in the table above, we had resear@imdein seven European countries; Holm-
Detlev Kohler and Yvonne Rickert in Spain, Michéértmann in Germany, Tony Royle in
Ireland, Jan Czarzasty in Poland, Deniziaioglu and Banu Uckan in Turkey, Mike Gep-
pert and Karen Williams in the United Kingdom, a@#li Rusanen and Mika Skipari in
Finland. Six of the seven country teams were funidedhe Hans Bockler Foundation, as
originally proposed. We also got in touch with piial additional project partners in Finland.
We received an invitation to Helsinki, in Novemi#510, where Michael Wortmann and
Mike Geppert attended a joined workshop and hadhlaace to present our project ideas and
initial findings. We then agreed in consultatiorttwthe HBS and our other team members
that our two Finnish colleagues should become newereally funded members of our re-
search team, from the beginning of 2011 onwards.

It turned out to be of great importance for thej@ct to conduct a supplementary analysis of eympént
and industrial relations at Carrefour in Francewideer, we included on existing research (e.g. dfeisazy
et al., 2008 and others) on the company and Frisngart of our additionally industrial sector ara$y(see
section 2.2.2).

The addition of this Scandinavian country withagial democratic welfare regime proved to be wesful.
It helps us to understand the role that strongguletion and welfare state institutions of hostrdoes can

play.



1.4.2 Research process, meetings etc.

Seven research teams based in the seven seleatgpleBn countries have been the core of
our project. All country based researchers conductese studies for their countries. These
have been compared systematically cross-natioaatly across the two formats (hypermar-
kets versus discounters). This approach enabledeearchers to develop in-depth knowl-
edge about his/her specific national societal cdanteach of our country research teams was
made up of national experts in the field of workl@mployment relations, who of course also
had the necessary language skills to conduct thid &f analysis. All research activities re-
quired effective and continuous coordination andaggment. This was carried out by two
researchers which were based in the UK: Mike Gdpglee project’s principal investigator,
and Michael Wortmann, our deputy project leader \atso acted as country expert for Ger-
many and was responsible for tneerall industrial sector analysighe daily and continuous
project coordination was organised via electromid gelephone communication. Additionally,
the project was also structured by four coordimatizeetings and along four phases of re-
search.

First coordination meeting and pilot phase

We started our project at th& @f May 2010 and had a consolidating meeting oé quoject
team from six countries. The meeting took plac@ 28" of May 2010 in Guildford, as part
of our pilot phase. The aim of meeting was to discesearch goals and methods of the pro-
ject in detail within the core team and to devedolist of dimensions, which can later on be
analysed and compared across countries and comspdine aim of this phase was to collect
and analyse first information about developmenthiwithe food retail sector in each of the
six core countries, i.e. about the employment #ines, the wage systems in the local
branches /subsidiaries of the MNC etc., and abdotnational institutional contexts, such as
the importance and contents of collective barggirdgreements, role of trade unions, woks
councils, national specific forms of education #&maghing and welfare state structures.

Second coordination meeting

The first coordination meeting took again placehatlead applicants’ institution, the Surrey
Business School in Guildford, on the 16Maf October 2010. The aim of this meeting was to
discuss and further develop information and ideasight forward by each of the core team
members for his/her home country and for the Euanpdevel. Moreover, we discussed the
summarisegreliminary country reportsand especially compared information regarding dif
ferent national institutions and identified knowdgedgaps which needed to be addressed in the
upcoming first intensive field research phése.

The meeting also made a final decision regardingcompany selection, as already men-
tioned, and prepared our first intensive field egsk phase. We especially concentrated our
discussions on the structure of our company andtcpwease studies. We discussed and re-
fined the dimensions of our empirical researchroteoto improve the comparability of coun-
try and company cases when analysing work and gmanot relations.

First field research phase

The main task for the first field research phase twadevelop first versions of company case
studies, i.e. preparing, conducting, documentirgjiaterpreting interviews at the subsidiaries
and stores of the selected MNCs.

* Our project ideas and a summary of preliminary reportwere also presented at the first HBS Board Meeting
(Beiratssitzung) on f4of January 2011 in Diisseldorf.
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The interviews of all research teams mainly focusedrade unionists and employees but
also included local managers, team leaders and stanager, as well as HR managers. The
interviews were based on semi-structured guidelibas guidelines were frequently locally
adapted, depending to the function of the partronli@rviewee and the host country.

We were also aware from the beginning that it mightifficult to get access to and conduct
interviews within certain companies, especiallydiscounters, where it is common to intimi-
date, closely control and survey employees, indgenhanagers. Thus, as already mentioned,
we did not get access to Lidl in Poland and Didumkey. Access to hypermarkets was usu-
ally easier and worked best at Tesco, where wealtadss to top management in the head-
guarters and leading local managers, other empdoged to the union. For both, hypermar-
kets and discounters, we were also able to relyherso-called ‘snow ball effects’ i.e. first
interviews with trade unionists as well as empleyaad managers did lead to and enabled
further possibilities to conduct more interviews.

Interviews were taped, if the interview partnerseagd. If not we took notes during the inter-
views. However, we also did full transcriptionsimterviews only occasionally, given funding
restrictions. During our first research phase fasifts of 16 compag and 6 country case
studies were composed, based on the structure ngedatp during our'2 coordination meet-
ing. All materials were shared and exchanged betva#eesearchers of our team.

Third coordination meeting

This coordination meeting took place on'66f June 2011 in Galway and was co-funded by
the National University of Ireland Galway. It aimexpresent and discuss our temporary re-
search results of the first half of the project. W0 discussed the first draft of the Retail In-

dustry Background Study (see section 2) preparedibiael Wortmann. Based on these dis-

cussions, we were able to structure and coordihatsecond field research phase. During the
meeting we discussed important questions which ireedaopen so far and which needed to
be explored further in more detail. During this mreg we discussed and decided about the
structure of our company and country case studies. was quite an important decision be-

cause it not just increased the focus of our stuttyalso aimed to ensure that we were able
compare our findings across countries and compamiesr final report.

Second field research phase

The second phase continued previous research staded with the pilot study and focused
on problems, questions identified and refinemerdderat our third coordination meeting. We
conducted some more interviews per country. These wrocessed in the same manner as in
our T field research phase. Additionally Michael Wortmamnd Mike Geppert have been in
contact with Ver.di and UNI Commerce who not jugpported our project by providing
documents and information, but also invited ush®WNI Commerce conference on 91
June 2011 in Madrid which helped us to make aduhficontacts to potential interviewees.
This also inter al. enabled us to conduct an irttde@gerview with the main union delegte at
Carrefour France in order to close some informagjaps on the home country operations of
on of our sample companies (Michael Wortmann). @aw research results were integrated
within the existing case study drafts.

During this phase we also preparediaterim reportfor the HBS, based on updated case
studies and reports of our team, focussing on indlisalations at the hypermarket compa-
nies of our sample. This was discussed at fi¢iBS Board Meeting on the 8®f Septem-
ber 2011 in Dusseldorf.



Fourth coordination meeting

At our final team meeting in Berlin on 9/1®f January 2012, which also included our two
Finnish team colleagues, we started to collect famther develop ideas regarding the key
findings of our project. The key goal of this coo@tion meeting was the discussion of our
central findings within the research team and #igosynchronisation of our core results and
the structure of the final report for the FoundatisVe also discussed and developed some
ideas for joint research papers based on the erapnasults of our study. Three of these pa-
per ideas have were presented at a pre-conferemgesivop on ‘Work, Organisation and Em-
ployment in the Retail Industry’ at this year's E&@olloquium in Helsinki. The one-day
workshop took place at th&'®f July 2012 and was organised by three membeosiinter-
national research team; Mika Skippari, Michael Watn and Mike Geppert. Mike Geppert
also took part at the ETUI workshop on Retail andt&inability in Brussels on 5th of June
2012.

Final research phase

In our two final project phasesve collected missing data in order to write up adi the fi-
nal report in English language. This was the mask tfor Mike Geppert and Michael Wort-
mann. Moreover, th®etail Industry Background Studgection 2 of this report) required
some revisions and needed to be updated in prepafat the final report.

Time schedule

In regard to research phases and coordination ngsetexplained above, we have applied the
following time schedule:

1% Consolidation meeting 27/28May

Pilot phase May to Oct 2010 6 months
2" Coordination meeting ~ 15/16 Oct 2010

1°' Field research phase Oct to June 2011 8 months
3 Coordination. meeting.  6/7 June 2011

2" Field research phase July to Dec 2011 6 months
4™ Coordination meeting 9/10 Jan 2012

1% Final phase Jan to April 2012 4 months
2" Final phase May to Oct 2012 6 months

1.4.3 Empirical research: interviews

Within the research project, a total of 153 intews were conducted in the original countries;
one interview was conducted in France (for intemgian Finland cf. end of section 5.16).

Most interviews (91) were conducted with employaéstores, ranging from cashiers and
store assistiants to store managers. 14 intervigare conducted with company managers

> The project has been ‘cost neutrally’ extendadsfanonths by the HBS, after its official termimatiat the

end of April 2012 to fill' remaining research gaped work on planned research papers.
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(including HR managers) above store level, andth#&rs with (joint) works council members
or (joint) company union representatives aboveesirel.

Field interviews for case studies

DE UK IR ES PL TR FR
management above store level 1 1 1
Real store level 3 5 4
company union, works council 2 1
management above store level 4 0 3
Tesco store level 7 15 7 7
company union, works council 3
management above store level 0 1
Carrefour store level 6 5
company union, works council 4 1
management above store level 1 2 0 0
Lidl store level 4 7 7 6
company union, works council
management above store level 0
Dia store level 8
company union, works council
trade union officials 7 6 8 9 1 3
employers associations 1 1
others 1 1
Total 20 26 31 30 23 23 1

1.5 Report overview

The report is organised in the following way. Thexinsection (2) will give an overview of
the varieties of retail development first in tharf@countries and then in the host couantries
of our study; it will also analyse patterns andatglgies of discounter and hypermarket
internationalisation.

The next sections will then present some main tesfl the project. Section 3.1 presents a
comparative analysis of industrial relations at tinee hypermarket companies. Section 3.2
focuses on management structures and skills, veleiidion 3.3 analyses the organisation of
working time, including the problem of part-time skpacross all companies and countries of
our sample. Finally, a fourth section (3.4) wiltts on Lidl across six countries.

Thes comparative analytical sections will be folkalby the country studies (4.1 to 4.7) and
the company cases (5.1 to 5.17). Section 6 willmanse the main findings and draw some
conlusions.
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2 Grocery Industry Background Study

2.1 General developments

Self service slowly emerged in some European cmmsince the 1950s, after it had spread
in the US in the 1930s. The leading country wasaGBeitain; but, in the 1970s, self service
had become dominant in grocery retailing in all atbed West European countries. By the
end of the 1970s, the next retail revolution begafiormation and communication technology
began to transform retail processes. The EuropetadeéANumber (EAN) system was intro-
duced in 1978 (following the American Universal @uot Code of 1973) and the first Euro-
pean scanner checkout was introduced by the Angtiailer Billa in 1979.

The introduction of IT systems had fundamental iotmen the organisation of retailing, simi-
lar to lean production in manufacturing. In the @y segment, most of these are discussed
under the headline of Efficient Consumer Respoi<@R) (cf. Moll and Jacobsen 2002;
Fernie 2009; Reyes and Bhutta 2005). By cooperdtased on sharing data generated at the
point of sale (POS), possibly also including infatran from customers’ loyalty cards, retail-
ers and the suppliers of fast moving consumer géBKCGs) can mutually benefitCosts in

the supply chain can be reduced by coordinatingiieg and replenishment similar to just-in-
time concepts in manufacturing; specific retail cgpts are automated replenishment and
vendor managed inventory. But other more qualigabienefits might also be gained reaching
from restructuring assortments to the needs ofoowsts, product presentation and promo-
tions; retailers might hand over responsibility éategory management to so-called category
captaing Cooperation might even lead to product innovabgrsuppliers based on detailed
knowledge of consumer buying behaviour derived file@S data (Seifert 2006). With dis-
counters the situation might be very different. iTlassortments are dominated by their own
private labels and their relationships with supgligre much more straight forward and domi-
nated by the retailgAhlert and Berentzen 2010). Information on theadstof supplier rela-
tionships in this area is very scarce.

In some older studies referring back to the 19&¥hfens 1992) German grocery retailers’
relationship with suppliers are generally describsdighly non-cooperative and conflictive,
very much dominated by annual buying negotiatialah(esgesprachehat focus on prices
andKonditionensystemdealing with complex terms of payment, modes divdey, and nu-
merous other terms and conditions. The (relativetyflictive character of supplier relations
clearly distinguishes retailing from the findingscomparative capitalisms literature focusing
on manufacturing “that relational contracting isrmtypical in Germany, whereas adversarial
contracting is more likely to characterize Britslpplier relations” (Lane 1996: 288).

Walker (1994; also Fernie 1995) summarises the ratings of a comparative European
study funded by Coca-Cola Corp.: Channel stockhenWK was only 28 days, compared to

®  Aldi introduced scanner checkouts only afterytear 2000.

In combination with standardisation processegogistics (e.g. of containers, pallets, and eveodpct
packaging sizes) this has lead to an increasedeafliy in distribution. Direct delivery from factes (or
manufacturers’ warehouses) to stores has beercegblay retailers’ regional distribution centrese$é in-
creasingly operate as cross docking stations, wagrpliers’ pre-sorted (pre-commissioned) palletsays
containing a commission of products designated foryone specific store are reloaded (without sigyi
from incoming trucks to trucks going only to oneaosmall number of stores.

8 This was pioneered by Wal-Mart and Procter & Glenitb the late 1980s (Roberts and Berg 2012).

7
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France with 43 and Germany with 46 days, indicatimat throughput time of the German
supply chain was nearly twice as long as in the WHKere retailer-supplier relationships have
frequently been described as very cooperative Wrigley and Lowe 2002). Unfortunately

no more recent comparative studies seem to beatneil

Despite common trends in retail technology, cor@mncentration and growing store size,
retail development has taken very different formslifferent — developed/mature and emerg-
ing — markets.

2.2 Varieties of grocery retail development

If we look at the three home countries of the MNCsur sample, France, the UK and Ger-
many, striking differences in the grocery retailistures appear.

In France, huge hypermarkets dominate the groaatps Hypermarkets are defined as very
large stores, i.e. above 5,000 m? of sales sphoridh statistically sometimes a 2,500 m?2
threshold is used); the biggest hypermarkets avanar 20,000 m2. Food and non-food as-
sortments take up roughly half of their sales spahey carry usually at least 40,000 different
items or stock keeping units (SKUs). The first hyparket was opened by Carrefour in 1963
(cf. below).

In the UK the dominant format are superstores. &t@e somewhat smaller than hypermar-
kets, usually between 3,000 and 7,000 m?; and #neymuch more focused on food. These
stores developed more gradually in the late 1968% fsupermarkets becoming bigger and
bigger.

In Germany still another format is quite dominah&rd discounters. These are relatively
small stores traditionally of up to 800 m2, butaetty also a bit larger. They offer a flat regu-
lar assortment of a few hundred SKUs — today rap@iom around 700 at hard discounters to
over 2,000 at softer discounters, supplementedobyescontinuously changing non-food of-
fers. The first discount store was opened as Atdhle Albrecht Brothers in 1962.

The table below illustrates these differences. eastpres, hypermarkets and superstores re-
spectively, take over 50% of the market in Franoe the UK while in Germany discounters
have a market share of about 40% (for details lse€auntry analyses beloWhese differ-
ences can be explained by different forms of spatiairban planning which themselves are
deeply rooted in institutional legacies of the eliéint countries’

Still in other countries, not in our sample like Netherlands, supermarkets still prevail.

There is a broad stream of literature availabblg tdescribes the different national retail plagniiystems
that have emerged and have shaped the structdhe oétail industry in the various countries (edlitel-
umes by Boddewyn and Hollander 1972; Davies 19 1895; Howe 2003; Colla 2008); but their com-
parison is quite superficial and they fail to asalywhy the different national institutions and degans
emerged.

10
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Graph: Grocery market share according to store siz e in 2009
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There is no distinction between hypermarkets apestores, both having over 2500 m2 sales space

discounters are included in the 400-1000 m?2 cajego

data on ‘others’ might not be fully comparabled anight exclude very small stores (<100 m?)
Source: Nielsen Company 2011; * data on Turkey amugh estimate based on JP Morgan 2007

In the case of France with a long tradition of dgalist petite bourgeoisienovements, Ber-
ger (1977) has shown how the threat of the radiedliand increasingly militant post-
Poujadist retailer movement CIDUNATCOnfédération Intersyndicale de Défense et d'Union
Nationale des Travailleurs Indépendanted by Gérard Nicoud had achieved a law (Loi
Royer) in 1973 that imposed an administrative aypgirprocedure to the planning and open-
ing of new larger stores, installing local comnmassmade up by local retailers and consumer
representatives. But, these regulations introdingethe state to (successfully) appease social
unrest were of a somewhat symbolic nature; andu€tiq2000) has argued that despite inde-
pendent retailers’ resistance the big retail corngsawere soon able to exert their influence
on the decisions taken by these commissions; amlttie growth of ever bigger stores went
relatively unrestricted. Requirement of approvakwatended in 1996 to even smaller stores
of over 300 m?, seemingly directed against Germand kliscounters (Colla 2003; Askenazy
and Weidenfeld 2007).

In Britain the development had been very differdrgre in a deeply rooted liberal environ-
ment, thepetite bourgeoisigever received much special treatment (Crossi@d1Shaw et

al. 2000). A consistent explanation of the charssties of retail regulation in Great Britain
and its outcome seems to be missing: here supesst®ome kind of a huge supermarket, but
smaller than hypermarkets and carrying only a Bohihon-food assortment, a retail format
not to be found elsewhere in Europe (own interweath a senior Tesco manager), are domi-
nant. Starting points for an explanation might &ersin the tradition of case law — as opposed
to statutory law — which might, as suggested byiNatd Stead (2008), favour incremental
change of planning regulations and practices, anthe generally very restrictively handled
planning permissions by local authorities. An elat@f British national regulations (PPG6,
PPS6) that guide local planning — surprising frocapitalist varieties perspective seeing the
UK as a LME - is that they require a needs tekingsew retailers to demonstrate that there
is sufficient demand for the specific offer of thsiores (Guy 2007).

In Germany theetite bourgeoisi@r Mittelstand, including shopkeepers, has histily had
a very strong position (Gellately 1974; Winkler 199and repeatedly received government
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protection against new forms of competitors: Befive First World War restrictive measures
on pedlars, labour movement’s consumer co-operatgenell as a special tax on department
stores were introduced (Blackbourn 1984; SpiekermB®09). While the ‘old'Mittelstand
only played a minor political role during the figars of the Weimar Republic, this changed
with the economic crisis when first measures issneb32 were extended by the retail pro-
tection law (Einzelhandelsschutzgesetz) from 198 testricted the opening of new stores,
and declared consumer cooperatives, single prm@sstand department stores ‘unwanted’
retailers (Winkler 1991). Several of the regulaidrom the Einzelhandelsschutzgesetz re-
mained in place in the Federal Republic; but soageilations were ruled unconstitutional by
the Constitutional Court as contradicting the pple of Gewerbefreihei{Scheybani 1996).
When the competition form big-box green-field ssonecreasingly threatened traditional re-
tailers (frequently organised in the industry assoan HDE but also in buying groups; Wein
1968) again received a protective regulation fréva German government introducing an
amendment of the planning (or zoning) ordinancd 968 The new §11 Absatz 3 of the
Baunutzungsverordnung (BauNVO) limited the congtomcof new stores outside city cen-
tres with a potential supra-regional impact to sgderones $ondergebiedethat require a
complicated planning procedure. This regulatiorffedent from the French regulation of
1973, was further specified more restrictively Imyesmdments to BauNVO in 1977 and 1986
finally limiting the maximum sales space for mosinrdown-town retailers to effectively
around 800 m2. But, contrary to the UK, the priteipf Gewerbefreiheidid not allow for
restrictions of new store openings or of a neesisfte certain product offers. Thus, the mode
of regulation basically restricting the size of hosw stores created a niche for new and
more competitive smaller store formats: the growefthard discounters was as an unintended
result of this regulation (cf. Wortmann 2004; 201a

Thus legacies in a sector specific institutiondiesp not accounted for by VoC approaches
have been decisive in determining the retail stmas of advanced countries. In the following
sections we will briefly look at grocery retail ddgpments in the countries involved in our
investigation.

221 UK

Grocery retailing in the UK is dominated by thegkour’, Tesco, Sainsbury’s, Asda and
Morrisons; Tesco alone has a market share of ar80f6l All four companies are primarily
operating superstores (according to IGD a totabiy some 1200 in the whole UK in
2011?), even though especially Tesco has diversified ather formats, including hypermar-
kets and also convenience stores (cf. below). AtbdaBritish pioneer in large scale stores for
many years, was taken over by Wal-Mart in 1999 alserates hypermarkets. The other lead-
ing three grocery retailers are stock listed.

Hard discounters have entered the UK market inetivey 1990s. Aldi and Lidl are growing
continuously; their combined market share is aro6¥g while Dansk Supermarked’s Netto
recently sold its stores to Asda.

" One might even go further and speculate, as Wir@l991: 114f) seems to do, that the radicalisatibthe

traditional Mittelstand, including independent iktiss, that occurred during the first economic isrief

post-war Germany in 1966/67 and the success di#z party NPD at various state level electionsrdur
these years were an additional motivation for tleen@n government to turn tdittelstand protectionist
measures. But to make this argument would requitbdr evidence.

Exact numbers are difficult, because IGD defims only refer to store size; for superstores 2{258,400
ms.

12
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Table: Leading grocery retailers in the UK (2011)

13

main formats grocery number of
sales (€Em) grocery stores
Tesco supers, hypers, conv 42,287 2,986
Sainsbury’s supers, hypers 22,594 1,032
Asda supers, hypers 21,253 514
Morrisons supers 17,463 469
Co-operative supers, conv 7,430 2,850
M&S (cf. Text), conv 5,510 688
Waitrose supers 5,230 279
SPAR UK conv 2,919 2,575
Musgrave supers, conv 2,860 2,436
Iceland frozen food specialist 2,494 796
Aldi Sud discount 2,451 430
Schwarz Group discount 2,449 610
Source IGD
2.2.2 France

In France, retail change started somewhat slowenr th the UK, but eventually came even
more as a revolution. This began in 1963, whenefaur set up the firdtypermarchgCarre-
four (cf. below), Auchan and E. Leclerc take moisth@ir French sales from hypermarkets.
Carrefour and Casino are stock listed; about 20%avfefour are owned by the (increasingly
impatient) equity investor Blue Capital. Aucharfamily owned. E. Leclerc, just as Systéeme
U and Les Mousquetaires (Intermarché; mainly supekets) are voluntary chains of inde-
pendent retailers, each operating only one or dlsramber of stores. These organisations
only developed in the 1960s in reaction to the ge®ce of national retail chains.

Attempts of French retailers to develop their ovanchdiscount formats were not overly suc-
cessful — with the exception of Promodés’ Dia imi8cf. below). Aldi and Lidl entered the
market in the late 1980s; and Lidl today clearlyhe market leader in the French discount
grocery segment.

3 Data from IGD might differ from other publishedtd, since IGD attempts to exclude all non-grocetes

as well as cash & carry markets.
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Table: Leading grocery retailers in France (2011)

main formats grocery number of grocery
sales (Em) grocery stores market share

Carrefour Group hypers, supers, conv 42,924 4,494 0% 2
E.Leclerc hypers 33,555 559 15.6%
Casino Group supers, hypers, discount 24,576 9,156 11.5%
Les Mousquetaires supers 22,244 2,557 10.4%
Auchan Group hypers, supers 19,524 536 9.1%
Systeme U hypers, supers 13,751 1,021 6.4%
Schwarz Group discount 7,219 1,605 3.4%
L. Delhaize Group hypers, supers 7,042 216 3.3%
Aldi discount 3,497 1,035 1.6%

Source IGD

2.2.3 Germany

Two of the leading German grocery retailers, Edekd Rewe, are buying groups of inde-
pendent retailers who own these enterprises, eébhawong history. The existence of these
strong organisations distinguished Germany froormégaand the UK in the 1960s, when new
big-box competitors appeared. These independerdggitipg mostly supermarkets are still
very important at Edeka but less so at Rewe. Bothpanies have diversified into discount
chains (Netto and Penny, respectively) which areemiby the group. But the discount seg-
ment is dominated by Aldi (consisting of Aldi Noatid Aldi Stid) and Schwarz Group’s Lidl
(cf. below). Most discount chains, that copied Até model, were founded only in the 1970
and have grown continuously since tfémoday they have a market share of nearly 40%
(ACNielsen 2011).

Hypermarkets (SB-Warenh&duser) emerged in the 198dstheir growth was restricted by
planning legislation. The market leader is the katérant to this segment Schwarz Group
(mostly under the Kaufland fascia) followed by Réalonging to Metro Group (cf. below).

Table: Leading grocery retailers in Germany (2011)

main formats grocery number of grocery
sales (€Em) grocery stores market share
Edeka Group supers, discount 40,310 12,236 24.3%
Schwarz Group discount, hypers 28,956 3,987 17.4%
Rewe Group supers, discount 26,450 9,844 15.9%
Aldi discount 22,267 4,300 13.4%
Metro (Real) hypers 8,300 316 5.0%
Source IGD
2.2.4 Spain

Spanish economic development clearly lagged beimast North-West European countries.
Retailing in the 1950s — and far into the 1970sas wharacterised by the dominance of small
independent shopkeepers and self service develetad/ely late (Guerin 1964; Maixe-Altes
2009). The rapid retail change that occurred fromrnid 1970 looks very similar to the ‘su-
permarket revolutions’ (Reardon and Hopkins 200@} thanged retail structures little later
in many emerging markets all over the world. IniSgao, foreign investors, like Carrefour

4 An additional trigger, besides the planning ligien (cf. above) was the abolition of price maimnce in

1974.
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(1973) and Promodes (1975) followed by many othetke early 1980s, played a major role
in the process; and hypermarkets were a drivingete.

The foreign competition initiated a process of adigstion, led by Eroski, a consumer co-
operative, and Mercadona, which was founded onliQin7 and increasingly focuses on pri-
vate labels and low prices. Spanish retailers likeski and El Corte Inglés (Hipercor) also
began to operate their own hypermarkets. The sifaredern self-service formats (>100 m2)
rose from 19% in 1973 to 50% in 1983 (Maixe-Alt€9).

French Promodés (later merged with Carrefour) Had started the discount chain Dia in
Spain in 1979 (cf. below). Lidl entered the marketl994; two other German discounters,
Tengelmann’s Plus and Rewe’s Penny also enter&894/95, both not very successful. Aldi
came in 2002.

In 1996, the Spanish government introduced thedeerdenacion del Comercio minorista,
that regulated several aspects of retailing in Igpdelegating the details of regulation to the
Autonomous Regions. New stores with more than 2r5b6ales space now had to apply for
approval from municipal authorities and from thetégnomous Community, who amongst
other criteria had to consider the effect of the rstore on the commercial viability and the
existing stores of the area. It seems that thigladign has added to the slow-down of hyper-
markets; the market share of hypermarkets haswotased since the late 1990s. In 2009 this
regulation was slightly liberalised and more disore was devolved to the Autonomous
Communities.

Table: Leading grocery retailers in Spain (2011)

main formats grocery number of grocery
sales (Em) grocery stores market share
Mercadona supers 16,448 1,356 17.1%
Carrefour Group hypers, supers 9,586 329 10.0%
Eroski supers, hypers, conv 6,674 1,576 7.0%
El Corte Inglés hypers, some others 4,639 405 4.8%
Auchan Group hypers, supers 4,442 324 4.6%
Dia discount 4,143 2,776 4.3%
Schwarz Group discount 2,637 539 2.8%
Source IGD
2.2.5 Ireland

With the rapid economic development of Ireland sittee late 1980s retailing in Ireland also
changed dramatically. But, until today, the vasjamgy of grocery stores are run by inde-
pendent shopkeepers. Many of them are organisesh@strong voluntary groups. Musgrave,
Irelands No.1 retailer, developed from a grocetgiler to a wholesaler that in the late 1950s
already supplied about 2,000 independent grocénseShe 1980s, group members were di-
vided into different brands/fascia according toirtfiermat, e.g. SuperValu for supermarkets
and Centra (with different sub-brands) for conveoestores. Musgrave also runs a cash &
carry business that also supplies some franchisedenience retailers (DayToday, Day-
break)!® Other voluntary chains are BWG/Spar, Barry GroGpstcutter, Quickpick). ADM
(Allied Dublin Merchants) was set up as a retailesperative in 1957 and now operates the

> Since 2000 the group has also internationaliseying Dialsur (Dialprix Supermarkets and Dialswas@ &

Carry) in Spain and Londis, the biggest voluntargin in the UK (Londis and Budgens).
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voluntary chain Londis in Ireland. Some of the vaary chains together with some inde-
pendent retailers cooperate in the Stonehouse ggyoup.

There are only two Irish owned vertically integdatgrocery chains: Superquinn is a super-
market chain founded in 1960, while Dunnes, foundet®47, operates a kind of department
stores consisting of a food and a textile departr(@milar to Marks & Spencer).

Today there are four foreign chains operating é@taind: Marks & Spencer entered the coun-
try in 1979. Tesco, after a first unsuccessful readntry in 1979, bought the lIrish chain
Powers Supermarkets (Quinnsworth, Crazy Pricesh fBritish food conglomerate Associ-
ated British Foods in 1997, rebranded these stmdghen expanded the chain by setting up
new big stores; its first hypermarket was opene2i@5 in Coolock, north of Dublin. Finally,
the German discounters Aldi Sud and Lidl both esdehe Irish market in 1999.

This has lead in 2000 to the introduction of nevetdl Planning Guidelines, which set upper

limits on store size and set down guidelines fanping authorities in assessing retail devel-
opment proposals. The limits on food store sizeevi&500 square metres in the Greater Dub-
lin area, and 3,000 square metres in the resteottiunty. The maximum size of any single

retail development was set at 6,000 square méitesobjective was to prevent the growth of

hypermarkets and large superstores” (Foley 2006).12

Today the voluntary chain Musgrave clearly is therket leader, followed by Tesco.

Table: Leading grocery retailers in the Republic of Ireland (2011)

main formats grocery number of grocery
sales (€m) grocery stores market share
Musgrave Group supers, conv 4,059 880 28.9%
Tesco plc supers, hypers 2,824 138 20.1%
Dunnes Stores (cf. text) 2,070 83 14.8%
SPAR International supers 1,182 447 8.4%
Aldi Sud discount 674 88 4.8%
Schwarz Group discount 554 144 4.0%
Source: IGD
2.2.6 Poland

In socialist times, Poland had a very small regadtor dominated by state owned and (state
controlled) co-operative stores. The early 1990sewsharacterised by the privatisation of
small stores (including the privatisation of pregsi®or leasing premises) and the opening of
an additional large number of small (and smallest§il units. The number of stores (all seg-
ments) grew from 152.100 (1989) to 311.000 (1991 eeached its peak level of over
450.000 in 1998 (Karasiewicz and Nowak 2010).

Following rapid privatisation, foreign retailers tered Poland in large numbers, buying
smaller local companies and/or setting up new stdrke first foreign investors were Belgian
GIB (‘Globi’) and Austrian Billa; followed by Reiteen, Metro’'s C+C, Ahold, Tesco (cf. be-
low), E. Leclerc, Tengelmann, Dohle, Rewe, Cashachan, Carrefour and Jeronimo Mar-
tins. Foreign investment added to a steep risesof formats, and a growing average size of
stores.

After 2000 a phase of concentration and consobddtiegan (Karasiewicz and Nowak 2010).
As competition intensified economies of scale egblgdn sourcing became important lead-
ing to a wave of mergers and acquisitions (ancea¢dr of several foreign companies). The
hard discount chain Biedronka, set up with asstgdrom former Aldi manager Brandes and
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owned by the Portuguese group Jer6nimo Martins toak stores from Metro (Tip), Reita-
nen (Rema 1000), Royal Markets (local chain) ancthffengelmann (Plus). Tesco took over
hypermarkets from German Dohle (Hit), supermarkeis Austrian Julius Meinl and dis-
count stores from Casino (Leader Price). Carrebmught supermarkets from Rewe (Billa),
as well as hypermarkets (Hypernova) and supernsa(Rdtbert) from Ahold, and through the
acquisition of Belgian GIB in 2000 also acquire@itiPolish supermarkets (Globi). Metro’s
Real finally took over hypermarkets from Casino &8&. Foreign owned companies domi-
nate the Polish grocery sector, as they do in sé@antral East European countries.

There were 222 large stores (>2,508) in Poland in 2006 (ACNielsen 2007). In May 2007
the Polish government introduced regulations tatltive further growth of large out-of-town
stores (hypermarkets). Companies like Tesco andefoar reacted by developing smaller,
so-called compact hypermarkets and by increasivegysification into smaller formats (Kara-
siewicz and Nowak 2010).

Table: Leading grocery Retailers in Poland 2011

main formats grocery number of grocery
sales (€m) grocery stores market share
Jeronimo Martins discount 5,829 1,873 15.4%
Schwarz Group discount, hypers 2,762 620 7.3%
Tesco hypers, supers 2,706 412 7.1%
Carrefour hypers, supers 2,137 360 5.6%
Auchan Group hypers 1,544 51 4.1%
Metro (Real) hypers 1,300 54 3.4%
Source: IGD
2.2.7 Turkey

Turkey still has the largest traditional retail ®e@mong the countries in our sample. Modern
retail formats were frequently introduced by logalvernments. The first foreign entrant,
Swiss Migros, in 1956 founded a joint venture, MTurk, with the municipality of Istan-
bul; Ko¢ Group, Turkey’s largest industrial conglerate, later took this over and set up few
additional stores in Izmir; but nation wide expamspnly started in the 1990s. During the
1990s several foreign grocery retailers enteredrtivkish market, usually in joint ventures —
either with local governments or Turkish companiesstly using the hypermarket format:
Prisunic, Promodés and Carrefour from France @tierlentered a joint venture with Sabanci,
another huge Turkish conglomerate, cf. below); liBa company was involved in setting up
Kipa hypermarkets; Real opened its first store988 finally Tesco took over Kipa in 2003
(Ozcan 2000; Kog et al. 2009).

The number one Turkish retailer today is the distahain BIM; it was founded by Turkish
entrepreneurs with assistance from former Aldi nganaBrandes in 1995, and later was
headed by still another former Aldi manager; thedldiscounter (Dawson 2007) has a regular
assortment of around 600 SKUs, 45% of which areapeilabel. The same year Migros Turk
started its own discount chain Sok. The Spanistsidigry of Carrefour, Dia entered the
Turkish market in 1999.

In 2006, modern chain store grocery retailers —ehygarkets, supermarkets of all sizes and
discounters — had a combined market share of oaeeguof the Turkish grocery market,
which is still dominated by independent grocengaitets (JP Morgan 2007).
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Table: Leading grocery retailers in Turkey (2011)

main formats grocery number of grocery
sales (€Em) grocery stores market share
BIM discount 3,533 3,306 5.7%
Migros Turk supers, hypers, conv 2,412 756 3.9%
Carrefour hypers, conv 1,094 258 1.8%
Tesco Kipa hypers, conv 862 160 1.4%
Sok discount 518 1,230 0.8%
Dia discount 485 1,090 0.8%
Real hypers 320 12 0.5%
Source: IGD
2.2.8 Finland

Finally, the Finish grocery market is dominatedtby companies: S Group is a consumers’
co-operative that is also engaged in various ntaitractivities; about one third of its retail
sales come from hypermarkets (about 60 Prismasjtdkesko is a buying group and about
40 of its sales come from 75 K-citymarket hypernetsk

Table: Leading grocery retailers in Finland (2011)

main formats grocery number of grocery
sales (Em) grocery stores market share
S Group supers, hypers, conv. 7,552 988 42.5%
Kesko Food hypers, supers, conv. 5,667 1,022 31.9%
Suomen Lahikauppa conv, supers, hypers 1,175 689 .6% 6
Schwarz Group discount 685 137 3.9%

Source: IGD

2.3 Retalil internationalisation

There is a vast amount of literature on the intionalisation of retailing. Remarkably this
literature is dominated by geographers and repaitiglists;® and is only weekly linked gen-
eral international business or international mansege studies (and theories). Many authors
follow Dawson’s (1994), argument that retailingrey different from manufacturing and that
therefore ‘general’, i.e. manufacturing-specifiedhes and concepts cannot be applied to re-
tailing (cf. overview in Alexander / Doherty 2009)Ye would agree that there are differences
between retail (and many othemo actuservices) and manufacturing, especially the fiaat t
the firs cannot be exported; but we do not agree ttiis leaves general theories completely
inappropriate.

There is a broad agreement in the literature thatinternationalisation of retailing started
much later than that of manufacturing. In the grgsgment it began (with a few earlier ex-
ceptions) in the 1960s and increased consideraltlya 1970 and 1980s. Supermarket chains
had attempted to internationalise their businesgjuently through large acquisitions (like
Tengelmann’s acquisition of A&P, the then biggesailer in the US, in the mid 1970s) and,
in the long run, frequently unsuccessfully. Foteaist the last two decades, grocery retail in-
ternationalisation has mainly been driven by twonfats: hypermarkets and discounters
(Zentes 1998).

16 Cf. E.g. the two volume reader published by Que Wrigley (2009)
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Our research project is interested in the diffeesnibetween hypermarkets and discounters.
The following section will show that

a) the internationalisation of both type of companielfows very different strategies
based on different competitive advantages, and that

b) there are very different geographic internatiorsdi patterns that can be explained
by these strategies.

2.3.1 Internationalisation strategies and patterns

The management literature about MNCs distinguishesveen two internationalisation
strategies (Fayerweather 1969; Prahalad 1975; PI98&6): A strategy of global standardisa-
tion and integration is opposed to a strategy oftimational adaptation or responsiveness to
local markets.

Discounters follow a ‘global’ strategy charactedd®y cross-border standardisation and inte-
gration. Stores are highly standardised, and sasgertments, especially private label items.
This allows Aldi and Lidl to largely source on arBpean scale (Gurdjian et al. 2000; IGD
2012) and thus reduce buying costs for their cesdr@ments across European borders. This
considerably adds to the competitive advantageissdfodnters, and allows them to operate
profitably with relatively small market shares inaage number of countries. But, food pro-
duction is still a very regional, i.e. European anad global, business and FMCGs are rarely
traded (and transported!) between continents/ragithis restricts discounter’s ‘globalisation’
to Europe.

Hypermarkets follow a multi-national or multidomiesstrategy characterised by a high level
of adaptation to local markets. Especially thed¢angmber of SKUs has to be adapted to local
consumer preferences. And, what is more, brandetifaeturers sell their products via na-
tional distribution companie¥. Thus the share of locally sourced merchandiseeiguently
said to be above 80% or even 98¥%Fhis means that cross-border synergies remaitivelia
low.'® The competitive advantage of hypermarket compaisigsased on their knowledge
about the highly complex operations of their hugees, today including the massive IT sys-
tems. His competitive advantage is greatest ovepeditors in less developed markets with
less experienced local retailéfs.

And indeed it can be shown that hypermarkets pilynanrternationalise into emerging mar-
kets of Southern and Eastern Europe, Latin Amearwh Asia, while discounters internation-
alise across Europe. The graphs below show thdtyjpermarkets the relative immaturity of

Despite the internationalisation of retailers &MCG producers, grocery supply chains are mostaio-
ised on a national scale; branded products arelspltational distribution companies (Wortmann 2011b
Roberts and Berg (2012) now have also confirmeglftii Wal-Mart. At this point it might be interesgj to
note that, Wal-Mart started its first ECR projects with small and relatively week suppliers buthaProc-
ter & Gamble, one of the strongest FMCG manufacsurethe world.

This probably includes purchases imported pragdficim local distribution companies of multinatibna
FMCG manufacturers.

Even within their home markets, hypermarketsraefully standardised; they differ in size andaitlapta-
tion to local customer bases. While discounterst-only the stores but also the distribution systenare
highly standardised.

Referring to the OLIl-paradigm of Dunning (1998je could argue that internationalising hypermarket

have asset based ownership-specific advantageadi@ntages), while internationalising discounterge
transfer based ownership-specific advantagead@antages).
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host countries retail markets is decisive (indepehaf geographical distance), geographic
proximity is decisive for discounters (independeihtaturity of host markets).

Graph: Geographical distribution of foreign stores of discounters and hypermarkets

geographic proximity geographic proximity

high low high ‘ low

high 7% high 3% 0%
retail
market
maturity

retail
market
maturity

8%

Note: high proximity and high maturity: North-west Europe
low proximity and high maturity: USA, Canada, Aadia, New Zeeland and Japan
high proximity and low maturity: Southern Eurépand Eastern Europe
low proximity and low maturity: Emerging markétsLatin America, Asia and Africa
Source: Based on a store count of Europe’s 16 biggtailers (Wortmann 2011b)

The different competitive advantages can also éxple different growth patterns of dis-
counters and hypermarkets in the respective hasitdes. A competitive advantage based on
cross border sourcing allows discounters to opguaditably with very little market share in
single host countries. Hypermarkets can first, whew host markets open up also operate
with low market share, but as host markets devalagp mature, hypermarket subsidiaries in-
creasingly need a certain size in every single hmatket in order to achieve favour-
able/competitive prices from their local suppliersd to remain competitive. Thus foreign
hypermarket chains usually try to be among the lsgnalip of leading retailers in every coun-
try they operate in. The development in Polandleen quite typical, where a phase of nu-
merous market entries was followed by a phase ofjens, consolidation and divestments.

The assumption that hypermarkets follow a multidsticestrategy is also supported by the
mode of market entry: discounters usually take 1@d%ership and thus full control of their
foreign operations and to a large extent grow imety setting up new storé§ Hypermarkets
frequently are operated as joint ventures withllpeatners who might help to add knowledge
about the local market or assist with gaining peditsupport (e.g. from planning authorities).
Mergers and acquisitions are also more common astdnygermarkets, adding to the diver-
sity (or non-standardisation) of their operations.

2.3.2 Carrefour

Carrefour had opened a first big supermarket absscoads (literallgarrefour) in 1960% At
a time when there were only very few self-servitees in France, this store became an im-

2L This includes ltaly and Spain, because both nankere relatively immature at the time when foneigtai-

lers like Carrefour, Promodés and Auchan enteresetimarkets.

This is not true for Dia, which has a big frarsghbusiness and also operates in joint venturgswéh Sa-

banci in Turkey)

% 0On the history of Carrefour also see Lhermie @06f. also Dupuis et al. (2006) and Durand andgi'y
(2009).
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mediate success; and their next supermarket alrbadya large parking 16t The first
hypermarketlfypermarchwas opened in Sainte-Genevieve-des-Bois, ind@sndings of
Paris in 1963. This store had a sales area of Zg08re meters, twelve checkouts and 400
parking spaces. Its assortment was concentratéabdy but it also carried a large range of
non-food items. Carrefour's hypermarkets quicklgdrae larger and larger; and a hypermar-
ket opened in 1972 south of Toulouse with 23,000srihe largest hypermarket in Europe
until today?®> The additional floor space was increasingly usedah extended non-food as-
sortment. Cheap land in commercial areas, accessjpbhighways, and a simple architecture
reduced construction costs per square meter tdlorteof traditional supermarkets (Bell et
al. 2004). Hypermarkets were to become the backbb@arrefour’s rapid growth. Carrefour
strengthened its position in its domestic markeb alith the introduction of private ‘brand-
free’ or ‘no-name’ productgpfoduits libre for a limited range of low priced basic foods; of
fered in simple white packages since 1976. In amditCarrefour also entered partnerships
and licensing agreements with several other conmegathiat set up hypermarkets under the
Carrefour brand, among them Promodeés, which aliatpé their own hypermarket brands a
few years later. When in 1999 the Promodés mergiéld @arrefour and several smaller
French retailers were acquired at about the same, tEurope’s largest and the world’s sec-
ond largest retailer was created.

Carrefour’s internationalisation had begun in 196®n a first hypermarket was opened Bel-
gium. Within eight years, market entries into Seitand, the UK, Italy, Spain, Austria and

Germany followed; all were based on the hypermafitwhat; in all cases (except Austria)

Carrefour had a local partner; and within a fewryesl these investments failed — except for
Spain.

Here, in a joint venture with Grupo Radar, whictdH&0%, the first hypermarket opened near
Barcelona in 1973. In 1986, Carrefour took 100%h&company. Shortly after Carrefour had
introduced the new format into Spain other Frendirts — the first was Promodes in 1975 —
as well as Spanish companies followed (Cuesta ¥&iD4). In 1975 Promodés had also en-
tered Germany (activities until 1996); and otheurdaes followed.

Carrefour’s plans for internationalisation were hwotited to Europe. It was the first interna-
tional grocery retailer to enter the Latin-Americaarket. In 1975 it set up its first hypermar-
ket in Brazil and little later in Argentina. In tHE990s other Latin American countries fol-
lowed. In 1989 Carrefour also turned to Asia anénmal its first hypermarket in Taiwan;
many other countries followed, usually as joint twees, including China (1995). Between
1994 and 1998 Carrefour entered seven additional Asan markets, including China. As
these markets matured, some of the smaller opasatiaber became divested.

1993, Carrefour set up its first hypermarket inkKeyrin a joint venture with the second larg-
est Turkish enterprise, the conglomerate Sabarfugchnalso was involved in joint ventures
with food processing firms like Philip Morris Kraftr Danone (Tokatli and Boyaci Eldener
2002). Carrefour’s expansion to Eastern Europe heglatively late, when it opened its first
hypermarket in Lodz, Poland, in 1997. Little lat@w hypermarkets were also set up in the
Czech Republic and Slovakia; but here Carrefourrttadeen able to grow considerably, and

2 The entrepreneurs behind Carrefour had also raailp to the United States where they visited save

stores and patrticipated in seminars of retail guuillo (“pile them high — sell them low”, “no pking — no
business”) in Dayton, Ohio. Many other Europeaait&ntrepreneurs had made such trips — like the-fo
ders of Tesco, of Metro Cash + Carry, and of séyeeaman hypermarkets.

It has nearly the size of Wal-Mart’s biggest supater at Crossgates Commons in Albany that opaned
May 2008. Its 259,650 square feet (24,100 squaters)eare spread over two floors, while most Euampe
hypermarkets are completely at ground level.
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thus it decided to retreat from the market and soldto Tesco (cf. below. In contrast, Car-
refour was able to consolidate its position in Rdlavith 27 Globi hypermarkets owned by
Belgian GB; and in 2007 it became the country’s banbne mass food retailer, when it took
over 183 supermarkets and 15 hypermarkets fromDAtwld. In Turkey, too, Carrefour
strengthened its position as the number two retayebuying some supermarket chains in-
cluding Gima, the country’s third largest supernefirkhain with 81 stores. A further East
European country entered by Carrefour was Romania.

Since 2000, Carrefour also entered some othernhedare European markets like Italy and
Greece, mainly by acquiring share in relativelygéatocal companies. There were also some
further entries into mature markets. While the asitjan of the Belgian leading retailer GB
(Grand Basar), became a success, a joint ventugavitzerland failed. Finally it should be
mentioned, that attempts to set up hypermarketadipas in the United States, in the same
year when Wal-Mart opened its first supercentré88)9also had failed. A later investment
into Japan also failed.

Today (201%) Carrefour is the second biggest retailer of theldvand the number one re-
tailer in Europe, as well as in France, Spain, sexkral other countries in the world. France
accounts for 43% of total net sales of 81 billigroher European countries account for 29%,
Latin-America for 19%% and Asia for 9%. About twartls of worldwide sales come from
hypermarkets.

Table: Carrefour in 2011 (consolidated outlets)

hypers supers sales (net) m€ sales area (1000m?)
France 205 558 35,179 3,093
Spain 166 110 8,373 1,634
Turkey 27 216 1,071 373
Poland 84 176 1,892 611
other Europe 170 552 12,363 1,851
Latin America 335 150 15,082 2,340
Asia 361 17 7,312 2,636
world 1,348 1,779 91,506 12,538

Source: Carrefour annual report 2011

2.3.3 Metro/ Real

Real (real,-) is the hypermarket division of thetMeGroup. The German Metro AG was set
up as a stock listed company in 1996, and untiBliifegrated a broad range of very different
companies with very different histories, makingEitirope’s larges retailéf. Until today,
Metro AG is majority family owned by the Haniel atite Schmidt-Rutenbeck familié.
Otto Beisheim, who was the entrepreneur behindrttieduction of the Metro cash & carry
format in 1963, had retired from active managenmerif994 and has sold his shares in 2009.

% The hand-over of another four hypermarkets irv&i@ to Tesco was bared by local authorities fonap-

oly reasons.
These data do not include several franchisedabipes all over the world.
This position depends on the inclusion of Met@*sC sales, which are strictly speaking wholesale.

The holding company Franz Haniel & Cie. GmbH oveewveral businesses, including Europe’s biggest
pharmaceuticals wholesaler Celesio. Franz Markusdfiés the chairman of the supervisory board otrigle
AG.

27
28

29

- 25-



Cash & carry markets still clearly is Metro’s cdrasiness under the Metro and Makro ban-
ners in 30 countries around the world. Other dovisare department stores (mostly Kaufhof)
and electrical appliances and electronics spetsdilediaMarkt and Saturn. Many other retalil
activities have been divested since the late 1990s.

By 1993 Metro had step by step gained majority m@nh another big German retail con-

glomerate Asko group that operated hypermarketso#imel larger grocery stores; it had been
the result of numerous mergers and acquisitiorsraller, usually regional chains, including

Basar, Real, Esbella, Continent (where Promodeésaleu been involved), Comet, Massa.
Hypermarkets were restructured and rebranded; gri®88 there were 162 Real hypermar-
kets. Further 94 Allkauf and 20 Kriegbaum hypernetskwere acquired in 1998; and finally
in 2006, Metro also acquired 85 German Wal-Martest® Recently a few stores were sold

to a smaller, regional competitor, Globus.

Today, Real operates 316 (2011) hypermarkets irm@mey, that carry up to 80,000 SKUs,
accounting for sales of around m€ 8,300. It isrtbmber two hypermarket chain in Germany
behind Schwarz Group’s hypermarkets, mostly brarkadland.

The internationalisation of Real began in Polandeme the first four stores were opened in

1997/98. In 2006 Metro also acquired 19 Géant hypekets from the French retailer Casino

in Poland. The first Turkish store opened in 19iBce 2005 stores were also opened in Ro-
mania, Russia and Ukraine. Today, Real operatasl®@hypermarkets abroad, including 54

in Poland and 12 in Turkey. The foreign stores atraccount for total sales of m€ 2,926.

Metro’s Real hypermarket business is — compareati¢coperations of Carrefour or Tesco —
small and much less internationalized, and intéwnatisation is limited to Europe. Again and
again there have been speculations about whetheo Mall sell its hypermarket division.

Commenting on speculation in May 2012 that Realhtnggll operations in Eastern Europe to
Auchan a Real spokesman was cited saying: “Werasmable concerning all theoretical sce-
narios: a complete or partly sale as well as thedl Rtays within the group on long-term.”
(just-food; http://www.just-food.com/news/metro-aaa-coy-over-real-talks_id119204.aspx)

Table: Real (2011)

stores employees (headcount) employees (FTE)
Germany 316 38,805 29,781
Poland 54 10,303 9,471
Turkey 12 1,858 1,672
other countries 34 11,538 11,291
World 416 62,504 52,215

Source: Metro annual report

%0 wal-Mart had entered the German market only 87198 when it took over the stores of Wertkauf &md

terspar. The reasons behind the failure of Wal-Maftermany have been discussed in the literaMosst
authors refer to some kind of a cultural clash grainability of Wal-Mart to adapt to the distingti Ger-
man environment, especially consumer tastes amdifalegulations (Knorr and Arndt 2003; Konzelmahn e
al. 2005; Christopherson 2007). Another reason triighthat Wal-Mart Germany could not operate eco-
nomically: The combined sales of Wal-Mart in Germarere only a fraction (little more than 10% in 2300

of Wal-Mart/Asda sales in the UK and thus theiringypower was very limited (there were always rumou
that Wal-Mart intended to acquire additional hyparkets in Germany, but this never realised).
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2.3.4 Tesco

Starting business in 1919, by the end of the 198@=e were already one hundred Tesco
stores, grouped around a modern food warehouser. Afirst self-service supermarket in was
opened in 1956expanded through new stares andgthmequisitions; and by the late 1960s,
the supermarket chain consisted of about 800 stisesupermarkets had become larger and
larger; and in 1968, the first store was opened wWes labelled superstore extending on
nearly 4,000 m2. In the 1970s, the company clogedes500 small stores and focused its
growth on superstores.

These superstores became bigger and bigger, antbtheany also increasingly engaged in
the development of shopping centres which held @esperstores as anchor stores. The first
of these out-of-town shopping centres had a 6,000 @sco superstore with 900 employees
and 42 computerized checkouts. By 1994 Tesco heodnhe the number one grocery retailer
in the UK. In the same year Tesco also startedabipgr a new store format, Tesco Express
convenience stores.

The 1980s had also seen the introduction of Teswwis private labels. Quite different from

private labels in other countries, these were lojgality products. Only later — in reaction to
foreign hard discounters entering the UK markehe- lbw-priced ‘Tesco Value’ brand was

introduced, and even later complemented by ‘Dist@rand’. Today more than 10,000 pri-

vate label SKUs account for 48% of total sales,highest share of any full-assortment re-
tailer in the European Union.

Tesco’s first steps towards internationalisatiomeajuite late in comparison to its main com-
petitors; and the acquisitions of relatively sm&lpermarket chains in Ireland (1979) and
northern France (1992) were not successful and digested. While these first two foreign
investments directed towards neighbouring and tivellg) mature retail markets had failed,
Tesco’s further expansion into the emerging markétsastern Europe and Asia were to be-
come successful.

Tesco entered Hungary and Poland in the mid 1980mth cases acquiring small supermar-
ket chains and used these companies to acquire lsoowdedge of the local markets includ-
ing a pool of experienced managers that Tesco amédor establishing its own large stores,
while closing down the acquired small ones. Thet s&p in 1996 was quite different: Tesco
bought 13 department or variety stores from US Kmdao had bought them from the gov-
ernments, six in the Czech Republic and seven &iavaVith these acquisitions, Tesco was
dealing for the first time with a broad range ohffood merchandise lines, and the company
used this experience as a starting point to rdglidalpart from its established superstore for-
mat in the UK (Palmer 2005). Tesco had decidedeielbp its own hypermarket stores —
conjointly in its UK home market and in the thregsker European markets. After a short pe-
riod of experimentation, hypermarkets became th miaver of Tesco’s growth in the new
century.

In the UK, Tesco opened its first hypermarket i®Z2@nder the new banner of Tesco Extra.
This store covered around 10,000 m2, with one-guaftthe sales area occupied by non-food
assortments; and by the end of 1999 Tesco opebakggermarkets in the UK. Today there

are 230. The average size of Tesco’s hypermarketsvi nearly 7,000 ni2.

3 Tesco has recently also started operations ¢dra $ormat (Homeplus) that only sells non-fooddhrets,

mostly the same items available at Extra hyperniarke
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The new competencies in operating hypermarketsdbatso allowed the company to grow
quickly in Eastern European countries where hypéktata were set up since 1998. In addi-
tion, stores of some competitors were acquiredudieg 13 Polish hypermarkets from Ger-
man Dohle.

In 1997 Tesco entered the Irish market for the sédone, this time acquiring the supermar-
ket businesses of Associated British Food (ABF)ictvihad been the market leader in both
the Republic of Ireland with 75 supermarkets antlanthern Ireland with 34 supermarkets.
Since then store assortments have been expandemwtanclude clothing, household, enter-
tainment and other non-food ranges. A first TesctveEhypermarket was opened in 2005.

In 2003 Tesco entered Turkey acquiring the locaragr of 5 hypermarkets in the Izmir
area, Kipa, which had started operations ten yagos Additional openings have increased
the number of hypermarkets and Express conveni&oces have also been added.

Internationalisation into Asia began in 1998 arghtifrom its start concentrated mostly on
hypermarkets which were operated in joint ventubesthe first county, Tesco entered Thai-
land 1999, followed by South Korea, Malaysia, Taawkater sold to Carrefour), and finally

China (2004). In Japan Tesco acquired several esmaiiains in 2003/05, and most recently,
Tesco entered the US market with a newly develcpgzermarket format, called Fresh &
Easy, an investment that has incurred huge lossks.s

Traditionally focused on supermarkets and supegsiofresco has become a multi-format re-
tailer. Especially its hypermarket outlets, develbpsince the late 1990s in the UK and
abroad, have allowed the company to triple itsssalace then. Hypermarkets have allowed
the company to expand its assortment into non-febdre far above average growth rates
have been achieved, and hypermarkets have alsotheantral vehicle for expansion into
emerging markets. In stark contrast to Carrefoegscb has concentrated its expansion abroad
on a relatively small number of countries, andrasi@me failures in earlier decades, has re-
cently only retreated from one country, Taiwan. [@stic sales still account for two thirds of
total sales of 66, and Ireland adds another 4%. But in terms t@&f tetail space, the UK
only accounts for about one third.

Table: Tesco (2011)

1000 m2 net retail employees
hypers other stores  at hypers sales (m£) (headcount)

UK 230 2,749 1277 42798 300,000
Ireland 13 124 76 2444 14,000
Poland 79 333 520 2288 30,000
Turkey 54 94 302 693 9,000
other Europe 254 297 1293 4441 42,000
Asia 418 1,254 3598 10828 117,000
Japan and US 581 1066 (US) 5,000

Source: Tesco

2.3.5 Lidl

Lidl is the discount chain of German Schwarz Grompned by Dieter Schwarz, which also
operates hypermarkets in many European markets)ynosler the Kaufland fascia that ac-
count for roughly 30% of the group’s sales. Bothigions are managed separately of each
other. The legal structure of the enterprise igeqoomplicated and includes several founda-
tions as well as GmbH & Co. KGs (see also Hamarmth@Giese 2004); this implies that the
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group does not have to publish information anddwiseveral other advantages (cf. also sec-
tion 5.12).

Schwarz Group had begun to experiment with the Hecbunt format since 1973, supported
by former Aldi manager Gehrig who today is the camgs most senior manager. Systematic
replication of the format began since 1978 unde1Lill fascia.

Stores are usually somewhat below 1,000 m?; bigoime foreign markets like Greec and
Austria they are somewhat smaller. Lidl's discoforimat has always been slightly ‘softer’
than that of Aldi; Lidl carries slightly more SKlsd also a larger number of branded prod-
ucts. Today Lidl stores carry about 1,000 to 2,8¥1Js, depending on the country (IGD
2012). Private labels, sold as ‘exclusive label® carrying the Lidl name, in Germany ac-
count for around 70% of grocery sales; in mostifpreountry the share is even higher (in the
UK about 85%). Lidl, like other discounters, alsls a broad variety of non-food items as
one-off offers which are changed twice a week.dasmgly — and indicating a slight depar-
ture from strict every-day-low-price (EDLP) discawrinciples — single food items are also
sold in this way, i.e. as highly advertised speoi#rs. Regular food assortments have also
been extended over the years, and additional casgbke fresh bread (usually prepared
from frozen dumplings) or newspapers and magaziaes been added.

All items are sourced on a national or frequentiyaoEuropean scale by German headquar-
ters? and distributed through regional distribution cest(RDCs), except for perishables.
Every RDC is joined by a regional management headers and supplies somewhere be-
tween 60 and 120 stores.

When Lidl enters a new country it usually sets URZC surrounded by a larger number of
stores as quickly as possible in order to estaldisreconomically operating regional unit.
Sometimes, a small number of foreign stores mitgd be supplied from a RDC in Germany
(or a third foreign country) that is located clésehe border.

The first foreign market Lidl entered was Francd 889, where Lidl has become the leading
discounter. In the 1990s, Italy, Spain and UK (bb€94), Belgium, Portugal, the Nether-
lands, Austria and Greece; Ireland was entered)002followed by Lidl’'s first East Euro-
pean market, Poland in 2002, Denmark and Finlane watered the same year; since then
entries into a large number of other markets foldwLuxembourg, Sweden, Czech Republic,
Hungary, Slovakia, Norway (the only country fromiathLidl retreated), Croatia, Slovenia,
Malta, Switzerland, Cyprus, Bulgaria and Romaniatr§into Lithuania is being planned.

Table: Lidl store count

2005 2007 2009 2011
Germany 2493 2700 3000 3300
Finland 85 102 128 137
France 1186 1309 1436 1605
Ireland 54 80 105 144
Poland 100 240 295 470
Spain 360 408 450 521
UK 400 430 500 610
others 1232 1919 2396 3113
total 5910 7188 8310 9900

32 |n contrast to most other larger retailers, noodfitems are not sourced directly through a cargobuying

organisation (with offices in Hong Kong etc.) bubrh national experienced intermediaries. Lidl relgen
announced to stronger integrate non-food buyingsacEurope.
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Within tow and a half decades, Lidl has set up taltof about 10,000 stores throughout
Europe. This has sometimes led to speculation ateufinancial sustainability of Schwarz
Group’s growth (their Kaufland hypermarkets andyéasupermarkets have also expanded
quickly in Germany and many European countriegeesally when the company announced
the sale and lease-back of sore property in the2@ds.

2.3.6 Dia

The discount chain Dia had been founded by thedfregtailer Promodes in 1979 in Spain. It
had always been a quite separate business unifii@aered and managed from Madrid. This
independence continued when Promodes merged witrefGar, and culminated in 2010
when Dia was listed on the Madrid stock exchangenasdependent company.

The concept is slightly softer than that of Aldidalnd|. Dia stores, despite of being signifi-
cantly smaller (around 400 m?), carry at least 168W0Js. As the first hard discount chain in
Spain Dia was to gain a dominant position in thiswgng segment of Spanish retailing, as-
sisted by the acquisition of three chains in thdyeE90s (Dirsa, Mercapopular and Ahorro
Diario). Since 1993 Dia also opened larger ‘parkstgres’ (around 800 m?; today as Dia
Maxi) that carry in around 3,000 SKUs.

Carrefour had also started a discount chain, Eddrarn its home country France; but this
was not overly successful and attempts to intesnatise failed. Following the merger of

Promodeés and Carrefour in 1999, Ed became intebrate Dia; and Ed stores were gradu-
ally rebranded as Dia. Before, attempts of Diartteeltaly and France had failed. But expan-
sion onto Portugal (1993), Greece (1995) and Tu(&ke&99) fared better. Dia discount stores
were even introduced to Argentina (1997), and withlogistical support of Carrefour to Bra-

zil (2001) and China (2003).

With total banner sales of 11 €m Dia is the nuntbheze discounter in the world. In contrast
to Aldi, Lidl and many other discounters, Dia heenthised an increasingly large number of
stores; today these are 38% of all stores. Staes sind assortments also vary much more be-
tween and within countrie§.But the company aims to increase the cross-baiytesrgies for

the core countries Span, Portugal and France.

Table: Dia (2011)

owned franchised gross
net sales* employees
stores stores banner sales
Spain 1640 1187 4141 4,666
Portugal 345 208 806 934
France 671 245 2357
Turkey 703 412 412 462
Greece
other
total 4249 2584 9780 11124

* probably includes sales of merchandise to frasmbs

33 New stores in Argentina, e.g., have 3,000 mz2.
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3 Cross country analyses

3.1 Industrial Relations in European Multinational Food Retailers —
a Comparison of Hypermarkets in Seven European Coun  tries

3.1.1 Introduction

The retailer Wal-Mart in the US has attracted mattbntion from the general public as well
as from social scientists; it has been labellednne@ American template company, compara-
ble only to General Motors in earlier decades (taaberg 2006); a ‘Wal-Mart effect’
(Fishman 2006) has been traced on many levelsaxétyo including work and employment
conditions not only in the US but also in its hosuntries all over the world (Tilly 2007).
However, European multinational retailers like @&vur, Tesco and Metro — all among the
top four global retailers following Wal-Mart — hawet received similar attention. The influ-
ence of large and frequently multinational foodailets on employment relations and work-
ing conditions in European societies is increasCayrefour, Tesco or Metro have grown do-
mestically by mergers and acquisitions and the dnogvout of smaller retailers; Tesco and
Carrefour are now the largest private sector engrkyn their home countries. At the same
time, these companies have seen a growing interraisation over the last two decades as
they engage in setting up stores, most frequenthetmarkets, i.e. big-box stores that sell
food as well as non-food products, in countriesoaker the world (Coe & Wrigley 2009;
Wortmann 2011b).

In this study we focus on the industrial relati@isCarrefour, Tesco and Metro which have
primarily used the hypermarket format in orderriternationalise their retail operations. En-
couraged by the call for papers of tldpecial Issudut also by earlier calls in thgritish
Journal of Industrial Relationfor conceptual pluralism and especially for morstitutional-
ism based comparisons of industrial relations accosintries (Heery 2005: 4-5), in this paper
we are going to explain similarities and differemde the industrial relations in their three
home countries as well as in four European hoshit@s where these companies operate. In
doing this we follow a conceptual approach freglyeapplied to investigate human resource
management and industrial relations in foreign sliases of multinational companies
(MNCs) (e.g. by Ferner 1997; Ferner et al. 2001rdutson et al. 2010; Meardi et al. 2009).
This approach assumes that operations in MNCsidgoreubsidiaries are influenced by home
and host country effects, i.e. by the institutiohshe MNC’s home country as well as those
of the respective host country. The conceptuatisatif country specific institutions is taken
from comparative capitalism concepts such as Halagkice’s (2001) varieties of capitalism
(VoC) theory which distinguishes between coordiddteME) and liberal market economies
(LME).

Recently this approach has received criticism feogroup of researchers for concentrating on
manufacturing and ignoring the existence of low &agctors even in CMEs like Germany.
Gautié et al. (2010) and Bosch et al. (2009) haweiged an international comparative analy-
sis of low-wage industries, including retail (Caatéal. 2010; Mason et al. 2007), which has
demonstrated that many characteristics of the eym@ot models dominant in these low-
wage industries differ fundamentally from thoseuassd by VoC and similar approaches.
Carré et al.’s (2010) study of the retail indusinyoss six countries, including the USA, sees
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the retail industry as a typical low-wage and ldwtssector as being at the forefront of a

process of deterioration in working conditions @amilployment relations and highlights their

influence on the growing trend towards the fragragonh of compensation and working hours
(ibid: 260): ‘...the retail industry has been adeain such fragmentation and in experimenta-
tion with non-standard hours, segmented work aegarants, and a variety of other exit op-

tions from the institutions that safeguard job gyal

While we generally agree with this critical intemé@n and the need for conceptual adjust-
ment if an analysis of the whole retail sectoniginded, our analysis of multinational retailers
operating in the subsector of hypermarkets sugdbatsvVoC oriented approaches still have
explanatory value. In the following two sectionstlis paper we will first outline the theo-
retical concepts that have informed our analysibpded by some remarks on methodology
and the three companies of our sample. We will suenmarise the main findings from our
ongoing project concerning the companies’ indulstetations in their home countries, fol-
lowed by the findings from four host countries ihigh they operate in Europe. Finally we
will draw some general conclusions.

3.1.2 Comparative institutionalism and industry-specific diversity in the retail sector

Many international comparative institutionalistdits build on the VoC approach developed
by Hall and Soskice (2001) which distinguishes leetwtwo types of capitalism. LMEs are
said to be characterised by market-like relatigmsiimn the spheres of corporate governance,
intercompany relations, vocational training andustdal relations. While in CMEs these
spheres are said to be characterised by a highdéweordination. Building on this distinc-
tion, Streeck (2005) has identified two patternshistorically deeply rooted industrial rela-
tions. In Great Britain, a typical LME, trade unipower is traditionally based on job control
at plant level, which has led to a unitary systdnnterest representation with a large number
of unions competing for different groups of empleyeind/or companies. There was limited
regulation of industrial relations by the liberahte until measures were enacted under the
conservative government of Margaret Thatcher taigedrade union influence in this until
then highly voluntaristic system. On the other handsermany, seen as a typical CME, un-
ions are relatively detached from questions abbetdrganisation of work and are supple-
mented by institutions for employee representatibfactory and enterprise levels, leading to
the dual structure of works councils in the workglaand sector-level collective bargaining
outside the workplace through industry unions.

The distinction between the two variants of cafgtalhas frequently been criticised for not
allowing enough variety. Several countries, inahgdFrance (the third home country in our
sample), do not fit well into either pattern andidndoeen labelled as ‘Mediterranean’, a pat-
tern characterised by extensive state interferéda#t & Soskice 2001; 21) and complex lay-

ers of institutions introduced by the state reactmpolitical constellations varying over time.

Streeck (2005) argues that this reliance on thie staplies close ties between trade unions
and different political parties and to a pluralisfrcompeting trade unions historically divided

along ideological lines

Since VoC oriented research has primarily beerrested in ‘comparative institutional ad-
vantage’ in the global competition between the ileguéconomies, its proponents have been
much less interested in formerly less developedhtras like Ireland or Spain and have more
or less ignored ‘dependent’ economies (Bruszt areskavits 2009) like Poland or Turkey.
Ireland is usually seen as a LME with a unitarynfaof industrial relations that resembles
many features of the British system; but, very pidgl for a LME, trade unions have partici-
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pated in national-level tripartite coordination (V&rondzynski 1998) from 1987 until the
crisis of 2008. Spain, in contrast, is seen as adkrranean’ type with a dual system that
resembles many features of France, but here thgaipang power of (representative) trade
unions depends on the votes gained in works cowhedtions. Turkey is sometimes also
grouped into the ‘Mediterranean’ bracket and israbirised by a very strong influence of
the state on industrial relations via legislatiesued a few years after the military coup in the
early 1980s and only marginally changed since. &lage three main national labour confed-
erations divided along ideological lines, but, mntrast to other ‘Mediterranean’ countries,
there are no works councils and a unitary systeagis (Uckan 2007). Poland, finally, has a
unitary system with two dominating unions, Solid&nand OPZZ, both with strong histori-
cal ties to political parties. However, the actuiatle union movement in this emerging econ-
omy with a limited capitalist tradition is highlyedentralised and fragmented, and altogether —
especially in the private sector — quite weakiideav and Gaciarz 2001).

In addition to its limited country differentiatioa, more recent criticism of the VoC is that it
largely ignores differences within countries (dgsch et al. 2009; Gautié et al. 2010). It has
also been argued that its bias towards manufagtin@s led to conceptual flaws which make
it difficult to capture new developments in glolzapitalism (see e.g. Artus 2008). Again, its
preoccupation with ‘comparative institutional adizge’ leads to a focus on manufacturing
industries competing (and possibly relocating potidm) in global markets; while service
industries, especially those that neither provideartant inputs for manufacturing nor pro-
duce services that are themselves subject to atterral competition, have largely been ig-
nored. By far the largest sector of this kinduob actuconsumer services is retail.

Retailing frequently has sector specific featurésctv differ significantly from those found in
manufacturing firms in many respects including stdial relations. Retailing is generally
characterised by a (relatively) high share of femmahployment, and also by part-time work
and low wages, even though there are some diffesepetween various leading industrialised
countries (cf. Carré et al. 2010; Mason et al. 2@0kenazy et al. 2008; Voss-Dahm 2008).
Industrial relations in retailing is frequently chaterised by lower union density (Dribbusch
2005) and by a lower coverage of collective agregmeompared to manufacturing sectors.
Moreover, in Germany some of the biggest retaideeshard discounters like Lidl and Aldi,
which have come under severe public criticism fagirt anti-union behaviour (Hamann and
Giese 2004) and obviously do not follow some of kbg features of the ‘German model’. It
has been argued that these companies have regantld significant influence in the inter-
national food retailing sector, enhancing the trémdards more precarious work and em-
ployment in the sector (see e.g. Artus 2010).

However, in contrast to the Artus study, which feesion the peripheral small and medium
sized retail establishments, like supermarkets] dascount or convenience stores, where or-
ganised labour and industrial relations have hisatly been weak, this paper focuses on an-
other food retailing subsector, namely hypermarkdese, single stores frequently have sev-
eral hundred employees and we therefore expeatdogiite different results to Artus, as es-

tablishment size seems to matter (Noorderhaven &ikig 2003), especially when it comes

to trade union organisation (Dribbusch 2005). Despicreasing, and sometimes justified,

criticism of the VoC approach as briefly discusabdve, we believe that the social context in
which conceptual ideas are applied or tested isoitapt. We further assume that a fine-

tuning of social theories will contribute towarddetter understanding of both the limits and
merits of established conceptual frameworks sucth@s/0C approach. Therefore, we pro-

pose that the typology of national institutionastgyns developed by the VoC approach might
still be useful for cross-national comparisons radustrial relations in the social context of

big-box retailers.
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Accordingly, we arrive at our first proposition:

1) Industrial relations in the home country opéoas of the three hypermarket retail-
ers may be quite similar to those expected by oi2aach (and quite different from
the industrial relations found in other retail coampes operating smaller formats).

3.1.3 Home country and host country influences on industrial relations in interna-
tional food retailing hypermarkets

There is a broad strand of literature on humanwuesomanagement practices in MNCs. Au-
thors like Almond et al. (2005), Ferner (1997), tegret al. (2001), Pulignano (2006), Mar-
ginson et al. (2010) and Meardi et al. (2009) aeme that MNCs develop their preferred
mode of operation in their home country where they highly influenced by their home
country institutional environment. When internatibsing they are then inclined to transfer
this model to their host countries thus leadingvtat is frequently called a home country ef-
fect. At the same time, where the host countryitutgtnal environment is very different, this
may force foreign subsidiaries to adopt localiseahagement and HR practices, thus leading
to host country effects.

Empirical research predominantly informed by vaegf capitalism concepts has found sig-
nificant contrasts between subsidiaries of MNCginating from CMEs, such as Germany
and Japan, and MNCs originating from LMEs, suchihesUK and the USA (Meardi et al.
2009), for example in the dimensions of organiseticontrol (Harzing & Sorge 2003), HR
practices and employment relations (Almond et @05), indicating strong home country ef-
fects on foreign subsidiaries.

On the other hand, host country institutions sulth@ educational, financial and industrial
relations systems and labour market regulations opgyate as ‘constraints’ and ‘barriers’ to
the transfer of home country operation models: emngirical research has shown how MNCs
have to adapt their production models (Djelic 20BHR practices (Almond et al. 2005), work
organisation and work systems (Geppert et al. 2003ywode 2002), and employment prac-
tices (Edwards 2004) to local institutions indingtivhat is called a host country effect.

The strength of this host country effect also \weabetween countries. Countries with dense
employment and industrial relation frameworks IBermany can provide ‘robust tools kits’
for local managers and employees in foreign owndukidiaries (Williams and Geppert
2011). On the other hand, studies on Central arsteEa Europe (CEE), where institutional
environments are much more permissive, have fonadMINCs have some scope for strate-
gic choice and are quite selective, especially winansferring industrial relations practices.
Here, German MNCs have tended to transfer work@oduction system related elements
but not their home country-specific industrial telas practices (Bluhm 2001; Dorrenbéacher
2004; Meardi et al. 2009).

In Tilly’'s (2006: 1823) study on Wal-Mart it wasgaested that “...Wal-Mart does not neces-
sarily bring the same package of characteristiash®s low wages, opposition to unions, and
low prices) everywhere it goes.” He has shown iNai-Mart, despite being fiercely anti-
union in its home country, collaborates with companions in Mexico in order to comply to
the law and keep more militant unions out; has idugionisation in Canada; was forced to
recognise a union at ASDA, its UK subsidiary, fallog a bitter battle; had to accept trade
unions and works councils in Germany; opened u@himese official unions under pressure
from the Chinese government; in Argentina collabtesavith quiescerngordo (fat cat) union
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leaders; and in Brazil different parts of Wal-Mare organised by two competing militant
unions.

It has been suggested, that the relative strerfgtiorme and host country influences also de-
pends on corporate internationalisation strategie®rderhaven & Harzing 2003). Within the
grocery sector the internationalisation of hypelkets can be contrasted with that of hard
discounters (Wortmann 2011). While the expansiothefhard discounters (like Aldi or Lidl)
follows a so-called global strategy, attemptingrttegrate their operations across borders in
order to gain cost advantages from standardisaitiohcross border sourcing, the internation-
alisation of hypermarkets follows a more multi-d@tie strategy where subsidiaries adapt to
local markets, selling a huge variety of mostlyalde sourced productd

Based on this discussion, we suggest our secombgitmn:

2) Since hypermarket operators generally follownalti-domestic internationalisa-

tion strategy, industrial relations in the host ctes will not be strongly influenced
by the industrial relations model and experiencéshe parent companies in their
home countries, but will be adapted to a large ®ixte the host country environment.
In permissive host country environments in paricihe companies will try to aban-
don restrictive elements of their home country stdal relations.

3.1.4 Summary of research design and methodology

Our paper draws on findings from an ongoing largsearch project on ‘Work and employ-

ment relations of European multinational food tetat discounters and hypermarkets’, which
concentrates amongst other things on the studgamgarison of three multinationals operat-

ing the hypermarket format (Metro-Real, Carrefood &esco). The research is conducted by
a team of researchers working in six European cms{Germany, Ireland, Poland, Spain,

Turkey and the UK).

The data on which this paper is based has beeeactadl through documentary analysis of
country, sector company specific information anchisgtructured interviews with managers,
employees, works councils and trade unionist @f&cin all these six countries, as well as in
France. A total of over 50 interviews have beendoated so far, most of which took over 60
minutes and have been transcribed.

All empirical materials and data have been systealat collected and interpreted by locally
based researchers, who also speak the native lgeigui required, and finally compared
across countries during four team meetings. A keya these team meetings was develop-
ing and agreeing on templates for company and cpuease studies, based on a comprehen-
sive review of the literature in the field. Theseplates guided data selection and were sys-
tematically applied when analysing matched casesacountries and companies.

3 The term global here refers to a type of strategyg not to the geographical reach of internatisatibn.

There is a number of typologies trying to captime differences between strategic internationatisasip-
proaches. See e.g. table 2 in Harzing (2000) foowamview. All typologies, however, make clear ifist
tions between multi-domestic and global approa¢iéd). It was first introduced to the analysisrefail in-
ternationalisation by Salmon and Tordjman (1989).

% The only exception is France where needed thedfed local interpreter.
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3.1.5 Introduction to the three companies of our sample

Our analysis focuses on three or the world’s legahimultinational food retailers, Carrefour,
Tesco and Metro, who are also the biggest or Rerthird case - second biggest operators of
hypermarkets in their respective home country. Admgnarket is a large surface self-service
store selling a broad food as well as non-food rasemt focussing on car-borne shoppers
(Carrefour literally means crossroad). In the Utts format is called a supercenter. Defini-
tions vary from a minimum sales space of 2,500 on5,000 m?; the largest stores have
slightly over 20,000 m2. In terms of annual salegermarkets also vary greatly: While an
average Carrefour hypermarket in France takes af@uim<€, an average Real store in Ger-
many takes only about 25 m€. Tesco’s hypermarkets@mewhere in between.

It was the French company Carrefour that inventediypermarket format setting up the first
hypermarket on the outskirts of Paris in 1963 (bher2003). The German company, Real, is
the result of a consolidation of various smallepérynarket chains within the Metro Group,

some of them also dating back to the 1960s, inotudiailed foreign owned operations like

those of French Promodés and US American Wal-Ma&dsco, the British chain of super-

markets (mostly superstores), developed the hyp&ehtormat only in the late 1990s simul-

taneously in its home market and several foreigrketa in Eastern Europe (for more on the
development of these companies cf. Wortmann 2011).

Carrefour began its internationalisation in the [A960s and 1970s when it invested in seven
European countries. Spain, entered in 1973, wassidés Brazil — the only market entry of
this period that was successful in the long runnivather market entries in Latin America,
Asia, and Eastern Europe as well as Southern Edatipgved. The first hypermarket in Tur-
key was opened in 1993 in a joint venture withgbeond largest Turkish firm, the conglom-
erate Sabanci. The first hypermarket in Poland eyaned in 1997. In 1999/2000 Carrefour
merged its operations with its also highly interoaélised competitor, Promodés, who also
operated hypermarkets in Spain and Turkey.

Real, the hypermarket division of the Metro Grodeyeloped from the acquisition and
merger of over a dozen smaller regional hypermarkains that emerged from the late 1960s.
The internationalisation of Real began much lateiling the expansion of Metro Group’s
cash and carry (whole sale) markets (branded Matrivlakro). Its first four stores abroad
were opened in Poland in 1997 and the first Turkislne followed just one year later. Since
2005 stores have also opened in Romania, Russi&Jlaraine. In 2006 Metro also acquired
19 Géant hypermarkets in Poland from the Frendileet Casino.

After Tesco had failed in its first attempts toeimtationalise supermarket operations in lIre-
land and France the company strategically decidetevelop its own hypermarket format as

a tool for future internationalisation. Tesco'ssfihypermarkets were opened almost simulta-
neously in 1997/98 in its home market, under thenbaof Tesco Extra, and in Eastern Euro-
pean markets, including Poland, where it also bbaghstores from German Dohle in 2002.

Several other countries, especially in Asia, fokolwin 2003 Tesco entered Turkey acquiring
Kipa, a local operator of 5 hypermarkets. In Irelaa first Tesco Extra was opened in 2004,
several years after it had re-entered the markatiacg the leading local supermarket busi-

ness, Quinnsworth, in 1997.

In the following sections we will first look at thedustrial relations of the three companies in
their respective home countries. This will be foleml by an analysis of their industrial rela-
tions in the four different host countries.
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Table:

Sample companies — year of first hypermarke
end of business year 2010 or 2010/11

t and number of hypermarkets at the

Home Ireland Spain Poland  Turke Other Eur_opean Non-Eurqpean
country 1 countries countries
Carrefour 1963 1973 1997 1993 | BE, CY, GR, IT, AIIE 'ﬁ/ﬁ( C.i_(\?v gtN’
231 171 82 27 RO ' a'I
1997 2004 1998 2003
Tesco 219 11 68 16 CZ, HU, SK CN, MY, RK, TH
late 1960s 1997 1998
Real 320 54 13 RO, RU, UA

3.1.6 Industrial relations of the three companies in their home countries

As already mentioned above industrial relationshe German retail sector show both simi-
larities and differences from those found in mantfang. Collective bargaining in the Ger-

man retail sector has become highly concentrathais fbllows the merger of the commerce
union HBV and the white collar union DAG (which hadt been a member of the federation
of German trade unions — DGB - and had memberssaaeveral industrial sectors) as well
as several other service unions into the Verdi mmmn2001. On the employers’ side, there
was a merger in 2002 and the dissolution of a ceimgpe@ssociation of the HDE in 2009. The
collective sectoral agreement — composed of severgl similar regional agreements — be-
tween Verdi and HDE covers about 51% of the workerthe West German retail sector
(East Germany: 28%) and only 2% (5%) are covered bgmpany agreement; this is consid-
erably lower than in manufacturing where 56% (2%%@ covered by the sectoral and 11%
(13%) by company agreements. In addition, onlyva éempanies in the retail sector fully

comply with all the regulations laid down in thelleotive agreement, e.g. concerning the
payment of so-called mini-jobbers. An even grediference appears if we compare em-
ployees working in establishments with works courepresentation: in German manufactur-
ing this is 66%, but in the trade sector (includietpiling and wholesale) it is only 31% (Ell-

guth & Kohaut 2011).

At Real there are besides the legally stipulatedksi@ouncils at its stores, a joint works
council for the whole Real group, as well as addgi inter-establishment works councils on
an intermediate level based on a company agreemkatlatter used to be set up at regional
level, but recently the focus has moved more tagenocal level where representatives from
three to four stores meet every six to eight weksrkers’ and trade union representation on
the supervisory boards (codetermination) is al$ly gstablished in Real and its parent com-
pany, Metro. In terms of collective bargaining, amged workers from many Real stores are
at the forefront of industrial action in the retsdctor, although there are differences between
stores which are rooted in the distinct historiethe different merged companies. Real is one
of the very few retailers that fully apply the @ative agreement, including the full payment
of mini-jobbers. Experiments to operate outside ¢b#ective agreement with one or two
stores that were transferred to a separate subsidmmpany (‘dritte real’- SB Warenhaus
GmbH’) — including the first store to open untildnight (in Libeck) — were short lived and
were terminated in 2008. Real might, however, malvery typical German retail company,
even though - or because — it comprises many elsneénndustrial relations typical for the
‘German model'.
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In France, companies are legally obliged to orgamiections for works councils (comités
d’entreprise). This gives trade unions a platfomspite the low trade union density. In retail,
union density is even lower than the national ayeraeaching only 2%. There is strong com-
petition between the different unions, especiallyTCand CGT-FO, in the elections for staff
representatives and works councils. In the retuta “independent’ lists of non-unionised
workers, some of whom are directly linked to thenpany’s management”, are frequently
more important than the representative unions,asihein those companies where none of
the national trade unions have elected delegatskeffazy et al. 2008:222). In the retail sec-
tor strikes are rare, and it was only in 2008 thatthree major unions FO, CFDT and CGT
organised joint country wide industrial action gpérmarkets (Eurofound 2008). There is a
collective agreement for the retail sector ang imiade generally binding for all companies in
the sector by the Labour Department. This agreensemélevant in regulating minimum
working hours by giving employees the right to reeea contract with at least 26 hours per
week from their employer upon request. But withareigto wages it is quite irrelevant. For
many companies, including large numbers of indepetsdand franchisees, it is the minimum
wage set by the state (SMIC) and not the colledy®ement that sets the wage standard for
employees.

At Carrefour, there are elected trade union detegat nearly all its hypermarkets and the
vast majority of the works council members beloaghe of the national unions, FO being
the strongest union in the company. The positiothefunions vis-a-vis the company is rela-
tively strong, especially as French laws on indak#tction support some militancy. In the
case of hypermarkets, this allows striking workierseriously interrupt trading business, e.g.
by blocking customer parking lots. Despite consabtér rivalry between the trade unions,
they have been able to negotiate collective agratsrier Carrefour’'s hypermarket operations
which contain better conditions than the nationdustry agreement but also than most other
company level agreements, including that at Canrefmpermarkets, concerning wages, so-
cial insurance and working time regulation. Theelats especially relevant: Workers have a
right to a contract of at least 30 hours per wé&®kh 35 hours being a full-time contract in
France, this renders impracticable the frequenttijwe of retailers to use over-time allocation
to part-time workers as an instrument of reward @odrol.

In comparison to CMEs the constitution of the indatrelations system of LMES, including
Great Britain, has been characterised as rathek {@&adard 2002). Industrial relations in re-
tailing mirror certainly the weakness of unionsmanufacturing. However, there is one sig-
nificant difference. The trade union dominating tetil sector, USDAW, has for a long time
been following a strategy that has been charaetéi@s ‘business unionism’, referring to the
union’s rather conservative political stance asdnterest in developing cooperative relations
with employers (Lynch et al. 2011). A focus of thefganising activities has been the coun-
try’s leading food retailers: Tesco, Sainsbury’syrilsons and Co-op — while Asda is organ-
ised by GMB. Smaller retailers including the foreigard discounters have received much
less attention from USDAW.

USDAW was the only union Tesco recognised as repitesy workers at its stores when in
1997 the company demanded concessions regardixipility and bonuses e.g. for Sunday
work. Tesco threatened to de-recognise USDAW untllesg agreed to their demands and
signed a partnership agreement. The partnershgeagmt was signed after membership sup-
ported the agreement in a ballot 4 tol (cf. alsgriga & Allen 2001; Blyton and Turnbull
2004). This makes Tesco a special case in the tél nedustry. The agreement also includes
support for trade union membership during emplagdeaction and union fee deduction from
company payroll, which have helped the union tongsignificantly and steadily over the
years (Lynch 2011). While one third of USDAW’s ov&0,000 members work with Tesco,
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two thirds of the Tesco’s employees are organisil tive union. USDAW has also set up a
special branch, called SATA, for managers and threovith a membership density of about
20 per cent.

Interviewees on both the management and unionssidss that there have been no strikes so
far and do not anticipate any strikes in Tescdertear future. Tesco operates the partnership
agreement on the basis of employee forums set upree levels: a) Store Forums, b) Re-
gional Forum, and c) the National Forum. Forum glefes are elected by all employees, and
many of them are trade union members. All in adiréhare more than 1600 employee repre-
sentatives across the company (DTl 2007). The fergan be described as a form of co-
management where employees and union members gagexhin company affairs at differ-
ent levels. In interviews with management and umeps, both sides stressed that the collec-
tive agreement is supportive in improving workiranditions, training and career opportuni-
ties, salaries and bonuses for staff and that thesebetter than at all other food retailers.
However, ongoing modifications to the collectiveresgment have created a two-tier work-
force of those employees, now dwindling, who arelohcontracts and those on the new, less
advantageous contracts. Newly recruited employee® meduced benefits with regard to
sickness, overtime and especially Sunday payments.

3.1.7 Industrial relations of the three companies in four host countries

The industrial relations system in Ireland has be®aracterised as voluntarist and adversar-
ial. But, very untypical for a LME, since the 1ai®80s the relatively strong trade union
movement, represented by the ITUC, became invalvedseries of national tri-partite social
pacts. These have set a loose framework for companyership agreements, especially
since the late 1990s (Roche 2007) and several aueygancluding many foreign MNCs,
have set up such agreements since then.

When Tesco took over Quinnsworth in 1996, theiregavere already highly unionised. The
company has a membership agreement with two unioireland, Mandate and SIPTU, al-
though the latter is only represented in a smathimer of stores. In addition, Tesco introduced
the deduction of union subscriptions through thegany pay roll, similar to its operations in
the UK. Today, Mandate has a very high level of mhership in Tesco and about one quarter
of Mandate members work for Tesco. There is a emfienched network of shop stewards
and union activists, and industrial relations haeen quite adversarial, e.g. in 2001 10,000
employees took part in the one-day work stoppage2005 the firm signed a partnership
agreement with Mandate and SIPTU and started tasets own customized consultation
structures, similar to those in the UK providing tbree levels: store, regional and national
level. But, different from the UK, forum delegat® always trade union representatives and
Tesco continues to face a more adversarial indlisafiations climate in Ireland than at home.
E.g. a recent open company-union dispute took piaca store in Douglas, Cork, where
Tesco attempted to transfer 80 staff to a new stoem attempt to reduce the terms and con-
ditions of these workers. Finally, again differérdm the UK, collective bargaining has not
been integrated into the employee forum structunejs kept outside by Mandate and SIPTU.
Since 2007 there has also been on ongoing coute leater the payment of pay rises in ac-
cordance with the collective company agreement.

In the Spanish large surface retail sector a spesttigation prevails: industrial relations are
dominated by two yellow unions, which is quite uakm in other sectors of the Spanish
economy, including smaller stores like supermark®panish retailing conserved a traditional
structure well into the 1970s, and department staspecially those of El Corte Ingles, were
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the dominant modern retail format. With the endh&f Franco regime and economic liberali-
sation, foreign investors starting with Carrefondd@romodeés in 1973/75 followed by many
other foreign green-field big-box retailers, trigge a dramatic change of retailing in Spain
within one decade. When, at the same time, tradensrguickly began to organise them-
selves after Franco, El Corte Inglés set up twdowelunions, FASGA and FETICO, in
1977/78 which during the following years succeenhedushing the two big national unions,
UGT and CCOQO, into a minority position (Royle & @r2009). At the last works council
elections in 2010 the two yellow unions, especi&BTICO, were able to gain about two
thirds of the seats at Carrefour hypermarkets. igutinese (as in previous) elections support-
ers of UGT and CCOO were harassed and intimid&attying of workers supporting UGT
or CCOO has frequently been reported to UniCommanckhas also been reported in inter-
views to us. Carrefour joined ANGED, the Spaniskoamtion of large-surface retailers in
1978 and the collective agreement is signed by ANGEETICO and FASGA. CCOO and
UGT both refused to sign this agreement, critiggsssues such as working time deregulation,
sick leave payments, pregnancy regulations as agelage payment levels (see also Royle
and Ortiz 2009).

Industrial relations in Poland, as mentioned abba®e been characterised until recently by a
unitary system. This is dominated in the privatet@eby two national trade union organisa-
tions, Solidarné and OPZZ, both historically with strong ties tdipos. Both organisations
have sectoral units on the national level as welt@ss-sector regional structures. The ab-
sence of sectoral structures on a regional or leval, however, leaves most of the thousands
of unions, usually set up on an establishment anpamy level, highly uncoordinated. Such
unions, and there are over 7,000 of them in td&all 2010), can be established by a mini-
mum of ten employees. In order to gain represergaiatus they must organise at least 10%
of the employees of the establishment/company &hohfg to a representative national gen-
eral union. A representative union on establishn@ntompany level has prerogatives in
three areas: it may veto specific elements of eectve agreement (if there is one), it must be
consulted in setting regulations on pay, socialefies) holidays and work organisation, and,
finally, its representatives are protected frommidssal. Works councils have only been intro-
duced legally in reaction to the EU Directive 20BZEC: a works council has to be estab-
lished on the request of 10% of the employees.héretail sector there is no collective
agreement at industry level. Union density in tedtnds at an estimated 12% (ibid). In this
permissive environment the state of trade uniomesgmtation varied considerably between
the three companies in our sample.

The Real store in Szczecin was the first to beaipdrby a multinational retailer and in 1999
a trade union, in this case belonging to NSZZ Sohd¢, was successfully established. To-
day the company has trade union representatidmeimmiajority of its over 50 stores (37 Soli-
darnag¢, but also two by OPZZ). Works councils have alserb established. Real, unlike
other foreign retailers in the country, operatésslPolish stores as formally separate compa-
nies, a structure that supports store egoism antpéis coordination between store unions.
Real takes advantage of the decentralised intezpstsentation and the absence of inter-store
structures and has not negotiated a collectiveeaggat. In this situation the company can
also exert pressure to extract concessions eslyefiain employees at weakly performing
stores.

At Carrefour representative trade unions (NSZZ &ohd¢) have been set up in the form of
a supra-store union with representatives from atd@th stores, and additionally via four dif-
ferent single store unions. Altogether, less thalh ¢f Carrefour's hypermarkets have a trade
union representation. Three works councils have laden formed. In 2002 the inter-company
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union signed an agreement on cooperation with dhepany, intended as a first step towards
a collective agreement which has not yet beensegli

Tesco signed a partnership agreement with a comigaey trade union belonging to NSZZ
Solidarng¢ (with support from USDAW) in 2002, which was rerezMfor an unlimited time

in 2005. There are no separate unions on the Ewoeg but sub-sections of the company level
union. Aside from Solidarr$d, there are four more trade unions in the netwarkdl are
present in only one outlet respectively. Due towleakness of the trade unions, no collective
agreement is in place. Tesco has, however, traegfés concept of employee forums to Po-
land. Store level forum representatives are elebtedll employees: they meet every six to
eight weeks and deal mainly with matters relatiogvork organisation. They in turn send
delegates to regional forums and on to the natitoraim. Since January 2011 the company
has also run a pilot test of a Union induction paogme at two stores where new employees
are (positively) informed about union membershipiry induction by the HR department.
According to the unions, the results have been miog so it is likely they will request that
the programme be continued and extended to colaeger number of outlets.

Industrial relations in Turkey are quite differeinbm those in other, especially Western,
European countries (Uckan 2007). The state plagsné&ral role; and industrial relations are
highly regulated by legislation issued a few ye@iwing the military coup in the early
1980s and only marginally changed since then. [Hgislation sets a high threshold for union
recognition/authorisation on a company level. Saalmnion must not only organise at least
10% of all employees in a (broadly defined) sedbot,also at least 50% of the employees of
a company. Despite the fact that employers ararnmdd about workers’ union membership
and trade unionists are not protected against sfia&# or dismissals, organising campaigns
by Turkish unions have in many cases been ableett this high threshold, especially at lar-
ger establishments, including hypermarkets. Themuthien must apply for authorisation with
the Ministry for Labour and Social Security (MLS&mployers, however, may appeal to the
court which can suspend the authorisation for upvtoyears. Authorised unions have certain
rights of information and consultation, e.g. onuediancies and short-time work. They may
also enter into a highly regulated collective digpesolution process, which must start with a
process of negotiation. This usually fails in pi@et Only after this may authorised trade un-
ions call for industrial action. All bargaining@® a company basis and there is no employers
association in the Turkish retail industry. For theee companies in the sample, Tez-Kdgp-
the biggest Turkish trade union in this sector abiarised as secular and non-communist,
was the union organising the workers.

At Real the organising campaign started in 2004 emdkd in 2005 with 1480 of the around
2000 workers now organized. Real did not appealinag&rade union authorisation and was
the first foreign retailer to recognise trade usioim 2005, a collective agreement was signed,
the second one in 2007. During the collective aperg negotiations in 2010 a disagreement
arose about wage increases. Despite the empldhegats to close stores if the union went on
strike, a new collective agreement was signed bedarissued strike warning was carried out.

At Carrefour the organizing campaign by Tez-Kdgegan in 2003. When 2600 out of 3570
workers had joined Tez-Kooig-in 2005, the union applied to the Ministry of Laib@and So-
cial Security for the authorisation. Carrefour, lewer, appealed against the authorisation.
When the judiciary procedure had been going orl®months Carrefour acquired the local
supermarket chain, Gima, where Tez-Kdgghad already signed an agreement. Following
appeals from UNI Commerce, the European retailufederation, to the head office of Car-
refour in Paris, the company withdrew the appedl @tognized the Tez-Kodg-in Decem-
ber 2006. Collective bargaining began in March 2@@d an agreement was concluded in
June 2007 and has been renewed in 2010.
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The struggle by Tez Koofs-for unionisation at Tesco-Kipa has been ongoinges2003 and

is supported by both national and internationablakunions; even Sosy#; the greatest ri-
val of Tez Koopis, supports Tez-Koojs in this struggle. Tez-Kooj started organising ac-
tivities at Kipa shortly before it was purchasedT®sco in November 2003 and applied for
workplace majority verification to the Ministry dfabour and Social Security, which was
granted in May 2004. However, Tesco-Kipa appeatginst the decision, and the court made
a judgement against Tez-Kodgpin 2006. Tez Koogds has continued unionisation activities
at Tesco-Kipa, and applied for workplace majorigyification to the Ministry of Labour and
Social Security once again and attained authooisat July 2010. Tesco-Kipa again appealed
the respective call, and since then the law sustiiiscontinuing. Tesco-Kipa is the only mul-
tinational retailer operating hypermarkets in Tyrkigat has not signed a collective agreement
yet. But the company has set up employee forunsteat, regional and national levels, simi-
lar to those in its home market. On the store lez@th department of the store elects its own
representative. These department representatieesellect workplace representatives among
themselves. Workplace representatives then elggbnal representatives and the regional
representatives then constitute the national werkkerum. Store forums are held once a
month with the participation of the store repreagmés and the HR manager, whereas re-
gional forums are held once in every three montiasreational forums once a year. While for
an interviewed manager, Tesco’s participatory mamamnt “...reflects the British democ-
racy ... [and] shows that central HR systems of mationals work well when applied ap-
propriately”, interviewed workers claim that forum representsiare mostly elected from
amongst workers who will not question managemeetggative and are therefore unable to
adequately represent workers’ interests or chalengnagement in an effective way.

3.1.8 Summary of cross-national comparisons and concluding remarks

In their home countries, two of the three retailarsur sample, Carrefour and Real, have full
store and enterprise level interest representahimugh works councils and trade unionists’
presence reflecting their home country models agrstitutionalist literature would suggest.
The size of hypermarket establishments, resemihiagsize of manufacturing plants is also
probably an important factor here for the estabtisht of formal systems of employee repre-
sentation in the companies (cf. also Dribbusch 2006e two companies are the national
pioneers in the hypermarket segment in France anth@hy and their operations have a rela-
tively long tradition; thus industrial relationstaese companies were shaped in the 1960s and
1970s at a time when traditional industrial relasionstitutions had not yet come under the
deregulating pressures caused by high unemployarehintensified competition. In the UK,
industrial relations at Tesco have been shapetidpiisiness unionism approach of USDAW
and its partnership agreement with the company.er@ly these results confirm our first
proposition that industrial relations in the thoeempanies’ home country hypermarket opera-
tors are to a large extent shaped by an institatiepstem that fits with established VoC ar-
guments. These companies have more in common watly manufacturing companies than
with many of their local retail competitors who ogie smaller retail formats, and who are
sometimes seen as more representative of the sefetibr (e.g. Artus 2008). However, the
strength of trade unions in these companies isiderably lower than in many manufacturing
companies. In the case of Tesco in the UK USDAWatprepared to take strike action be-
lieving it would not be supported by its membergvaaly. In Real in Germany when employ-
ees go on strike they do not have the power tafgigntly disturb the companies’ business. It
is only in Carrefour in France that trade unions oderrupt hypermarkets’ trading business
through strike action by the more militant membagysh
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At the eight foreign subsidiaries we found sigrafi¢ differences between countries as well as
companies. These result from the interplay betwbencompanies’ different industrial rela-
tions systems developed in their home country whiehtransferred and are adapted to host
country institutions to very different degrees. T@erman MNC Real, which has firmly es-
tablished relationships with trade unions and warésncils in its home country, has been
relatively open to trade union representationsrsitbsidiaries. In Turkey it has, for example,
accepted union representation and has set up ecttedl agreement without turning to the
courts and fighting union recognition unlike theotwther companies in our sample. But in
Poland Real supports the fragmentation of tradensin the majority of its stores with its
decentralised company organisation; there is noassiore interest representation and no col-
lective agreement. Real benefits from this fragratom, which is common in Polish indus-
trial relations, as it allows the company to putrenpressure on workers, especially in those
stores that operate at a loss and where closale/és/s an alternative.

Carrefour, coming from a background of more advabkaelationship with trade unions in
France, at first opposed trade union authorisagoongnition in Turkey, but finally conceded
and has also signed a collective agreement. ImBptaade union representation covers less
than half of Carrefour’'s over 80 stores. Theretalies with the inter-store union, but no col-
lective agreement has been signed as yet. Finallgpain Carrefour has set up works coun-
cils as, similar to its home country, it is obligedby law. However, the company collabo-
rates with the two yellow unions that dominate sketor and even puts pressure on employ-
ees not to support the independent Spanish natiomahs, for example in works council
elections. Carrefour is also an active member oéraployers association that has negotiated
collective sector agreements with the two yellowons.

Finally, in Tesco industrial relations in its horoeuntry and three host countries show the
most striking differences. In Ireland as well asPaland, Tesco has set up a partnership
agreements with unions. Whilst in Poland, wherddranions are very weak and thus seem to
welcome the opportunity offered by the companydmgome influence (and members), the
partnership agreement has not yet led to any kirmbltective agreement, in Ireland the part-
nership has not been able to absorb all conflictis the trade unions. In Turkey, where trade
unions can attempt to establish their own powee lim& company based on organising mem-
bers and authorisation from government, Tesco baget been willing to collaborate with a
trade union, but instead has fought fiercely addims establishment of a union in their sub-
sidiary. However, Tesco has transferred a key ekmikits UK model to all three subsidiar-
ies analysed: the employee forums but, again, eiffarent implications: while in Ireland the
unions have retained a strong representation irfahens, the forums are being used as a
substitute for union recognition in Turkey.

Thus all three companies have adapted industieioas in their subsidiaries to the local in-
stitutional environment to a large extent, as migatassumed with companies following a
multi-domestic strategy. We also found, as outlimedur second proposition, that Carrefour
and Real have used the opportunities to escapentre restrictive elements of their host
country industrial relations, especially in the Higpermissive industrial relations environ-
ment of Poland but also in Spain, where Carrefamperates with yellow unions. In Turkey,
in contrast, they have adhered to statutory unemognition. Tesco, coming from a more
permissive home country industrial relations enwinent which has allowed it to develop its
own corporate industrial relations model based gra@nership with USDAW has, in con-
trast, fought statutory union recognition in Turké@he operation of the employee forums,
too, shows considerable variety between the diffehest countries, which reflects the influ-
ence of the different host country industrial relas environments. Thus, our case studies
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confirm our second proposition that host countstitntions are important in shaping indus-
trial relations outcomes in the subsidiaries ofdryparkets in the food retail sector.

In conclusion, our study has firstly shown the imance of certain contingencies, such as the
retailing format (in our case hypermarkets) anddrganisational size of establishments (in
our case large stores). These need to be takeagntaunt when analyzing industrial relations
systems because they have moderating effects appiieability of the VoC approach. Thus,
concerning the operations of large hypermarketkerthree highly developed home countries
of the three retail multinationals our study caomi&r some key arguments of VoC scholars,
even though this approach has been criticised abeaing suitable for the study of employ-
ment and industrial relations in retailing (see €grré et al. 2010). Secondly, our findings
also confirms other key arguments of comparatigéitutionalists, especially that MNCs pre-
fer adapt to local host country specific industnialations systems Thus, all our MNCs
showed adaptations to both the formal but alsorim&b industrial relations institutions of the
host countries. The important influence on hypek®tr of national industrial relations sys-
tems of the host countries can be explained aaegridi the multi-domestic internationalisa-
tion strategies of the MNCs in question. Finallyy ocesearch calls for a more fine-tuned ap-
plication of conceptual frameworks which might h&dgmprove both the accuracy of empiri-
cal analysis and further development of social tieso In other words we believe that solid
empirical analysis is better served by not turrimmgner mid range theories as such as VoC
into grand theories but keeping them alive by fimeing.

3.2 Management Structure and Skills

3.2.1 Universal tendencies in European hypermarkets

Sophisticated IT systems (based on POS data aketllwith suppliers) have led increasingly
to the centralisation of many managerial functiossch as assortment planning, pricing,
product display, ordering, to the HQs. The incrdaseplementation of IT systems brought
about a reduction of the number of in-store marsagad employees. In addition, the number
of hypermarkets throughout Europe has continuobieBn growing while their market share
has been stagnating over the last decade (ACNi@B8&h), and in many countries, like Ger-
many, the UK or Spain has even been decreasingingmut do discounters and supermar-
kets. Our research on hypermarkets provides somderese that these changes significant re-
duction in personnel in hypermarkets, across camtrWe found that reductions seem to be
quite common in the middle level of the store hieh&ées, where we found job cuts across
countries and hypermark&tsWe also have evidence that a reduction of workiogrs for
part-time staff is quite common across countries.

Technological change in food retailing has incrdaseeady existing industrial trends. Thus,
e.g. traditional tradesman skills based on detgiediuct knowledge which in the past was
needed on all levels, incl. shop assistants, ai@doground in European hypermarkets. We
also found some evidence that the managerial régjte@smulti-tasking often meant that em-
ployees of specialised sections in hypermarketduding food and non-food, were expected
to switch sections and work wherever the ups avahdaf the daily workflow in the stores

% On could argue that there is some devolution idille manager responsibilities to team leadersrd s

at least clear evidence of a decline in the stgffinhypermarkets in UK. This was e.g. seen as qfattie
reason for the decline in sales over last yeardsBhas period. Store managers in the UK, we spgoke
found this development highly problematic for cusés service.
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required extra staffing. The latter tendencies wespecially eminent in Spain, Poland and
Turkey where distinct job descriptions are less lasd common in hypermarkats

Our research of hypermarkets also confirms sondinfgs of former studies on retail work
(Carré et al. 2010): we have a high amount of fersatiployees in most European hypermar-
kets, but upward mobility for female employeesather limited. Team leader and especially
managerial positions are mainly occupied by merh whe biggest exception for Poland
(please see below for further discussion) and faisthe UK, where we found more equal dis-
tribution of males and females. Our cross-countmpgarison also shows that lower level po-
sitions e.g. at checkouts are primarily filled widmale part-timers in European hypermar-
kets.

3.2.2 Country specific differences

Our research points also to some country speaifstitutional effects, related to both the
home and the host countries. These ‘effects’ caaxipéained in relation to various layers of
the home and host country institutions, such asanektate, tax system, educational system
and the system of industrial relations. Next we goimg to reflect on some of the most sig-
nificant country specific differences we came asrosour study.

First of all, our study found results similar torlee& empirical findings comparing French,
German and British manufacturing factories (see Maurice et al. 1980). Accordingly, we
found differences that can be linked to home cguimstitutions related ‘effects’ like mana-
gerial education and training, as found in eadieidies on retailing firms applying the socie-
tal effects approach (see e.g. Baret et al. 199@\ever, in addition to earlier studies, which
did not study MNCs, we found that home country gpemanagement structure features are
transferred to various host countries. Thus, wendogenerally steeper hierarchical relations
in Carrefour stores in Europe in comparison todtieer two MNCs, confirming earlier em-
pirical findings regarding higher focus on censation and stronger influences of power of
managerial elites (see e.g. Maurice et al. 198d3c® hypermarkets also seem to be generally
more organised also more hierarchical than MetralRgpermarkets, but Tesco seems to
have more lateral differentiation than Carrefounrbbver, we also found the special function
of compliance managers in the UK at Tesco storeishvive did not find anywhere else.
Compliance managers are mainly responsible for lootiitrolling and organising smooth
work flows in and between sections. Quotes fropeesonnel manager in Cardiff indicates
they actually have an important line manager rohey keep the store safe and legal’; 'they
are also in charge of all labelling, prices, custoiservices, safe and legal books, ensure that
the controls are right, that people have the ragliety gear, have the right licences’; and they
also ‘hold the purse strings for the payroll of gtere’. In Real stores were we found the flat-
test hierarchies and more integration of work taskated to product sections and groups
(ibid), we did not find the separation of specidigeplenishment shifts, as in Tesco and Car-
refour hypermarkef& Again similar home country related differencesavalso found in ear-
lier comparisons of manufacturing firms betweerséhthiree countries by Maurice et al. 1980.

37 This was, however, not true of the counters iacbe were we even found some talk of upgradinguhe-

tion of the counters to deliver better customeviser

These developments are criticised by Voss-Datlogp, because deskilling (or non-training) of enygles
who are only allocated to replenishment functions.
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Additionally, we found some evidence that Carrefbypermarket store managers in Spain
and Turkey are more likely to have an authoritarreanagement style in comparison to Tesco
and Metro-Real. Tesco store managers, however, \sbatalifferent as what one would ex-
pect from research stressing the importance of tepuf-origin effects in the transfer of
knowledge within MNCs (Noorderhaven and Harzing 20Geem to be most open to in-
volvement of lower level managers and employeessmomoach which is certainly triggered
by company’s partnership agreement, which has re@sferred abroad and requires store
management to involve lower level employees (sse sction XXX). In Turkish and Polish
Real stores we found, however, that employee ireraknt here seems to be rather a secon-
dary matter. The latter finding leads us to ourtrwposition the role of transfer effects in
case of the hypermarket format, i.e. weak employ@elvement in Polish and Turkish
hypermarkets can definitely be explained with,amparison, weaker industrial relations sys-
tems and unions in these countries (see also Betl)

Hence, when comparing management structures, cpagterns and gender across different
host countries, we found evidence for our hypothesionly small transfer effects in hyper-
markets as they follow a multinational strategyolving a high level of adaptation to local
environments. Thus, we expected and found sigmfibast country effects. The most strik-
ing host country influence on management strucanceskills have been found related to wel-
fare state institutions, especially number and aflezoman in management and employment
in hypermarkets below (please see the table betowah overview). Turkey and Poland
clearly stick out. Turkey because of the exceplignlaigh male employment in stores, a
rather unusual constellation given the high fenetgloyment most food retailing outlets
worldwide. However, the picture is different forsbéers were we find higher amount of fe-
male employees who are low skilled and on low paid-time contracts. Managers and team
leader positions in Turkey are predominantly filledh male personnel. These developments
can be explained by quite weak family friendly ingtons and traditional role of woman in
family child care in Turkey, which leave limitedase for female employees with smaller
children to work full-time and take on manageriales. Even higher male employment is
triggered especially in rural Turkish areas witgthunemployment and more traditional fam-
ily relations. In Poland, however, the picture istg different in terms of female career pros-
pects. Here we found the best opportunities for aorto occupy middle and even upper
managerial roles. One Polish Tesco manager therefscribed ‘Tesco as a woman’. A good
example is Carrefour were 65% of the managemefitiathypermarkets (from the level 5
upwards) are female. Thus, even when Poland has described as conservative Christian
democratic welfare state, like Germany (see Pdlsintry report), the socialist legacy of
equal rights for woman in terms of education angeadevelopment must be seen as a spe-
cific host country influence here. This is a majdference, compared to Turkey where the
conservative breadwinner model seems to prevaih @avan industrial sector which in other
countries is dominated by female employees.
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Table: Gender in stores — hypermarkets

FR DE UK ES IE PL TR
Tesco -- -- Female: -- No infor- Female: Female:
57% (only mation 7% 36%
USDAW) Male: Male:
Male: 43% 33% 64%
(ibid)
Carrefour 58% -- -- Female: -- Female: Female:
(FTE) 75-80 80% 30-35%
Male: Male: Male:
25-20% 20% 65-70%
Real -- Female: | -- -- -- Female: mostly
76% 70% male
Male: Male:
24% 30%

3.2.3 Concluding comments

We can see the performance pressure in hypermdrastbeen increased across Europe. This
led to significant reductions of personnel, esdbgcaf middle and lower level employees in
most the countries of our sample. This can be exgdiaby large related technological innova-
tions which supported increased standardisatiotieofsion-making across stores and related
to the shift of demand away from hypermarkets andmaller formats like discounters and
supermarkets. Along these lines, we also learnaa &xpert interviews (at the ETUI work-
shop June 2012 in Brussels) that in the past biatb¢co and Carrefour, were siphoning off
profits from their home country stores to pay foternational expansion. Both companies
have now announced that they need to address theionestment in staff and stores. These
developments might also involve the re-assessnmenstrategic development of the hyper-
market format.

There is evidence that detailed measures of pedioce which aim to exactly calculate how
much time employees need for a particular job hrgwead widely across the hypermarket
sector. One store manager at Tesco summarised degstopments by stating that ‘there is
nowhere to hide anymore’. However, indifferent frarard discounters, the larger size of
stores and generally higher unionisation of hypeketastores provides employees with more
possibilities to get involved and fairer chancesafteemployees to move up the store hierar-
chy. We also found that managerial hierarchiespnavbken flatter or steeper related to the
country-of-origin of the MNC, are mainly populateg men, except in Poland and partly also
for the UK, where career prospects for woman aresropen.

However, we found again some institutional efferfthiow our three companies streamlined
their international operations: Tesco showed thengest drive in this direction when impos-
ing its partnership model which contains both managnt and IR tools; Carrefour seem to be
quite ‘French’ in its drive towards re-centralisatisimilar to the findings of Hurt and Hurt
(2005) for French hypermarkets operating in Poldraged on a rather authoritarian manage-
ment structure. In comparison, Real hypermarketsns® be steered centrally to a lower ex-
tent and managed more de-centrally. There is alsterce in Poland, Spain and Turkey that
the ongoing discussion regarding Metro’s planselbits Real stores has led to instability in
management structures and performance at storke leve
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3.3 Working time management

In many, esp. Northwest European countries, Govemsnhave supported the creation of
part-time jobs as a means to fight unemploymentthatsame time, part-time employment,
esp. in combination with low wages, is increasingggn as a social problem of capitalist so-
cieties, reflected e.g. in debates on increasedetsrof ‘working poor’ and the future of the

European social model (e.g. Bosch and Kalina 28@8ch et al. 2009). Increased low-paid
part-time work does not just create a class of wgrlpoor, but also might has an impact on
the power of employers and managers over employees.

In the retail industry, the organisation of workitigne is an important issue (Sparks 1982;
Kirsch et al. 1999; Baret et al. 2000; Voss-Dahr@@@Carré et al. 2010). The high volatility
of customer footfall and spending distributed umdyend irregularly over a single day, over
days within a week and btween seasons makes patwiork a welcome means to flexibly
adapt the staffing of stores to these fluctuatiomggrocery retailing this refers especially to
checkout work. In replenishment, too, part-time kvoan be an advantage when shelves are
stacked in the early morning before customers @apuhe stores for their pre-lunch shopping
(on night shifts as an alternative cf. below).

Part-time work also facilitates to adapt the voluofidabour to short-term changes, like un-
foreseen customer footfall, a short term sick-lelawtice, or changed deliveries. If contracted
hours are below needed hours and if a sufficientber of workers is willing or is even keen
to work overtime staffing of stores can be changeitkly by assigning (or not assigning)
overtime at short notice without having to pay aertime bonus. This practice might also
have an additional advantage: since overtime wptldarily be assigned to ‘good’ and reli-
able workers overtime can be used as a work ingeifile not being given overtime hours
might be seen as punishment, especially by thog&ens that rely on this in order to earn
enough money). There are even more potential denefipart-time work for employers:
Physically demanding work like some replenishmentkancan be carried out more inten-
sively for a shorter time period, and concentrattbrcheckout workers declines after five or
six hours; this seems to be a main reason for ch#akork most frequently being part-time
work. Finally, workers who are sick might not callsick but might try to recover or vist the
doctor during their time off.

3.3.1 Country variety

The studies by Baret et al. (2000), Kirsch et B90) and Carré et al. (2008) had shown big
differences in the distribution of full-time andrp&ime work in the retail sectors of advanced
European countries; and they have explained thik thie different institutional environ-
ments. Over all sectors, Germany and the UK shaelaively high share of part-time em-
ployment, especially among women (cf. table beldivs seems to be the result of a conser-
vative and a liberal welfare state, respectivehe first frequently financially favouring
women that stay at home, and both providing vetig Istate funded child care. France here is
quite different: An extensive state funded infrasture for child care seems to reduce the
part-time rate for women significantly. Ireland seeto be quite similar to the UK, and Spain
displays similar values as France — though prob&ydifferent reasons. In emerging and
transformation economies like Poland and Turkey-fiae rates are usually very low. Fi-
nally, in Finland part-time work is also not vergnamon because the social democratic wel-
fare state does not disadvantage double incomesholgs and provides extensive child care.
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Table: Distribution of full-time and part-time emp loyment by gender in national
economies and retail sectors (2011)

FR DE UK IE ES PL TR Fl

FT m 49 % 48 % 47 % 47 % 52 % 52 % 66 % 46 %

all FT f 33 % 25% 26 % 30 % 34 % 40 % 22% 39 %
PT m 4% 6 % 7% 7% 3% 3% 5% 5%

PT f 14 % 21 % 20 % 17% 11% 5% 7% 9%

FT m 36 % 26 % 29% 28 % 33 % 27 % 73 % 23 %

retail FT f 40 % 28 % 22% 29 % 47 % 63 % 20 % 41 %
PT m 5% 6 % 14% 11% 4% 2% 3% 7%

PT f 19% 39 % 35% 32% 16 % 8 % 3% 28 %

Source: evaluation from European Labour Force Surwen calculationS

In the retail sector, due to the retail-specifiend@d for a flexible labour force, part-time
work is on average more widely spread than in othdustries in all countries (cf. table
above); in the grocery sector it is usually eveghbr (for sub-sector differences cf. below).
Among all countries in our sample, Turkey is qutepecial case, because the share of male
full-time employment, which is generally very high,even above average in the retail sector
(73% of all employees). In terms of gender, Polsnguite the opposite: Retail is dominated
by female full-time employees (63%); the socidkgiacy, the availability of some child care
and the need to work in order to make a living 4c6.2) might explain this. In Spain, too,
mostly female full-time employment (47%) charades the retail sector. Finally, in Finland
the female part-time rate in retail (28%) is clgabove the national average, but still clearly
below the levels of Germany and the UK.

Germany is the country with the highest share ofdie part-time workers in retail (39%),
many of them mini-jobbers (cf. 4.1.2). The UK amdldnd too have high shares of female
part-timers (35% and 32%); and here the share & part-timers (14% and 11%) is — at
least in international comparison — also relativabyh; this could include pensioners that need
to supplement low pensions or students having riante their high tuition fees (on high
numbers of student workers in British retail cf.9da and Osborne 2008).

In French retiling the share of part-time workesatively low. This is mostly the result of the

availability of an extensive infrastructure for Ichcare. But, the reduction of the standard
working time in the early 1980s and further in thge 1990s to 35 hours per week also is
relevant here. Government intervention stipulatetbns and employers to negotiate this
working time reduction. The collective agreemenmttfee retail industry says that all part-time
workers in the retail sector with less than 25 Bohave the right to have their contract
changed to at least 25 hours; on their requesernii@oyer must change their contract within
3 months.

3.3.2 Company specific differences

The collective agreements at Carrefour is everebdlian the industry agreement, it gives
part-timers the right to work at least 30 hoursaBgart-timers have the right to nearly work
full-time (35hours) if they wish so. The share @lrigtime workers at Carrefour (29%) is

% This dataset contains some problems. The varialiées to the main job. The distinction betweehtfme
and part-time work is based on a spontaneous resgonthe respondents.

0" The minimum wage is also lower for persons agedryounger.
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slightly above French retail averaffebut is much lower than at Real and Tesco. At both
companies home country operations, around 70%eofvbrkforce are part-timers, which is
also above the national retail average.

Table: Share of part-time workers in analysed hyper  markets, and in country and retail sector
employment (ca. 2010/11)

FR DE UK IE ES PL TR FI
Tesco - - 70% p"rl‘(’:%br'(y - 13% 12%
Carrefour* 29% -- -- -- 37% 18%| **33%
Real -- 70% -- -- -- 29% no info
All sectors*** 18% 27% 27% 149 249% 8% 12% 14%
Retail*** 24% 45% 49% 449 20% 10% 690 35%
* data include all company operations; hypermarkttarly dominate these
* based on case study in one store

el LFS data

When we look at the companies’ foreign subsidiai@srefour having a relatively low share
of part-time workers in its home country does re¢rs to be greatly influenced by the na-
tional host country environments; their part-tinagerseems to be above host countries’ na-
tional averages. While for Real and Tesco part-tiates are much lower than in their home
countries and — especially in the case of Tescre-oaly slightly above the typical national
rates. For the subsidiaries of these two compah&® seems to be a strong host country ef-
fect.

This is quite different from Lidl. (cf. also seatid.4). Lidl in Germany also employs a high
share of part-timers (interviewees estimated atiredd0%). The share of part-timers is also
high at its foreign operations in the countrieaf survey: UK, Ireland, Spain and Poland,
where interviewees estimated the percentage sirmldahat in Germany. Even in Finland,

71% of the organised workéfsare part-timers — compared to 43% in national ayef’

Part-time work seems to be a core element of Lidlisiness model. Small stores where
scheduled staff sometimes is made up by only twthi@e employees (including the SM or
DSM) require even more personnel flexibility (thepact of one worker more or less is
stronger in a small team). But the exploitatiorotifer possible benefits also seems to be rela-
tively important for Lidl: full exploitation of thevorkforce, and using overtime as an incen-
tive.** The uniformity of the dominance of part-time wankLidl stores seems to be a format

“1 This could be because in grocery it is generliigve the retail average. It should be noted HerelNSEE

(2011) data shopw a higher part-time rate for r€tai2008: 34%); and the figure cited by Askena&ztyal.
(2008: 221) for 2003 is even 48%. It might alsonis¢éed here that part-timers in France on averagé& wo
more hours than part-timers in other countries (\®®11), probably because of the collective agred¢snen
this means, there could be a high share of pagrtrthat, with a few additional hours of overtirpeacti-
cally work full-time.

Among un-organised workers the share might eechigher.

It seems that in France, too, pat-time clearlgpnohates: store level job vacancies announced omthenet
(http://lwww.lidl.fr/cps/rde/xchg/lid]_fr/hs.xsl/41®@htm checked three times during June and July 2612
except those for a store manager — are all pag-tim

Women working part-time in West Germany on averaguld like to work 4.1 hours (East Germany: 5.2
hours) longer than stated in their contract an@®$ (2.9 hours) longer than they actually worklgtand
Seifert 2012).
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effect; the model developed in Germany is transtembroad to all its foreign subsidiaries
following a global strategy.

Opening hours and night shifts

Lidl has since kept its opening hours relativelprshn Germany; this is part of Lidl's dis-
count strategy that tries to keep costs down ans tt avoid trading on less busy hours; and,
as can be seen from the table below, Lidl alsonelgéts opening hours only slightly (primar-
ily a few hours on Sundays) in countries where saeorapetitors open more or less around
the clock like the UK or Ireland. Carrefour and Rbave also somewhat limited opening
hours in their home countries — despite liberalissgllations allowing for 24 hours on six
day$® — and have only slightly extended these in théouarhost countries, especially also
opening on Sundays. This is quite different forctethat developed its model in a relatively
unregulated environment. Its hypermarkets in the && opened as many hours as legally
allowed, i.e. with the exception of reduced hounsSundays 24 hours a day; and the cpom-
pany has transferred this practice to Ireland apnthriel, where Tesco hypermarkets are
opened 24/7 without interruption.

Table: Typical store opening hours and opening hour s regulations

DE UK FR ES IE PL TR Fl
Carrefour Mon-Sat] Mon-Sat Mon-Sat| Mon-Sun
9:00-21:00 10:00-22:00Q 8:0022:00( 10:00-22:00Q
Sun
9:00-21:00
Real Mon-Sat Mon-Sat| Mon-Sun
8:00-22:00 9:0022:00( 10:00-22:00Q
Sun
9:00-21:00
Tesco Mon Mon-Sun Mon-Sun Mon-Sun
6:0024:00 0:00-24:00 0:00-24:00 9:00-23:00
Tue-Sat
0:0024:00
Sun
11:00-17:00
Lidl Mon-Sat Mon-Sat Mon-Sat| Mon-Sat Mon-Sat| Mon-Sat| Mon-Fri
8:00-20:000 8:00-21:@| 8:30-20:30| 9:15-21:15 8:0021:00| 8:00-21:00 9:00-21:00
Sun Sun Sun Sat:
10:00-16:00 10:30-15:00 9:00-18:00 9:00-18:00
Sun:
12:00-18:00
regulation Mon-Sat Mon-Sat Mon-Sat Mon-Sat| Mon-Sun| Mon-Sun Mon-Fri
24 h/d 24 h/d 24 h/d 12 h/d 24 h/d 24 h/d 7:00-21:00
Sun Sun 33Sun Sat:
0 h/d 6 h/id 0 h/id 7:00-18:00
Sun:
12:00-18:00

Own compilation taken from companies’ internetsite
Store opening hours are typical examples and ndghiate slightly; details of regulation of storeeang hours is frequently
devolved to regional levels; in addition there aseaally several exceptions, e.g. concerning sp&eiatiays or tourist areas.

This is probably also linked to the practice of deto use night shifts for replenishment; this
might also be connected to the low sales spacegmta in the UK leading to a situation
where stores are generally more crowded by shogparsin other countries. Carrefour has

5 In 2006 responsibility for regulating store opmnihours was devolved to the state level; and rsiases
have completely liberalised store opening hoursifMonday to Saturday.
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had plans to introduce replenishment night shift&iance, but these plans were fought by
trade unions and became abandoned; though earljimyahifts now start at 4:00am.

3.3.3 Concluding comments

While store opening hours of foreign subsidiariesrs to follow the pattern of the compa-
nies’ home county operations; but they have fretjyeaedded opening hours on Sundays
where ever possible.

Concerning the use of part-time host country ingtihs seem to have a strong impact on for-
eign hypermarket operations; while Lidl's stores ataffed mainly by part-timers independ-
ent of different institutional environments. Thitsfwith the assumption of discounters pursu-
ing a strategy of global standardisation while hyperkets adapt to local environments
within their multinational strategy.

3.4 Lidl Europe
3.4.1 Universal tendencies at Lidl in Europe

3.4.1.1 Introduction

The hard discounter format has been developed im&wey and it is widely believed that Lidl
initially copied many of the ideas on how to rusmhiusiness from Aldi, the pioneer of the hard
discounter model, by offering customers a limitadge of products (mainly own labels) and
low prices (see e.g. Moesgaard Andersen and PoAleb; Straub 2012). However, in com-
parison to Aldi, Lidl has slightly larger storespbeoader range of products, including more
brand labels.

The imitation process was facilitated when Lidl @avmanager Dieter Schwarz, recruited
Klaus Gehrig in 1976 as a manager for the twel &fiores, which existed at that time. Ge-
hrig has started his professional career at Aldi9d1 (Munzinger Online) and is leading the
Schwarz group now, who owns both Lidl and also higpermarket chain Kaufland, since
2004 (ibid). He is understood to be Lidl's mainagtgist and responsible for Lidl’s rapid in-
ternationalisation and Lidl's success abroad. Cosgpso Aldi, Lidl has grown internation-
ally more rapidly and at the same time primarily@entrated its expansion on the European
market (see e.g. Moesgaard Andersen and Poulf@&)0

An important element that Lidl copied from Aldi’s its secretive management and organisa-
tion culture. This can also be linked to Lidl's porate governance and ownership structure.
Like the Albrecht family at Aldi, the Schwarz Groupakes use of an obscure ownership
structure which is comprised of a complex netwdrkoandations and about 500 independent
companies and subsidiaries which helps the key myri#eter Schwarz and his family, to
hide their exact influence and power. What is mtre,obscure ownership structure helps the
company’s to keep its legal obligations for reveglstrategic and financial information to a
minimum (see also Moesgaard Andersen and Poull@B)R Lidl's specific form of corporate
governance together with the small size of storesalso key reasons (ibid; see also Hamann
and Giese 2004) why the company is able keep unfarence at minimum at the store level.

6 Aldi has compared to Lidl also expanded into resloutside of Europe, such as the USA and Auatrali
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However, our research reveals that parts of theesgculture at Lidl have currently been the
target of organisational reform. The company haged to develop a more open HR policy
across Europe. In our case studies, we see somenee that the company is moving away
from its old-fashioned, aggressive and crude Lyditesm. Lidl has professionalised its man-
agement and organisational practices, since 20@%Kinmeaning that some of the negative
and abusive work and employment practices, destiibdlack book on Lidl Europe (Ha-
mann et al. 2006) became less prominent.

There are at least four reasons for these develogmigrst of all, Lidl felt forced to response
publicly in the aftermath of scandal regarding flystematic surveillance of Lidl store em-
ployees in its home country Germany. The increasgatism of Lidl's work and employ-
ment practices mainly in Germany threatened ndtijsisnternational reputation but also the
success of its rapid internationalisation stratefgcond, critical media coverage (see e.g. in-
depth Lidl story in thenanager magaziby Hirn et al. 2007) which e.g. pointed to military
like management principles at Lidl, pointed to acindeeper problem, that rigid hierarchical
forms of organisational control at Lidl, has becom&easingly a barrier for the recruitment
and maintenance of university graduates, espedatlabove store level management posi-
tions. Fourth, the international expansion anddased size of the company created a much
more complex organisational design and structutechvmade it more difficult for Lidl to
keep running its business top down with a small imemof powerful decision-makers concen-
trated in the German headquarters (ibid). We finfdund some evidence of that external
‘normative’ institutional pressures (DiMaggio andvll 1983) such as media coverage (e.qg.
in Finland) and pubic campaigns (e.g. in Germanighinmore have triggered more a profes-
sional approach towards work and employment relptadtices in Europe. This was facili-
tated by new technologies (e.g. clock in systemit&veg scanner codes, etc.) and HR man-
agement practices (e.g. performance appraisal shamd Personal Welfare Coordinators in
the UK). In short, Lidl shows signs of being maoagvlabiding in the various host country en-
vironments it operates in. Nevertheless there emsaming problem that specific elements of
LidlI's secretive organisational culture, still encages ‘aggressive’ and ‘abusive’ behaviour
towards managers and employees in stores; excegienre been found, however, in Finland.
This will be discussed in more detail below.

Generally, it can be stated that personality andagament style of store managers, as well as
managers above store level, seem to be quite iangoirt terms of how a store is managed
and its employees are treated. We found evideratddiger size, good location and high per-
formance of stores provide store managers with samenomy to soften the rigid personal,
bureaucratic and technological driven output cdntrechanisms (Child 1984: 159) of Lidl
stores. Similarly, a former Aldi manager (Strauld20315) summarises the control model of
hard discounters as a clever mix of central andefdral decision-making: the official rheto-
ric is that store managers act as ‘local entrepneebut at the same time they are tightly hi-
erarchically controlled. On the one hand, the emusnpressure from the top to meet keep
costs under control makes many to store managegotbeyond borders’ (ibid) to achieve
key performance measures, which can have positivegative effects on work and employ-
ment in stores. On the other hand, stores are-certain extent - similar to small businesses,
where staff is willing to accept a certain amouht'exploitation’ and ‘self-exploitation’.
However, an important difference is that if anythia going wrong in stores, the upper man-
agers ‘can wash their hands of responsibility’d)band ‘blame’ store management and em-
ployees for this (ibid).
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3.4.1.2 Industrial relations

It can be said that IR of Lidl stores in Europe geaerally rather weak in terms of collective

representation of employees reflecting generaldsen the retailing industry (see e.g. Appel-

baum et al. 2010). However, our study shows thabtiganisation of labour in discounters is

much more difficult than in the hypermarkets. Thtdr indicates that store size matters; in
smaller retailing outlets it seems to be more difffi for unions to organise workforce. This is

in line with a current international comparativedst on service work in small and medium

enterprises (SMEs) of Artus (2008), which found tlvark and employment in service sector

SMEs can be quite ‘precarious’, when compared rigelafirms and especially in the manu-

facturing sector, with traditionally stronger unsoand IR. Other contingencies are responsi-
ble for weak and sometimes ‘precarious’ IR at hdistounter are that stores attract a high
proportion of low-skilled, part-time, female, youagd foreign workers. In short, we found a

marked discouragement of employee voice in Lidiegpbecause key interest of Lidl is to

make sure that everybody follows the centrally rsd¢s, norms and performance targets,
which are highly standardized across Europe.

However, Lidl's approach to IR and employment regpreation in Finland seems to be sig-
nificantly different from its general stance of aliag union influence. In the UK we actually
got the impression that the company neither eng@sraor discourages unidhsTalking to
unionists they see Lidl stores generally not afedile ground’ for recruiting and organising
labour. However, we have evidence - even in coemtwhere union influence is weak - that
employees might decide to join a union as a petssaf@ty net should they be unjustly
treated but this is kept secret. As already inéitathere is some evidence that Lidl developed
some soft HR instruments to generate more empleggagement and voice in certain limited
areas, e.g. via the Lidl newsletter in the UK.

3.4.1.3 Store management structure and skill development

The key to understand the store management steuiuridl’'s strategic cost leadership ap-
proach across Europe, which has also been desadbedgressive ‘go to market strategy’,
based on ‘simplicity’ of stores, products and m#érg This simplicity also helps Lidl's in-
ternationalisation approach, which is based ondrapening a large number of stores after
entering new host countries (Moesgaard AndersenPandfelt 2006f® Even when there is
some statistical evidence, e.g. from Finland, trédes dropped after Lidl opened its first
store in new host countries, it is also argued Lthadifs cost leadership strategy in terms of
cheapness of product prices is often based on m@yneof customers that Lidl products are
cheaper compared to local competitors (ibid).

LidlI's aggressive cost leadership approach togettir ‘simplicity’ of the format materialise

at store level in its focus on three key perfornreameasures: sales per hour (and/or per wage
costs), waste and inventory 185sThe first two measures seem to be directly lintedhe
guestion of how stores are managed and staffede ®eems to be always pressure on reduc-

4" Most of the Lidl managers and employees we tatkedid not know about the possibility to get uniup-

port.

Lidl needs to have at least 40 to 50 storesdaumtry (except for market entry through near-tyssrborder
hopping, e.g. in Slovenia). This is because theydrte operate a complete unit with a distributientce —
and this centre would be inefficient if it only qlied a small number of stores. Thus Lidl alwayspares
to operate a larger number of locations.

Similarly, Straub stresses that the managemestiooés is focused on these measures and thatuhsbers
(always) need to be right’ (2012: 141).
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ing personnel costs which is difficult for smalbsgs and easier for larger stores and stores
with high turnover, because they can build someksia terms of extra hours and staffing.
Their every-day working processes are more efficierg. they have more shelf space, so
they can replenish more items within one procedOmee person is probably consistently at
the checkout and does not have to shift betweeckol and replenishment work. Related to
this, Lidl stores have less waste because turnoivproduce, milk etc. is much faster, e.g. in
comparison to hypermarkets. The other measure fogefoss is an indicator how well store
is managed by the store manager which is often bgagpper management, District Manag-
ers (DMs) and Sales Operations Managers (SOM®xéeocise control - not just in terms of
output, but also in terms of personal control stor@nagers and employees. For the latter,
meaning how these personal audits are organiseti@maften these take place, seems to be
significantly influenced by the personality and wexperience of the DMs, who is supposed
to visit to stores at least every week.

When comparing work and employment in Lidl storeoas countries with hypermarkets, we
found that most of the Lidl store employees seefmetgounger - in their twenties and thirties
- due to the hard physical and manual labour taSkmpared to hypermarkets, store employ-
ees who are beyond their forties seem to be aalraost factor. Moreover, longer serving
and older employees tend to be perceived as leswkli¢, especially because they ‘lack’ the
physical abilities of younger peers which seem @oghite prominent across European Lidl
stores.

Generally, it can be stated that Lidl offers sodindncial incentives for both managers and
employees. Lidl seems to pay more than its natigoahpetitors, including hypermarkets,

which proof to be attractive for recruitment andimening, especially full-time store em-

ployees.

Let's have a closer look at the level above Lidirestmanagement next, here we found that
turnover of managers above store level, i.e. DNGMS and Regional Managers and National
CEOs seems to be quite high. The recruitment glydte DMs focuses on young university
graduates with hardly any former work experiencewklver, only a few of them seem to stay
for longer and are willing or able moving up thallLhierarchy. These young and inexperi-
enced graduates join trainee programmes which deebbe highly selective, meaning that
only a few and those who in the end find a fit itiie very specific Lidl culturé are seen as
cadres for upper managerial functions. Most of tlselem to leave when they are still trainees
or immediately after the end of their time as te@nThere are also indications as in the case
of Aldi (see also Straub 2012) that Lidl trainees taeated as cheap labour as long as they are
on a trainee salary (see also next section). Itbeaassumed that many DMs who ‘survive’
the intense period as trainees are those who dquestion the rigid management principles
of Lidl and have proven that they are capable ter@ge ‘efficient’ control in stores in the
area they are responsible for. We found of coulse iadications that Lidl employs some
‘decent’ DMs. The question for the SMs, howevenvigther these DMs are going to stay or
whether they will be replaced by new cadres wholese interested in a decent working cli-
mate at local stores but rather interested in ngpuin the Lidl hierarchy, which requires be-
ing more output oriented and thus more ‘todgtDMs are usually attracted to work for Lidl

0 we found some evidence that SOMs are probablyewmtited directly, at least not from universioyt that

young ‘successful’ DMs are selected to become SOMs.
We have evidence in the UK that less than 1/8IddPM trainees decide to stay at Lidl in the end.

A management style of trust, motivation and tespirit might of ocurse also achieve high perforneanc
(along Lidl's own criteria), but this might not fitto the organisation culture of Lidl which, as ¥eeind,
does not support this kind of management style.
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because of higher than average salaries, inclysknis like company cars; they seem to work
long unpaid hours though. We found across our sauhgit DMs usually control 5-6 stores in
their regions/districts.

Next, let's move to management and skill developnag¢the store level. Store size seems to
depend on location (market size and degree of lomalpetition), property availability, plan-
ning permission which are linked to store perforoearHowever, physical store size cannot
be directly linked, but staffing depends on salelsime. Small Lidl outlets in Europe seem to
have 1 SM, 1-2 deputy store managers (DSM) plusooupto 10 other part-time employees,
so-called store assistants. Some of them have &Ne&l, when both SMs and DSMs are not
in store. We also found that larger stores havelairproportions in terms of division of la-
bour but up to 20-30 employees. In Lidl storeseafiployees are expected to work in a team
led by the SM, the DSM or a duty manager, who isharge when the former two are absent.
In most Lidl store across Europe all employeesapected to engage in multi-tasking, mean-
ing that ‘everybody is supposed to do everythingick usually includes working on check-
outs, shelf-stacking and cleaning. This does apdy to SMs and DSMs. All employees that
take over managerial duties and need to fulfil $askich include regularly checking dates
and times of products on display, product orderregponsibilities for the (cash) save and the
store keys. Skill and career development of stonpleyees is significantly influenced by
SMs, who can alleviate and burden them, but need#yf the permission of the DM for pro-
moting them e.g. to DSMs. SMs seem always on thk tut for hard working and flexible
employees who can also take over managerial dogeause they help sharing managerial
burdens with them. It also gives employees ‘on ity opportunity of career progression in
the future. Usually Lidl stores have informal budghup type of training systems in place,
however, we found evidence in the UK that this édming more formalised and being
linked to appraisals carried out by store managers.

Finally, we found evidence across countries thatphrsonality of SMs seems to matter in
terms of how the generally quite ‘authoritariandamgid management principles at Lidl are
implemented at store level and thus on the wonkatée in the stores. Interviewees across
Europe gave examples of rather hostile and aggeessanagement culture at Lidl; a blame
culture which looks to discover the mistakes ofestmanagers and employees and does not
accept any criticism or suggestions for improverse@ne store manager in the UK stressed
that there is a suspicious cynical attitude towaltithe staff including managers and the be-
lief that they are all trying to somehow ‘beat fystem’.

3.4.1.4 Working time management

Across countries we found that employees in Lidret are mostly part-timers, only Store
Managers (SMs) and Deputy Store Managers (DSMsjulreme employees (see also sec-
tion 3.3 for comparison with hypermarkets). SMs &%Ms seem to work opposite shifts to
each other, i.e. one of them is always around rabste opening hours per day. However,
they seem to share key administrative tasks, butnkanagerial responsibilities for rosters,
store performance and store level training liehiwhe SM. SMs and DSMs often work longer
hours (unpaid overtime) especially, when the stiwesn’t meet performance measures. It
seems that store performance is directly relateddnagerial abilities and organisation talent
either on the part of the SMs or DMs. All otherrste@mployees are part-timers and often
quite dependent on working more than contractedshtmmake a living. This might vary;

some were said to reduce their hours as their sgnpay increases. All employees are ex-
pected to be very flexible both in terms of workimgurs and taking on multiple tasks when
working within stores. However, we found less ewnicke of staff being penalised if they genu-
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inely cannot do extra hotiras reported by Hamann and Giese (2004). The extfmtof that
staff needs to be available for unpaid overtimelknsgems to be less common now across
countries®, after introduction of new technologies and morefgssional HR policies. Em-
ploying more part-timers in a store makes the satgse more flexible in terms of unexpected
events, e.g. when stores are very busy at ceitagstof the day, month or year (such as X-
mas) more staff part-timers be employed at suclsions. Moreover, a higher number part-
timers helps SMs to avoid staff shortage at occaswhen need to be replaced on short no-
tice such as sick leave.

Good performing stores, that score high on therakKtPl: sales per hours worked, seem to
be able to get more hours, meaning having moretipagt employees and give good perform-
ing employees more hours. We also learned in the tH&t such good performing stores
might also be able to expand in terms of size bexafigood performance/location.

3.4.2 Country-specific differences of Lidl Europe

3.4.2.1 Introduction

We have studied Lidl in five European countried\NHESP, G, IRE, UK), but unfortunately

had no direct access to Lidl stores in PL. The nsagtificant differences in terms of store

management, skill development and working time rganmeent across the five countries stud-
ied, we have found in FIN.

In Lidl in Germany and the UKwe found evidence of the implementation of morefgs-
sional HR management practices, meaning that wealidound some of the ‘abusive’ work
practices, reported in the black books on Lidl (ldam and Giese 2004 and Hamann et al.
2006). For LidlUK we found that the firm has become more attentviabour law require-
ments in terms of health and safety, unpaid ovestidisciplinary procedures, training and
staff appraisals in the past two years. The HR dizent at centre seems have been expanded
and keener to avoid initial crude and unprofesdionanagement practices in Lidl stores.
However, the most striking similarity for IR in hotountries was that both key unions in the
retail sector, ver.di and USDAW, have not been essful in organising labour at Lidl in both
countries.

In Ireland we found a similar picture to these two countiéswever, here we still found evi-
dence of the former less professional and ‘abusipproach to work and employment in Lidl
stores.

Lidl in Spainseems to be an in-between case Witlland on one side an@ermanyand the

UK on the other, because employment and industiatioas are more supportive, compared
to large retailers in the Spanish retail sectohsGarrefour and Corte Ingles. In the hyper-
market segment we found the influence of so-catdtbw trade unions have hindered effec-
tive employee representation and voice, becausse thaions (FASGA and FETICO) are
heavily influenced by the employer association ANIGEhich in fact controls the outcomes

3 This has been reported in the black book (HansmhGiese, 2004). We also talked to former Lidl kxyp
ees, e.g. in the UK, who experienced this in th&t pad often stated that they left the company lecaf
excessive unpaid overtime.

However, we also found evidence , where unpaattovie might be still expected (more or less deradind
e.g. to cover up for unexpected short term sickdga colleague would be expected to stay at lasgtan-
other cover up would arrive, in case of a latevaeli or if several staff are on long-term sick leav
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of collective bargaining rounds in particular wiégard to the classification of workers into
different wage groupings and working time arranget®i@t Carrefour and Corte Ingles (see
e.g. Royle and Ortiz 2009 and section 5.15.4). SR@10 Lidl is a member of ACES (Asso-
ciation of Spanish Supermarket Chains). Howeverksaouncils, which operate on the re-
gional level, are not dominated by so-called yellavions but organised by CCOO and UGT
members. In short, iBpain we found some regulation in retail sector, espigcia terms of
IR, which give union a limited influence on orgaatien via collective agreements of work
and helped to establish works councils.

Finland shows the highest degree of regulation in retail ddsio in general at the national
level. Most of the Lidl employees are member of il union, PAM, as in the rest of the
Finnish retail sector. Moreover, Lidl is part oktemployer association (FFC), has signed a
binding collective agreement and established st®pasds system in stores (see also 5.16.4).
In short, Lidl needed to locally adapt most to hostintry institutions in Finland, which is
most coordinated market economy of our sample.

a) Industrial relations

Compared to the hypermarket segment, size of stoed®s it more difficult to organise la-
bour at hard discounters such as Lidl and Aldi fpusch 2003; 2005). Our findings are in
line with another comparative study of IR and ergprepresentation in the medium-sized
service sector firms in Germany and France, whamoiiymously) includes Lidl (Artus
2008). This study found that employment relationghiese firms differ significantly from na-
tional patterns found in core industrial sectordoth countries. Accordingly, the author ar-
gues that if we want to understand work and empgaymelations in such rather ‘precarious’
service firms, we cannot stick to the mantra of \&@dies which show that (national) ‘insti-
tutions matter’. Alternatively it is suggested thesearch needs to refine the research focus by
asking ‘which institutions matter and in which wagd within which context’ (Artus 2008:
372) in order to study precarious work and emplaytmelations in companies like Lidl.

Our study confirms that IR and employment represtét in European Lidl stores are weak.
This is especially true for Lidl stores @ermany, Ireland and the UKEmployee structure of
stores, i.e. small number of employees, high amaofiriemale, part-time and migrant em-
ployees together with a repressive culture, disoges employees to join unions, intimidation
of union members and employees who intend to faunerk council or are just union mem-
bers. However, the historically strofgerman IR system - which still functions quite well,
especially in large, male dominated core manufawufirms — does not appear to have a
strong influence on the organisation of labour igl Bnd what is more for the foundation of
work councils. Moreover, the main union in Germanganising Lidl seems to have given up
the idea that Lidl can be successfully organisedSehlecker before, after its Lidl campaign
failed to gain ground in this direction. In Lidlosés in theUK we found evidence that some
individual employees are organized in USDAW thegeigt union in the food retailing sector
for personal protection reasons. There were algtesiostances of union reps representing
individuals in legal cases (disciplinary/dismissates). However, British Lidl stores - like in
G and IRE - are largely union-free zones; themegoigecognition of a trade unions and there-
fore no collective agreement. USDAW has given wgaaorsing Lidl stores because their small
size would lead to high organising costs of reaneitt campaigns. We found a very similar
situation inLidl Ireland where Mandate tried to gain recognition but withsuccess. There
is however evidence that a small number of Lidl kxyges are actually members but secretly,
similar to the UK.

To sum up, in all three countries above we fourat #ize of outlets matters and that small
number of employees makes it difficult for uniomsdrganise labour, and to set up work
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councils in G. The relatively strong union influencf Verdi in G, USDAW in the UK and
Mandate in IRE in other larger food retailers sashTesco or Metro has had no positive ef-
fects on developing better employment relationthéehard discounter segment. A key reason
for this is certainly the need for unions to deoid®ere they can afford to mobilise and spend
their limited resources.

The story is slightly different irspain and Finland. For Lidl in Spainwe can see, as pro-
posed, that sub-sector institutional settings fecalinters are slightly different in comparison
to the three countries (G, IRE and the UK) discdss#gove. We have seen in section (5) that
the Spanish hypermarket sector has got a relataelieak IR and employee voice systems
because of the historical legacy of yellow unionsthis retailing segment going back to
Franco regime. In the hard discounter segment, wenveve found that two traditionally
strong Spanish unions (CGT and CCOO) have gainedngrin Lidl stores, because unions
do not organise individual Lidl stores as in G, IRkd the UK, but several Lidl stores across
a whole province, such as Asturias. Spanish lawiresi companies to organise elections for
comités d’emempresa.

There are two important institutional differencestthie German situation: a) works councils
are established on company level (empresa, noteBgtand b) employers are obliged to or-
ganise elections, while in Germany initiative hascome from employees. The provincial
level comes in because Lidl is organised in forynaldependent regional companies, who
then have to establish the works council.

The problem in Spain, however, seems to be the ettigm between the two trade unions for
members and their political approaches to managewiém the UGT taking a rather uncriti-
cal, management friendly approach and the CCOOnhaa more labour oriented anti-
management focus. This makes it difficult for themhave a larger impact on work and em-
ployment in Lidl stores, because political in-fightetween unions about influence and mem-
bers hinder the development of joined strategiac@gghes for improvement of work and em-
ployment within stores. It seems to matter whetherlocal works councils in each of the
provinces investigated are mainly run by the UGT@OO; the latter union for instance took
a more aggressive stance to fight for employedsigiich had e.g. impact for Lidl stores in
Madrid where a new job category was introducedetal evith complaints of cashiers regard-
ing unreasonable demands of management to takiessheking and cleaning responsibilities
while working on the counter.

Lidl in Finland sticks out in comparison to the other countrieegtigated, not only in terms
of the quality of work, employment and IR but alsecause the Finnish state was highly in-
volved when Lidl as the first international foodaier entered the country. This has ensured
that Lidl joined employers association and immesjatecognised trade unions. This gives
the union a much stronger impact on work and enmméayt in Lidl stores, also in comparison
to ESP, where unions, though represented, areddalively weak and involvement of Lidl in
the employers association seems to be unclearrdlaeof the national IR system together
with labour law have the greatest and most condistdluence on employee voice, good
work and employment of all the Lidl stores. Ourss-mational comparison also shows that if
the state is willing to take on the role of a ‘¢aker’ as in Finland the standards for work and
employment retailing industry are likely to be méitecent’. Finnish IR and labour law pro-
vide shop stewards and the industry safety delegeitt some influence because they can act
as ‘toolkits’ for labour actors to ensure that sulaid out formally in collective agreements
and H&S law are properly implemented in practicellfgyns and Geppert 2011; see section

> However, the ‘success’ in Madrid can also berprieted as an old-fashioned approach of Britisb/Srun-

ions focusing on mainly professional job demaraatio
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5.15). For Lidl in Finland we can therefore sumisgthat a relatively strong national IR sys-
tem, based on collective agreements across indusgctors including retail together with
legally binding roles, such as shop stewards addsinial safety delegates, provide ‘robust
toolkits’ for unions and employees (Wiliams and @eqp 2011) to ‘tame’ Lidl.

3.4.2.2 Store management structure and skill development

Given the global strategic approach of Lidl whichfocused on centrally controlling and
standardizing work and employment across Europefowed that store managers have gen-
erally not much influence on the key operating ppdormance measures. Most of them are
laid down by the Lidl's headquarters in Germany.

One could, however, argue that DMs and SMs do haviefluence in terms of work climate,
e.g. providing decent working conditions for emm@ey, by being fair when allocating rosters,
work tasks and providing opportunities for evergretemployee to take breaks etc. Thus,
there is an input of local management on how staresrun and managed. However, SMs
seem to have generally no influence on key managefuactions such as assortment, pric-
ing, product display, ordering, etc. We also foavitlence that there are more and more de-
manding performance targets set centrally whichtiackto turnover as in other food retailers
like Tesco and Carrefour. This puts pressure on &Mzt down hours for part-timers. This
leaves less room for SMs to make a major differearak can open the door for ‘abusive’ be-
haviour which is actually encouraged by Lidl's ‘e culture’. However, one can say that
personality and attitudes of SMs and DMs (e.g.tpasmotivation versus fear) do play a role
in the rather de-regulated social space of foodadisters such as Lidl in IRE, UK and G in
our sample. However, in countries such as ESPlitaied extent, and in FIN to a larger ex-
tent, the role of IR, labour law and welfare staigitutions make it more difficult for ‘abu-
sive’ managers to bully employees and act repregsiComparing Lidl in Germany and
Spain, one might now argue that not just the higindower general level of regulation, but
their specific details, i.e. whether they applyctmpanies comprised of several small estab-
lishments. The latter makes it easier for Lidl iar@any to avoid unions and control collec-
tive action.

Another example of host country influences on stoemagement and skills is the role of na-
tional education and training system. We found s@widence that degree of training and
skill development for store managers and employaegs between countries and host spe-
cific societal support of education for retail werk and apprenticeships, e.g. in G and FIN
have impact on providing a higher skill levels iitstores’?®

Moreover, we found some evidence of reinterpretatb already existing H&S and labour
law which seem to have some impact on improvingkvwasrd employment in stores embed-
ded in host country environments with less regdldie and education and training systems.
The introduction of more employee oriented HR styads of Lidl UK, such as the introduc-
tion of electronic time measurement, formal guiged requiring managers to document ap-
praisals and being more accountable and some fsatiah of training, are examples here.
These changes in HR seem to come directly from HQIs, that after the Lidl scandal in
Germany. In short, Lidl became much more seriowaibnsuring that local managers abide
by the existing H&S regulations and labour lawhe UK.

Our table below shows that store hierarchy and logaoht of staff in small stores is quite
similar across countries; the major differencestlaeeuse of mini-jobbers in Germany and the

* However, one could arhue about quality of vocatimd education at Lidl stores, since they usealffer

only two-year courses; providing a third year otadythose that might become DSMs.
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new category of shelf-stacker/cleaner in Spain. $panish example provides evidence that
employee oriented unions, such as the CCOO, gaoe influence on work organisation in
Lidl stores, when they taking a more critical semowards increasing demands of manage-
ment to increase flexibility of allocation of wotlisks. The mini-jobbers in Germany, which
are usually students, however, never sit on chdaskdiney usually come in the morning for a
few hours to remove empty boxes, consolidate hafitg shelves and tidy those tp.

Across countries there seems to be some in-stolalitpydrom shop assistant, first taking up
the role of duty manager, to DSM, and from DSM kb. $lowever, we have evidence that the
latter career path from DSM to SM has become margdd in the UK. Currently, Lidl UK
still draws from two different labour pools for thecruitment of SMs: externally on graduates
and internally. However, it looks like a shift tomda that external recruitments of graduates
only for the position of SMs might become the pneféd option.

3.4.2.3 Working time management

In working time management we also did not find ynamgnificant differences across the
countries studied (see table below and section B&n in Lidl Finland unions have com-
plained about increasing use of part-time work seeim not to be able to counteract the trend
towards part-time employment which has become trennin retailing outlets worldwide
(Carré et al. 2010). As already mentioned, abovealse found evidence that Lidl is more
professionally dealing with unpaid overtime acré&sope. However, full-time employed
SMs it is quite common that they unpaid overtimeisTis especially the case, if they lack ex-
perience, have difficulties to organise work innisaboth issues seem to be closely connected
with poor store performance and might lead to sans¥ if demanding or inexperienced DM
are in charge. We also found some evidence thedgsste.g. in Spain and Ireland, have scaled
down hours of part-time employees in the afterntdtthe financial crisis. This puts pressure
especially on part-time employees with low salatesake a decent living and they need to
gain extra hours which makes them more vulnerab&btisive managerial behaviour.

There is also no significant difference in specgtoups who work for Lidl stores across our
sample — with two exceptions: In the UK we findoanewhat higher share of male workers in
Lidl stores. In Ireland a majority of the workerg anigrants.

3.4.3 Concluding comments

Our study shows that Lidl has a global cost leddprstrategy that goes hand in hand with a
high degree of standardisation of management, vaotéé employment practices across
Europe. We found that some host country instit@ionfluences, especially IR, national edu-
cation system and labour law have some influenckom Lidl operates and how Lidl stores

are managed. However, given that unions in retagire less powerful than in manufacturing
due to the combination of lower skilled employeaigh number of part-time workers and

small size of stores, employees in Lidl stores seebe often quite vulnerable. Thus, with the
exception of Finland and less so in Spain, we fothat trade union organisation in Lidl

stores is relatively low. These host country infloes are, however, not always in line with
predictions of VoC (e.g. Hall and Soskice) and tstrengthen suggestions, e.g. by Artus
(2008), to concentrate future research, espediallyon-core or peripheral industrial sectors

> Pensioners looking after the parking lot alsoeanployed as mini-jobbers.

Besides formal sanctions such as notice and d&shiwe also came across informal ones like mglyiude
treatment etc.
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of the host country, not so much on the questiamstitutional differences still matter. Instead
the crucial questions, which we suggest to ashim gtudy is how sectoral and sub-sectoral
institutional related to the format that the MNCansferred abroad influence work and em-
ployment in food retail stores. In the case of Md found that the MNC tried to universally
impose its ‘model’, developed in the home countngl d&ased on global cost leadership,
across Europe. Accordingly, we found only limiteddence of significant influences of host
country institutions on management, skill developthand working time arrangements.
However, as in the case of hypermarkets, the dfnersfghost country specific IR systems, es-
pecially within the retail sector and the discourgigb-sector do also matter for discounter as
seen in the cases of Finland and Spain.

The Finnish case is the best example for the lattere we see the huge importance of gov-
ernmental regulation of IR and more employee frigist country institutions. This shows

clearly that without governmental supports it igually impossible to organise disparate low
skilled workers in small establishments in the fataggressive and ‘authoritarian’ owners
and managers, especially when unions are weakegsdlganised.

Additionally, we also found some evidence, espiciad Finland and the UK, that Lidl
started learning from mistakes, especially in thermath of the Lidl scandal in 2008. An im-
portant reason for this was probably an increasitgrnal stakeholder pressure from e.g. the
media and trade unions like ver.di in Germany anather host countries like Finland, to
steer clear of negative effects on its Europearamesipn. The firm has introduced new ‘for-
eign’ practices which differ sometimes from the whgy operate in Germany such as the
shop steward and the industry safety delegatesiarfd among others. Lidl also started ap-
pointing non-Germans to senior positions such asdXk HR director, who seems to be mak-
ing quite a difference to their operations here isnthoving the culture slowly away from the
rigid authoritarianism associated with the Germa® ¢ulture. It's also interesting how the
union in Finland is shown to have ‘helped ‘Lidllearn how to operate differently via a com-
bination of intervention initially and more recentiollaboration (see section 5.15). The de-
velopment of trust to key stakeholders in the ltosintry seems to be an important feature as
well as the building of trust between Lidl HQ atslforeign operations (ibid).
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4  Country studies

4.1 Germany

4.1.1 Introduction

Within the varieties of capitalism debate, Germengonsidered a (or in fact: the) typical Co-
ordinated Market Economy (Hall and Soskice 200hgracterised by cooperative forms of
interaction between firms and their business psastimedifferent domains:

= Corporate governance and finance: networks of esbaseholding; ‘network reputational
monitoring’ of companies’ business success anditevecthiness, allowing long-term re-
lationships with investors (independent of shomtrtgorofitability). In the grocery sector,
family ownership (Aldi, Schwarz Group) and independretailers’ cooperatives (Edeka,
Rewe) dominate.

= |nter-company relations: relational contractinghnstuppliers and customers and collabo-
ration (e.g. in R&D and standard setting) with ceiprs. Different from what might be
expected from a standard VoC perspective, Germacegy retailers’ supplier relation-
ships are frequently characterised as price focaseldconflictual (Behrens 1992), while
e.g. in the UK, a typical LME, they are much mooeperative (Fernie 1995; Wrigley and
Lowe 2002).

= Education and training system: employer associationcooperation with trade unions
supervise vocational training; industry-wide skaitegories and training protocols provid-
ing high levels of industry-specific skills.

= Industrial relations: coordinated collective bargag where strong trade unions and em-
ployers associations in lead sectors set a (usoadlyerate) wage increase which is then
followed by all other sectors; supplemented bystesy of works councils with ‘consider-
able authority over layoffs and working conditignsut detached from industrial conflict.

The latter two domains will be discussed in more&ididelow. In manufacturing they are
closely related to what has been described asrslfierl quality production’ (Sorge / Streeck
1988; Streeck 1991), i.e. a form of high-volumeduation of customised quality-competitive
products that developed in Germany in the 1980snwiewv (IT) technology allowed the
combination of craft-like quality and customisatianth Fordist-like high volume output.
This development has been based on the followisgtiional elements: Rigid wage deter-
mination leading to a high and even wage level makaployers willing to invest broadly in
training and retraining and to organise work imar-Bravermanian’ way; while employment
protection through collective agreement, co-deteatidon and legislation creates cooperative
attitudes among workers including the acceptancéecdinological change; and finally, a
training regime with nationally standardised anddrously enforced curricula’ closely su-
pervised by semi-public Chambers with compulsoryninership results in an excess pool of
polyvalent workers and skills.

It is obvious — and is frequently discussed — thet model is under pressure (Streeck 1997;
Streeck and Thelen 2005); factors frequently disedsnclude: increased global competition,
the shift from manufacturing to service industrig® aging population and the unification of
Western with Eastern Germany.
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Other authors, interested not only in core manufaag industries, have criticised these com-
parative capitalisms theories because for themifiigutions in the manufacturing sector are
assumed to represent the whole of the system,ugththey actually constitute only one seg-
ment of the economy as a whole” (Lehndorff et 802 109); and they have warned that the
‘German Model’ is also threatened by developmentsrging in ther non-core sectors. In ad-
dition to the four institutional domains describtaabve they have stressed the importance of
the German welfare state that structures the suptlge predominantly female labour force
in non-core sectors; on of them being retail.

4.1.2 The welfare state and institutions shaping the structure of labour supply

Esping-Andersen (1999) characterises Germany asnseovative welfare state. It is built
around the idea of a male breadwinner and favdwesrale of women as house-wives and
child carers.

Social insurance

Germany combines an extensive contribution-based,nion-distributive, social insurance
system providing for unemployment benefits and marsswith a system of minimum social
assistance for those in need and a somewhat distebhealth insurance system. In contrast
to unemployment and pension insurance, health anser contains a redistributive element; it
provides a general service to the whole populabah is financed through contributions
linked to income (again with caps and exemptiomshigh income earners who do not (fully)
contribute to the redistributive system).

Traditionally (semi governmental) social insurasgstems are financed through equal con-
tributions from employees and employers as cepiaitentages of gross wagedecent re-
forms have slightly shifted contribution paymendsemployees. In total, employees’ contri-
butions to statutory social insurance amount tghtly above 20% of gross earnings. Above
an annual gross income of about € 45,000.- coritabs are capped, and several exemptions
apply.

There is a continuous debate in Germany about whetltis system is sustainable. Central
government repeatedly had to assist the (formatigpendent) social insurance systems with
tax money. Especially employers ague that themrgsto the) contribution to the social secu-
rity systems (‘Lohnnebenkosten’; which are usugligatly exaggerated) is too high, destroy-
ing their competitiveness and hampering the creatigjobs. Benefits have been cut step by
step; an important step was made by the Red-Graegrigment in the mid 2000s: the restric-
tion of (full) unemployment benefit to one year g those unemployed for more than a
year on minimum social assurance (so called Hafizptesently set at € 364 (plus housing
allowance and a few other benefits) for a one-persmsehold.

The social insurance system supports the Germaa brebhdwinner model. Wives who do
not work — as well as children — are automaticallyinsured (in the health and the pension
system) with their husbands (at unchanged contabuttes).

Tax system

For many low income earners, deductions from tgesss wage in the form of social insur-
ance contributions are considerably higher thaonrnme tax payments. Starting rate at an an-

¥ An exception is (Berufs-) accidence insurancechvlis solely financed by employers, contributioasying

between industrial sectors.
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nual income of € 8004.- for a single household4i%with linear progression of the marginal
tax rate to 24% on an income of € 13,469.-; atpobisit € 1,038.- have to be paid. From here,
the marginal rate progresses linearly to 42% onirmome of € 52,882.-; at this point
€ 14,038.- have to be paid. There is no furthereiase of the marginal tax rate until an in-
come of € 250,731.- where the marginal tax rateees to 45%.

Just like the German social insurance system thren@eincome tax system also supports a
male breadwinner model (Dingeldey 2001). This isdose for married couples’ income tax
is not calculated for both partners separatelyitbctmes of both partners are added up and
then split up into two fictional equal incomes fwhich tax is calculated (‘Ehegattensplit-
ting’). Thus the higher income (usually of the hausth) is taxed at a lower rate, while the
lower income (usually of the wife) is taxed at ghw@r rate. This discourages wives from tak-
ing up lower paid jobs to supplement household nmeoAn important exception are mini-
jobs.

Mini-jobs

Mini-jobs (officially called marginal employmentGeringfligige Beschaftigung’) have be-
come an increasingly important part of the Gernabolir market. Originally, marginal em-
ployment had been a regulation that was supposéatiiitate income tax declarations for a
relatively small number people earning an insigaifit and usually irregular extra income

(Knospe 2007). But, with increasing unemploymem, (relative) attractiveness of mini-jobs
increased.

Government reforms of the regulation also intentdethcrease their attractiveness (for em-
ployers and employees), because unemployed whadvpack up a mini-job would disappear
from unemployment statistics. E.g. the Red-Greevegunent increased the maximum in-
come of mini-jobs to € 400.- and abandoned theictisn of weekly working hours (until
then 15 hours}* Job centres frequently pressure unemployed persoteke up mini-jobs
even when wages earned are extremely low by thriegtéo cut their benefits.

For mini-jobs, the employer usually pays a lump safrabout 31% of the net wage as social
systems contributions and as tax. The employeedas very little deductions; his/her gross
earnings more or less equal net earnings.

For married women the mini-job regulation has digant benefits. Income from mini-jobs is
not included in the joint tax calculations of madicouples. Thus the wife’'s income from a
mini-job can be taken tax-free to supplement hoolseimcome.

In March 2009 there were about 7.15 million mirspers. For 2.25 of these, the mini-job
was a second job; for the other 4.9 million, acdmgnfor over 12% of the working popula-
tion, it was their only job. Of these, 1.35 milliavere students; 1.85 million were married
women.

Pre-school child care

The limited provision of pre-school child care seeg works in the same direction: The legal
entitlement is limited to half-day kindergartenedor 3 to 6 year olds; and in reality such
spaces are sometimes hard to find (especially imdo West Germany). Créches are also
relatively scarce. From 2013 onwards, parentsaisib be entitled to give their children 1 to 3
year olds to a créche. The present discussion dbeuhtroduction of a child care subsidy of

0 In addition, there is a solidarity charge (Safitaszuschlag) of up to 5.5% of income tax (artieotaxes)

originally intended to finance the German unifioatprocess.

. Ppresently the German government plans to raiséhtieshold to € 450.-
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€ 150.- to parents that do not give their smalldrkn to a creche again demonstrates the con-
servative tendencies of German welfare state psfféi

Redundancies and dismissals

There are basically three forms:

= Redundancies for economic reasons (betriebsbediigjtdigung) when workers can no
longer be employed profitably.

= Dismissals for personal reasons (personenbedingtedigung) when the worker is no
longer capable to work effectively, e.g. long-tahmess. Such a dismissal may not be jus-
tified with the age of an employee.

= Dismissals for behavioural reasons (verhaltenslggeliKiindigung) like rude behaviour,
violation of work-related duties, or criminal actidUsually in the first incidence a warn-
ing notice (Abmahnung) has to be issued before thencase of repetition — the worker
can be dismissed.

There were cases, where petty offences had bedritaisebstantiate such a dismissal. In the
infamous case of ‘Emily’, a cashier had found a éampty bottle deposit receipts somewhere
in the store and had handed them in for cash; aidoben dismissed without notice, on the

spot. In 2010, the Federal Labour Court has rieldismissal as unlawful (2 AZR 5341/09).

Working time regulations

The Working Time Law (Arbeitszeitgesetz 1993; sgpded Arbeitszeitordnung) restricts
daily working time to 8 hours or a maximum of 10ul® when compensated by time-off.
Working time of more than 6 hours must be interedgddy a break of at least 30 minutes (may
be split up in two breaks of at least 15 minufé&)orking is usually not permitted on Sun-
days and bank holidays — with an increasing nurobexceptions. Working time regulations
do not apply to managers (‘Leitende Angestellte’).

Store opening hours

From 1957 the Ladenschlussgesetz (for its histérgpiekermann 2004) regulated opening
hours from Monday to Friday 7:00 until 18:30 andus@ay 7:00 until 14:00 (except first Sat-

urday every month 7:00 until 18:00). Since the ehdhe 1980 opening hours have been
gradually extended: 1989 allowing longer hours dwrsdays; 1996 extending hours from

Monday to Friday to 20:00, and Saturdays to 162003 on Saturday until 20:00. Since 2006
store opening hours are regulated on the Stateé (exferm of the federalist system), and

most state governments were quick to completelréilise store opening hours except Sun-
days, when stores still have to close, with varygrgeptions.

4.1.3 Education and training

School system

School education is regulated by state governmleatding to significant differences within
Germany. Primary school is for four or six yearkisTis followed by three main tracks: Main

2" This child care subsidy (Betreuungsgeld) is nvasgiopposed by trade unions and employers’ astooi

including the retailers’ association HDE.

8 In Germany, this break is usually not countedvaeking time and thus is unpaid.
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school (Hauptschule) is for a total of nine or years (inc. primary school); pupils from this
track are highly disadvantaged in the labour markee middle school (Mittelschule) is for
10 years. Finally there is the Gymnasium (twelvehiteen years) which leads directly to a
qualification for university study (‘Abitur’). Attepts to integrate the different tracks in a sin-
gle school form (Gesamtschule) have frequently be®n successful. Especially academics
seem to want to maintain the Gymnasium as a digshgd school for their children.

The German school system has regularly receivedhavks in the international comparative
school (PISA) tests, primarily because especidiiidoen with a ‘migration background’ who
visit main schools frequently lack basic skills.

There are also relatively few all-day schools. Ataries about schools and teachers who ex-
pect parents to assist their children with homewailskund. The German school system has
two effects: The social status of parents signifisadetermines the social status of their chil-
dren. And there is a high fit with the male breatdvar model when one parent (the wife)
looks after the children in the afternoon and suiges their homework (Enders-Dragasser et
al. 2004).

Vocational education and training

One of the core institutions characterising then&ar economy is dual vocational education
and training (VET) (Hall and Soskice 2001; Stre@®91). Thelen (2004) analyses how the
apprenticeship system became institutionalisedem@@n manufacturing: In 1897, as part of
a conservativdittelstandpolicy, craftsmen masters were given the solet igltonduct ap-
prenticeships (‘Lehre’) with a journeyman’s exantioa based on national standards and cer-
tified by Chambers of Crafts. In the early yearsha® Weimar Republic, manufacturing (and
especially engineering) companies had attemptezktiend vocational training to their remit
by developing their own industry standards. Finaltye Nazi government gave Chambers of
Industry and Commerce the same rights as Chambé@maftis (Thelen 2004).

Concerning vocational training in the retail sectiutscha (1988) and Schenkel (1988)
sketch out a very different development: Dual vioeet! training for retailers (Einzelhandel-
skaufmann) had been introduced in 1940 while salesam (Verkaufsgehilfin) had been a
two-year training-on-the-job coursAr{lernberuj since 1941. In 1950, the vocational training
of Verkaufsgehilfin was abolished while the thremycourse of Einzelhandelskaufmann/frau
was (re-) introduced. But, since then there haa laeeontinuous discussion about the reintro-
duction of a simplified and shorter qualificaticor kales assistants, usually seen as especially
appropriate for women (Ehrke 1981). Criticism frohmin store retailers led to two different
tracks of this apprenticeship: It could have eithenore sales focused, i.e. narrow orientation
or a more administrative, general orientation. 9@ the number of retail apprentices peaked
at 231,164. In 1955, 92.8% of the apprentices weréhe narrow sales oriented track, while
only 7.2% were on the broader, more commercial ahdinistrative track. Of those on the
narrow track 83.9% were female, while of thoselmliroader track only 59.2% were female
(Kutscha 1988: 23-4).With the growth of self seevand of chain stores, where many of the
merchandising functions were no longer locatedhenstore level but at company headquar-
ters, the qualification needs of retail companibanged. In 1968, the pressure from chain
store companies led to the introduction of a twaryapprenticeship for sales persons
(Verkaufer/in). Within a few years, most of the eggiceships where two-year apprentice-
ships, while the number of three-year apprentigesiiiecreased significantly, and within
twenty years, the majority of vocational traineespecially women, were in these two-year
courses (Kutscha 1988).

In 1987, the government replaced the old three-gpprenticeship (Einzelhandelskaufmann/-
frau) with a new three-year apprenticeship (Kaufmtdrau im Einzelhandel), which recog-
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nised the structural change in retailing from théejpendent shopkeeper to chains of larger,
centrally administered stores, as well as the thtction of new technologies. This new three-
year vocational training was highly successful, agdin the majority of vocational training
contracts were three-year courses, while the nummib®vo-year contracts decreased dramati-
cally. But two-year vocational training contracts/e grown again over the last 15 years.

Today, about 80% of the retail workforce have hadational training; Voss-Dahm (2009)
also stresses, that not only the majority of fufle employees are vocationally trained but
also the majority of part-time workers and evenmi-jobbers (cf. below). But, about two
thirds of them have two-year VET; Verkaufer/inner Ay far the biggest group accounting
for about 80% of all two-year vocational traineas@ermany (data from Bundesinsitut fur
Berufliche Bildung, BIBB). While many retail compas consider three-year VET as a basic
requirement for recruiting team leaders, departhnmnstore managers, a two-year trained
Verkaufer/in would not have a chance to progress the years to these levels. But in princi-
ple it has always been possible, and has recewly been facilitated, for two-year trainees to
add a third year of training.

Some general questions remain about the value wamatidén of two-year VET courses, and
whether VET in this sector also leads to a ‘higad’goroduction model as it frequently does
in manufacturing. But still Voss-Dahm (2008; 20@arré et al. 2010) argues (a) that shop
assistants at German retailers are frequently gmere responsible tasks and scope for dis-
cretion than their colleagues in other Europeamtiaas, and (b) that VET ties retail employ-
ees to the sector through identification with thelr seen as a professioB€ruf) and despite
low pay. The latter argument points to an additior@n-business function of an institution
transferred from manufacturing to retailing, ileatt of general social integration; while the
interviews conducted for this project so far pr@ddonly little support to the first observa-
tion/argument.

On the other hand, all interviewees where the wiggr dealt with this question said that their
companies [Lidl, Aldi Nord and Real] undertook vbeaal training primarily in order to
‘produce’ future team and/or store managers. Fretfjua three-year vocational training is a
precondition for a career within stores — and i@ reases even beyond. All interviewees de-
nied that their company would employ two-year appoes because they could be used as a
cheap work force — a statement that could not ftedewithin our research.

During these last 15 years, the number of vocatitramees in retailing has increased con-
tinuously and the share of male apprentices hagsased above average. Especially in two-
year apprenticeships, the share of women has dsttdeom around 80% to 61% (cf. table
below).

- 68-



Table: Development of new vocational training cont racts

1991 1995 1999 2006 2008 2010

Verkaufer/in 11,648 9,537 15,021 21,306 25,008 27,439
women 7,509 11,163 13,545 16,329 16,776
%women 79% 74% 64% 65% 61%
Kaufmann/-frau* 31,584 26,529 33,483 32,823 34,101 33,345
women 16,059 20,583 18,069 19,644 18,720
%women 61% 61% 55% 58% 56%
Verk. + Kauf 43,232 36,066 48,504 54,129 58,947 60,784
women 23,568 31,746 31,614 35,877 35,496
%women 65% 65% 58% 61% 58%

Note:  *includes follow-up contracts for two-yeaained Verkaufer: 4,047 in 2008; 6,234 in 2010
Source: BIBB

Advanced vocational training

An advanced vocational training on top of threeryeacational training could be ‘Handels-
fachwirt’ (the equivalent of ‘Meister’ in crafts dnndustry), which takes 3 to 24 months.

Young people with advanced secondary education t@Abiare also offered an ad-
vanced/extended three-year dual training coursan@élsassistent’) organised by Chambers
of Industry and Commerce; this training, includ2yweeks of theoretical education, leads to
an equivalent to the three year vocational cedi@@lus a qualification as supervisor of voca-
tional training, similar to ‘Handelsfachwirt'.

Many sections of the retailer association (HDE)oatsin professional training centres
(Bildungszentren des deutschen Einzelhandels) dffat a broad variety of retail related
training courses.

Higher education

Higher education is presently undergoing transfeionawithin the Lisbon process. Manage-

ment has been one of the first disciplines to attipnew bachelor/master system. In addition
to universities, there are polytechnic schools (k$obulen) offering bachelor courses. In-
creasingly polytechnics and ‘professional acadenfigerufsakademien) also offer dual stud-

ies courses (Duales Studium) combining study ctassth practical work in enterprises, de-

signed in the style of dual vocational training.

4.1.4 Industrial Relations

Workers interest representation in Germany occuarshoee somewhat independent levels:
There are works councils (‘betriebliche Mitbestimmg)), there is some codetermination on
enterprise level (‘Unternehmensmitbestimmung’), Hrete is collective bargaining — primar-
ily on industry but sometimes also on company level

The union: Verdi

Trade unions are not only dealing with industri@lations. They also are incorporated in
many institutions, e.g. within Chambers of Indusaind Commerce, where the jointly with
employers’ representatives decide on vocationalitrg.

Trade unions in Germany are organised along indlisectors. The only nationally relevant
union that did not fit into this system, the DAGanizing white collar workers, became part
of Verdi. Verdi is the result of the merger of fiuaions in 2001, including besides DAG the
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HBV (Gewerkschaft Handel Banken Versicherungergdrdanking, and insurance) and the
OTV (public services, transport, and travel) whiclganised transportation and logistics
workers and thus was also relevant for retail camgsga With over two million members,
Verdi is the second largest German union. Verdirganised in sections (Fachbereiche), in-
cluding FB 12—Handel (trade), and sub-section (gagtpen), like Fachgruppe Einzelhandel
(retail). These industry-specific sections togethih regional organisational units make up a
matrix organisation.

After exceptionally high membership growth ratesHBV in the 1960s and 1970s (Bayer
1980), when the size of stores grew, and a desimee the early 1990s, union density in re-
tail is clearly below German average: Verdi’s traeetion (Fachbereich Handel) has 307,000
members (2010; including pensioners and unemployedhd industry (retail and wholesale)
with some 4 million employees.

Employers’ association: HDE

Due to conflicting interests, the organisation aiptoyers had for a long time been frag-
mented between various types of retailers (WeirB13&uber 2009). The Hauptgemeinschaft
(later: Hauptvereinigung) des Deutschen Einzelhisn(l¢DE) organised mainly traditional
retailers; a, and in 2002 became part of HDE; by an 2009 with the dissolution of the
Bundesarbeitsgemeinschaft der Mittel- und Grol3etrides Einzelhandels (BAG), domi-
nated by departments stores and other down-tovaileet, HDE (Handeslverband Deutsch-
land) became an all encompassing retailers’ assmtia but still characterised by fragility
and internal tensions. Trade unions are an impogkment in the German neo-corporatist
system.

Collective bargaining

Before dealing with collective bargaining, it isportant to note that Germany is the only
country in our sample that has no general minimuagenThe sometimes desperate situation
resulting from this is reflected in a Federal Lab@aurt ruling from 2009, that wages below
66% of the usual wage in a sector (‘branchentbtitleén’) would becontra bonos moresr
immoral (‘sittenwidrig’) and thus against the laBufidesarbeitsgericht, verdict 22.4.2009, 5
AZR 436/08).

Regulations on strike are not cast in laws but hderxeloped over a series of court rulings
(Daubler 2010). The right to go on strike is a edlive right that can only be exercised
through unions (usually unions undertake balldfédrks councils are not allowed to engage
in organising strikes.

Strikes are only allowed in order to support gdhlt can be regulated by collective agree-
ment. Strikes are not allowed while a collectiveeggnent is in place and has not been termi-
nated by one of the parties. While parties are gegan bargaining, only short warning
strikes are allowed.

Union members usually receive wage compensatiam fifeeir union while on strike. Ger-
many has the lowest level of strike action in Eerop

In earlier decades, the Federal Ministry of Ecoremthiad declared many collective agree-
ments in industries where coverage was somewhatloding for all companies in the re-
spective sector (‘Allgemeinverbindlichkeitserklagin Since employers associations increas-
ingly vetoed this practice it has become very rareetail it ended in 2000.
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Collective agreement in the retail sector

The following is a crudely simplified descriptiofi the highly complex collective agreement
— or rather: the system of several collective agesdgs — where highly complex categorisa-
tions of employees according to vocational trainiregail work experience, possibly other
work experience and age, as well as the job desmrippply. It refers to the region of Nordr-

hein-Westfalen at the end of 2010. Wages in Eagenmany are somewhat lowér.

Most retail workers (sales personnel and cashi@ms)grouped into salary bracket I. This
reaches for employees with two-year vocationalilrét@ning from € 1,558.- (including a €
52,- bonus) in the first year to € 2,192.- afteyedrs of retail work experience. A beginner
with three-year vocational retail training wouladrgtat € 1,732.- and reach the highest level of
2,192.- after three years; but chances are thaetbmployees might be promoted and become
grouped into salary bracket Il with a slightly heghncome or even higher.

Team leaders (categorised as ‘Substitut’; salaaghet 111) would earn between € 2,214.- and
€ 3,147.-; department and store managers (‘Abtgdlaiter’, ‘Verkaufsstellenleiter’; salary
bracket IV) between € 2,623.- and € 4,079.- depenain their work experience and the
number of their subordinates.

Workers without professional retail (or similarqitting (starting to work at an age below 18)
would start at € 1,280.- and would reach the higlee®l of € 2.140 or 2.129 after eight years
of retail work experience (if they stay in bracKet

Employees mostly working at checkouts receive atitiathal € 25.56.

There might also be a few employees, like warehoeseor cleaning personnel, categorised
as manual workers who receive a wage (‘Lohn’) nagdgrom 1,708.- to 2,465.-

Vocational retail trainees receive € 645.- durihg first, 717.- during the second, and 820.-
during the third year.

The collective agreement contains several othemlaégns, e.g. on annual leave allowance
(about 60% of a monthly salary), and a contributoremployees’ capital formation; annual
leave was from 30 to 36 days, depending on°age.

Finally, the collective agreement also containsil&tipns for the following surcharges:

- work of more than 40 hours per month 25%

- work of more than 40 hours per month and oveol&$ overtime per week 40%
- evening work (from 18:30 to 20:00) 20%

- night work (from 20:00 to 6:00) 55%

- work on Sundays 120%

- work on bank holidays during the week 200%

84 Cents are omitted.

% The differentiation depending on age was recemnild illegal by the Federal Labour Court
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Table: Coverage (retail + wholesale; share of emplo  yees covered 2009)

Sector Company| (partly) following
collective collective collective others

agreemen agreemen agreemen
Trade total 449 6% 28% 22%
West Germany 48% 6% 27% 19%
East Germany 24% 8% 35% 33%
All industries 52% 9% 19% 19%

Source: WSI Tarithandbuch 2010

The above table shows the coverage of the colkeeiireements in the trade sector, including
wholesale and retail. Standing at 50% or — if or@udes companies voluntarily applying the
agreement — 78%, coverage is still relatively highrecent publication by Ellguth and Ko-
haut 2012 shows much lower coverage rates). Butesi#000, until when the collective
agreement in retailing had been repeatedly declgeeérally binding by the Federal Labour
Ministry, coverage has decreased. The above datprabably also based on a relatively for-
mal definition of coverage. There are many exampfesompanies that have signed the col-
lective agreement, but where it is known that teyot fully comply with all regulations.

A very common non-application of the collective egment in retail refers to payment of
mini-jobbers. Because mini-jobbers do not have @mryonly little) deductions from their
gross wage, an equal payment leads to a situatn@meamini-jobbers earn a much higher net
income than other full-time or part-time employeHsis frequently seems to be seen as unfair
by mini-jobbers’ other colleagues; and thus thectica of paying a lower hourly wage to
mini-jobbers is frequently condoned by works colsm@nd trade unions [DO03] (cf. also
Benkhoff and Hermet 2008). But it can always ba@gay for other deviating practices.

Finally it should be mentioned that talks betweasrdV and HDE about a reform of the col-
lective agreement replacing job descriptions themsfrom classical department stores by
analytic pay schedules (Antoni et al. 2007) hawe been going on for over ten years; but an
agreement seems not to be in sight.

Co-determination on company level

Stock-listed companies and other limited liabildgmpanies that employ (directly or indi-
rectly as a holding company) more than 2,000 pexsbave to set up a supervisory board
(Aufsichtsrat). Half of the 12 to 20 members (depeg on the company’s size) are elected
by the company’s employees; employees’ represgatatiave to consist of four to seven
company employees (frequently these are works coonembers) and tow to three externals
(usually trade union representatives). When there draw between both sides concerning a
certain decision, the president of the supervidaard, who is appointed by the owner/capital
side, has a second vote and thus determines tigatecSmaller limited liability companies
with more than 500 employees have to set up a eispey board where one third of the
members are elected by employees.

The supervisory board appoints and controls thewdkes board. It has access to comprehen-
sive information on all corporate matters, and naygirove important decisions. Usually the
head of corporate HR (‘Arbeitsdirektor’) is not apmted against the will of employees’ rep-
resentatives in large companies.

In a recent study by Hoppner and Mullenborn (2Gd0y of the five retailers in a sample of
82 leading German companies were rated 0 on atesrdi@ation index ranging from 0 to 5
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(the exception with a high mark was Metro). As tin@n reason for this they see family own-
ership, including individual persons as well as ifgnfoundations. The special features of
corporate governance of many of the leading retarhpanies seem to lead to a situation
where co-determination frequently is relatively Wdan Edeka and Rewe cf. Warich 2011)
or completely absent as at Aldi or Lidl.

Works councils

Works councils are a central element of the ‘Germmaalel’. A works council (‘Betriebsrat’)

is usually formed on factory or establishment (figdd’) level. In multi-establishment busi-
nesses, the single works councils send delegatagdimt or company works council (‘Ge-
samtbetriebsrat’). In corporate groups the jointrksocouncils are sending delegates to a
group works council (‘Konzernbetriebsrat’).

Works councils have rights to information, constidta and co-determination. They have to

be informed about all matters relating to persormahagement, including technical and or-
ganisational changes as well as personnel measlatiang to single employees. They have to
be consulted on issues like changes in work preseske installation of new technical sys-

tems affecting workplace, and training measuregcfap consultation rights also refer to all

redundancies and dismissals. Finally the havehd tagco-determine — and thus, under certain
conditions, veto — new recruitments, new or chaggab-categorisations (according to col-

lective agreement). The most extended rights tdetermination refer to areas like shift sys-
tems, over-time, health and safety, and techniedsures to control employees (like CCTV
or electronic time measurement); this also includes IT-systems/software measuring the
scanning speed of checkout operators.

Works councils may engage in company agreementsi¢Bsvereinbarun§j with employers
dealing with all the above issues. Such compangeagents must not violate collective
agreements between employers and trade unions.

Since works councils have to be established orsteblishment level and upon the initiative

of employees, this can become a hazardous procesyrecially at small establishments

where single active employees can easily be idedtiby potentially hostile management.

The revision of the Works Constitution Act (Betrsslrfassungsgesetz; BetrVG) in 2001 has
not changed much here (Wassermann 2002; RudolpM&ssermann 2006). Based on 8§ 3
BetrVG unions and company management can come &g@ement regulating the election

of (joint) works councils representing the emplay/eé several establishment of a company,
e.g. within a region. Finally, § 4 BetrVG allowgeddy existing works councils at a larger

establishment to extend its constituency to lingexhller establishments.

On average 44% (West Germany; 36% East Germangll employees in the private econ-
omy are working at an economic unit or establishinjBatrieb) that has a works council. But
there are huge differences between small and edtai@nts. In establishment with between 5
to 50 employees it is only 10%; 51 to 100 employ&% (39%); 101 to 200 employees 63%
(59%; 201 to 500 employees 79% (75%); and at astabénts with more than 500 employ-
ees 92% (92%) of the employees do have an electeckst representation (Ellguth and Ko-
haut 2012).

Works councils in the grocery sedtor

Hypermarkets: most/nearly all stores of the bigirthéike Real or Globus, and also (but to a
lesser degree) Kaufland (Schwarz Group) have wookscils.

% Not to be confused with company level collecéggeements between a trade union and a company.

67 Cf. also Glaubitz (2011).
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Supermarkets (including Verbrauchermarkte): In nadghe big chains and at the stores di-
rectly owned by buying groups Edeka and Rewe theseworks councils. But at the many
independent retailers (including the members ofkBdend Rewe) works councils only very
rarely exist.

Discounters: Works councils exist for decades ati ANlord (8 4 BetrVG) and at Penny (be-
longing to Rewe). At Netto—der Markendiscount, daling a new collective agreement with
Verdi (8 3 BetrVG), works councils on a regionatdewere elected in spring 2011. Aldi Std
has none, and Lidl only five works councils (onrstkevel).

Temporary and subcontracted workers

Temporary workers, formally employed by temp agesdiut integrated into the ‘lending’
company’s hierarchy and procedures, and subcoattacbrkers, employed by a subcontract-
ing company and formally only responsible to theiternal employe?® are two forms of
work that have increasingly caused trouble in #tair sector — especially after regulations
had been loosened by the Red-Green government.

In principle, temporary workers have to be paithatsame level as regular workers — unless
there is a specific collective agreement in plademp agencies. For years, a group of tempo-
rary work agencies had set up a collective agreemigh a group of very special ‘trade un-
ions’, this included the Deutscher Handlungsgehu&band (DHV, German Association of
Trade Assistants), a member of Christlicher Gewadr&fisbund (CGB; and member of Tarif-
gemeinschaft Christlicher Gewerkschaften fur Zeg#rund Personalserviceagenturen). This
agreement had set the minimum wage for temporarkeve at € 5.20 in Western and € 4.80
in Eastern Germany. After the Federal Labour Cbad ruled only recently that the DHV
was not representative as a trade union and tllusati have the right to sign a collective
agreement, a new collective agreement has beeriiategbby Verdi and other DGB unions,
setting the hourly wage at € 7.61 in Western Gegyman

This seems to have frequently led to a shift inftren of arrangement towards subcontracted
work: Companies offering subcontracted work (freglyethe same enterprises also offering
temporary staff) had also set up a collective age# with the Deutscher Handlungsge-
hilfenverband (DHV). Here a new agreement setsntimum wage at € 6.50 per hour.
Verdi estimates that there are about 100,000 sutamiad workers in the German commerce
sector (Mielke 2012).

4.2 United Kingdom

4.2.1 Introduction

Generally the UK has been characterised, at lease she late 1970s, as a model of neo-
liberal capitalism with a residual welfare stateilfery et al. 2009: 57). This model is reflects
the preference for a reliance on market forcesowem both the economy and the welfare
model (a means tested system). The UK, howevatstsa member of the EU and a range of
EU directives led to the development of a wideriaosafety net under New Labour from

1997. Rubery et al.’s conclusions (ibid: 74) pamunetheless to growing inequalities and
segmentation issues in the UK employment regimé @aitontrast between highly paid two

adult earner families and a large underclass of@Mabourers’. Issues of in-work poverty are

% This poses severe questions about the legalifyeopractice under most of these contracts (Miglke2).
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on the increase due to the low level of wages dsaseunderemployment of lower skilled

workers, particularly of women (ibid: 75-76). Thassues will bear heavily on our investiga-
tion of the food retail sector as one of the kayaie sector employers with a predominantly
low skilled, feminised workforce.

4.2.2 The Welfare state model and institutions shaping the structure of labour supply

General characterisation

In terms of Esping-Andersen’s (1990) 3 categorieszaifare state the UK has gravitated be-
tween the liberal welfare and social democratic emdlhe UK scored high in terms of the
decommoadification of labour in the 1950s with thedal of universal social citizenship de-
veloped by Beveridge (ibid: 53), which was furtkdewveloped by subsequent Labour govern-
ments until 1979. With the Conservative governnarit979 the UK moved more towards a
liberal welfare state model with more means tesimokfits and stricter entitlement rules to-
gether with modest universal transfers. Increagimgphasis was been put on market forces
and work. Many of these characteristics were cadrae by the Labour governments from
1997 to 2010 as part of their ‘“Third Way’ betweearket capitalism and socialism, although
there were some labour reforms such as statutadg tunion recognition and the signing up
to the European Social Charter and a general aateind welfare provision. The develop-
ment of the welfare state in the UK reflects Espimglersen’s references to the important
influence of political power variables and natiohggtorical legacies in the shaping of welfare
states (ibid: 47). Generally in the so-called Ar§kxon countries, institutional liberalism
tends to be the prevalent historical legacy.

Tax system

The tax system in the UK is very complex and theent government plans to abolish the 43
different tax relieves to simplify the system. Thain taxes payable from income are income
tax and national insurance contributions; for atipdoyees these are collected at source via
PAYE by employers before income is distributed.idlel insurance (NI) contributions and
entitlements to certain state benefits are depdénderemployees’ NI contribution record.
These include the state pension, contribution-bgsledeekers’ allowance, bereavement al-
lowance, and contribution-based employment and@tgiowances. These contributions are
also deducted at source by employers. The lev@llafontributions has an impact on part-
time employment and many employers in industriehsas retail aim to employ individuals
at levels below the rate of income at which it bmes necessary to pay NI contributions to
the state. Working tax credits also help to supplanow incomes. Employees with children
are eligible for such credits if they work 24 hoarsveek or more; in the recent budget the
number of hours was raised from 16. This will havaajor impact on many retail workers on
short hour contracts and unable to obtain moreshdluithey have no children then they need
to be working at least 30 hours a week.

Social insurance

The conservative/liberal democrat coalition goveentnplans to start phasing out a wide
range of benefits and replacing them with a unalgpayment. Currently there are a plethora
of different benefits including working tax creddhild tax credit, housing benefit, income
support, income-based job seekers’ allowance, ieemtated employment and support al-
lowances among others. The aim is to have a uralvbesic benefit with additional elements
for children, disability, housing and caring to popt people in and out of work. The govern-
ment goal is that no-one taking a job should tavbese off than if they were still on benefits
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(Ganesh 2010, p.38). The reasons being given éreforms by the coalition government are
to encourage greater participation in the labourketeand to simplify a very complex system
of welfare benefits and taxation. Cost reductioresaso a major feature of the planned re-
forms. According to the DWP (2010) the working agelfare budget has increased by 45%
over the past decade in real terms.

A recent UNICEF report (Pickett and Wilkinson 20@#) child welfare placed the UK and

USA at the bottom of the 21 OECD countries in teohthe 40 indicators of child well being

in rich countries. Pickett and Wilkinson’s work tims link these findings to income inequali-
ties in these two countries. The current governisenew is that there needs to be an in-
crease in working households to alleviate childgstywin the UK and this is the thinking be-
hind the Welfare Reform Bill 2011, which will be gded in from 2013.

A barrier to this goal, however, is the increasthn UK of involuntary part-time working and
so-called in-work poverty among low skilled, pam¢ workers in the service sector. Gov-
ernment welfare support is in effect subsidising ardy the employee in such jobs but also
the employer. Many of the ‘flexible work optiong’eaemployer driven and trap workers in
low pay, unpredictable hours of work, insecure awplent and limited other options for ei-
ther new jobs or retraining/upskilling. Retail iseosector where many of the jobs increasingly
take this form.

Childcare provision and the family

Sciarra et al's work cited in Sandor (2011, p.38ings to a shift in the UK from the male
breadwinner/female home carer gender regime mddekea2d" century to a male breadwin-
ner/female part-time carer model in the'2entury. Up until the implementation of the EU
Part-time Workers’ Directive in 2000, part-time Wers in the UK generally had few statu-
tory rights. But Sciarra et al. (ibid) point outitht is common to find occupational downgrad-
ing occurring with part-time workers and this cadmites to the significant gender pay gap in
the UK.

The previous Labour government from 1997 introdugexdix of legislative and employer-led
family friendly initiatives, which included increed parental leave, options to request flexible
hours, to reasonable time off to cover emergen@Gedays per annum unpaid leave), career
breaks, childcare vouchers, créche facilities axitaenursery places. The Sure Start pro-
gramme was introduced by the Labour government9@8lwith the aim or reducing child
poverty in the UK and helping disadvantaged famil&ad further help for older children
needing care in the form of tax credits were abégldor low earning parents (direct.gov-
parents 2011). The current government has not gtesd funding for such centres and some
local authorities are already cutting their suppaoraking it difficult for many low earning
families and in particular single parents to caméinn employment. Childcare costs rose 5.8%
in 2011 and average childcare costs are now ovED Alweek for part-time nursery places of
25 hours (Stevens 2012c). Over half of local autiesralso said parents are reporting short-
ages in childcare provision in their areas (ibid).

Kotowska et al. (2010) point out that the Anglo-&axcountries tend to perform worse than
other countries in the European Union in termseabnciling work and family life especially
in terms of their limited institutional and cultliupport for women working with poor pro-
vision of public childcare arrangements and minitealve provisions. They have a market
focus and limit state intervention into family agender issues (ibid, p.10). There is also less
acceptance of mothers being employed-they are &eghaither to withdraw and look after
children or work part-time.
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Impact of UK institutions on labour supply

According to Bamber et al. (2004, p.58) the firstade of the Zicentury saw a growth in
professional, technical and personal service joliee UK, two thirds of which were taken by
women. However, most of the growth has been in-forag jobs. The UK labour market
shows some deep rooted structural problems. Timesede long running skill shortages and
the emergence individual employment practices trggbb and wage uncertainties and work
intensification for those in employment for workersch as short term, fixed term, part-time,
outsourced forms of work, annualized hours and herg contracts. These practices are par-
ticularly evident in the retail sector of the econo(Gautié et al 2010).

A recent TUC report (2010) on employment in the ldkhe second decade of the 21st cen-
tury points to certain trends including rising fdenanemployment, an increase in long term
unemployment (33.4% of the unemployed face longhtenemployment of over 12 months)
and a youth (18-24 year olds) unemployment ratechvig far higher than the rest of the
working population at 17%. There has been a fafulrtime employment across the econ-
omy and in temporary employment, which had beenvoprg until 2010 but the number of
part-time jobs show strong growth. The CIPD’s cleebnomic adviser, John Philpott (March
2011) has pointed to the risk of a ‘jobs light' romic recovery and barriers to a growth in
the number of jobs, concerns about the types o f@ing created and the conditions they are
being created in.

Part-time Work in the UK

Sandor’s study of part-time work in Europe (201d)ngs to huge diversity with countries
such as Bulgaria with 2.3% and the Netherlands3&®.4The UK is midway between these
two extremes at 27% (ibid, p.11). There has besmdar increase in the rate of part-time
work for men and women over the last two decadésunope but the actual part-time rate for
women at 32% is four times that of men (8%) (il#y:Male part-time work is commonest in
the youngest and oldest age groups, whereas foewdhe rate increases with age.

The high rate of part-time working in the UK mask$igh proportion of involuntary part-
time workers (Sandor 2011: 14). As mentioned eartlee long working hours culture and
expensive formal childcare options in the UK cdnite towards one of the highest part-time
rates in the EU and part-time work is highly gerde(Sciarra et al. 2004 in Sandor 2011:
39). Thus part-time working in the UK is associatath occupational downgrading and lim-
ited career advancement opportunities. Certainggoapresented in the retail sector such as
pensioners and students, who are using the jolssiisidise other income streams such as
student loans and pensions are more likely to seegositives of these forms of part-time
working whereas those more dependent on the jobdseasmain form of income will tend to
be involuntary low hours part-time workers..

Retail is now the largest private sector emplopethe UK with approximately 3 million em-
ployees (Skillsmart Retail Ltd 2010a). Just undaif bf retail employees are part-time and
the mean hours worked in retail are 27.4 compavead WK mean of 32.5 (ibid, p.3). 68% of
the part-time work in the sector is undertaken lmmen. There is also a heavy reliance on
young people (16-24) with one third of employeeshia sector aged under 24 compared to
13% in the UK as a whole.

Working Time reqgulations and relevance for retatt®r

Employees may not work more than 48 hours per voee&verage (averaged over a 17 week
period). However, the UK has implemented the Euaop&/orking Time Directive 1993 in a
restrictive way, exempting employees such as marsg@ad professional staff and allowing
an individual to opt out; this must be a voluntdegcision and be put in writing. The TUC
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2010 report points to UK workers working 3 hourgi@ek on average more than the Euro-
pean average, few workers are covered by colleaveements on working hours.

In terms of the opening hours of supermarkets aod fetail outlets in the UK, the Sunday
Trading Act 1994 regulates opening hours on a Syrtti@ only day when there are restric-
tions on opening hours apart from public holiddyarge stores (280 square metres or more)
can open for 5 hours on a Sunday between 10-6pmrddulations exclude small stores with
a floor space of under 280 square metres. Supeetsaagke open 7 days a week until 8am to
10pm apart from large hypermarkets which are o®mour apart from Sundays. Employees
have some protection from having to work Sundaygeuthe Employment Rights Act 1996
but the retail sector employ workers who are caécto work Sundays only.

Temporary/Agency work

The Agency Work Regulations were introduced inth€ on 1. October 2011 and stipulate
that agency workers employed for 12 weeks mustibenghe same pay and conditions as
permanent staff. Initial surveys indicate that 1@%employers are making use of what is
called the Swedish Derogation Model to avoid thgulations. Here the individual is em-

ployed directly by the agency. The big supermarkat$ as Morrison’s and Tesco are two of
the big employers making use of this (Brockett 90There is however also evidence that
employers are taking on more permanent staff anplaimg fewer temps as a result of the
regulations.

4.2.3 Education and training

Our case study research indicates a variety ofauucand training backgrounds in food re-

tail with increasing numbers of students and peres® joining the workforce, although the

vast majority of employees on the shop floor wilstf have a basic education background. In
terms of recruitment criteria for the majority ahployees some basic reading and writing
skills in order to fill in the application form armbmplete the multiple choice tests are all that
is required.

Skillsmart Retail Ltd is the Sector Skills Counftit Retail and develops the national occupa-
tional standards for key roles in store operatiorthe sector. There is a concern in the sector
at the general level of under-qualification of Btedmpared to other industries. 11% of the
workforce have no qualifications (302,000) compai@@% across all UK industry (Skills-
mart Retail Ltd 2010b:.4). For managers in the@e®&0% have level 4 while the UK average
is 47%. The reason suggested for a 10% rise in geasajualified to level 4 in retail since
2002 is an increase in the number of graduatesiegt@anagerial roles in the sector.

As part of the UK Vocational Qualification Refornndgramme there has been a recent over-
haul of the qualifications system by Skillsmart &lesince 2009 to reduce the number of titles
from 150 to 10 and creating a simplified nationgtem of retail skills based on three catego-
ries of retail qualifications: job related qualditon for people already in a retail workplace;
Licence to practice qualifications and ‘GettingoinRetail qualifications’ for anyone in
schools, colleges and university. The aim is tdifyutihe workforce up to a minimum of level

2 for shop workers and level 4 for managers esfpgdrathe sales occupations where there
are the lowest levels of formal qualifications e tsector (ibid. 2010b: 11).

Retail company training schemes including retaé@fic management training

The food industry has pledged to increase theinitrg programmes to offer apprenticeships
and work experience to help bridge what is seea slglls gap among teenagers in particular
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who are leaving school without basic literacy amaneracy. They are also pledging to take
staff from disadvantaged groups (Leroux 2010).

Both Asda and Sainsbury have recently announcee leavestments in training for staff in

their stores. Sainsbury’s plan to set up 6 collagesain staff working in fish, deli and hot

food areas as well as in the cafes. Plans are,5@08staff to train at one of the colleges in
2011 rising to 10,000. Asda has just announcedhtheduction of 6000 apprenticeship places
this year and up to 25,000 by the end of 2012. Malsigo to existing staff but 7500 jobs are

expected to be created in 2011. They are also wgnkith the government job centres Job-
centre Plus to promote retail careers to the uneyepl (CIPD May 2011).

Recent government announcements from the DepartimeBusiness, Innovation and Skills
have pointed to reforms of the skills system inolgdexpanding the number of adult appren-
ticeship places, providing full funding for youndudts 19-24 to achieve their first full level 2
or 3 qualifications and funding basic skills cogr$ar those who have left school without ba-
sic literacy and numeracy (Department of Businessvation and Skills 2010). Recently the
major supermarkets have been embroiled in a corbout the government’s new work ex-
perience scheme involving ‘voluntary’ placementshwprivate sector employers of up to 8
weeks for job seekers. The accompanying threasslo$s of benefits if claimants do not ac-
cept and fulfil the placements led to accusatiohsmoployers using ‘forced labour’ free of
charge to them. The compulsory element of the gowent scheme has now been scrapped
and employers such as Tesco have developed thaipaid work experience programmes as
a replacement (Stevens 2012d).

4.2.4 Industrial Relations

General characteristics

The UK industrial relations system is traditionadlgscribed as a ‘voluntarist’ system and the
role of the state as ‘abstentionist’ since emplaymrale making was traditionally left to vol-
untary regulation by employers and trade unionsalB= et al. (p.45) describes the 3 key tra-
ditional components of British voluntarism as vdhny collective agreements, voluntary rec-
ognition of trade unions and a voluntary framewaofklispute resolution procedures. The first
element of voluntary collective agreements remainisstatutory recognition procedures for
trade unions were introduced by the Labour goventnmethe late 1990s and there has been
increasing encroachment of the state to limit ttagpe for legal industrial action since 1979.

However, concern about Britain’s relatively poooeomic performance and the sharp rise in
industrial action in the 1960s and 1970s, partitylat plant level, led to trade unions being
blamed for restrictive work practices and unoffigaikes and from 1979 a series of conser-
vative governments enacted legislation to bringualwhat they described as a ‘Return to
Free Market Forces’ (See Bamber et al., p.46-4Bn%@n, p.65). The ‘New Labour’ govern-
ments, which followed this period of conservativerfrom 1997-2010 claimed to pursue a
‘third way’ between capitalism and socialism andéek a balance between free markets and
individual employment rights. They did not chanfe system of labour law fundamentally
and thus retained much of the previous Conservaorernment’s legislation although the
attempt was made, however, to balance the contintestrictions on unions with certain
rights, such as, for the first time, a trade unimht of recognition. In addition, a national
minimum wage was introduced for the first time 897.

Statutory individual employment rights form part ehployees’ employment contract. The
contract in the UK does not have to be in writialihough employees are entitled to a written
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statement of their main employment terms within twonths of starting work. The range of
statutory rights includes the right to request it working, holiday entitlement of 5-6
weeks paid holiday. Employees cannot be forcedaxkwnore than 48 hours per week on av-
erage (averaged over a 17 week period) but thegpeoigsion in the UK for an individual to
opt out of this. Under the rules of the Working €iirective three types of breaks are avail-
able to employees: rest breaks, daily rest breaisneeekday rests. Statutory sick pay is paid
for up to 28 weeks by the employer who can recliis from the state. The National Mini-
mum Wage currently has three rates: age 22 and d8€21 years and under 18. All the rates
have undergone a reduction in real terms over déisétwo years.

Trade union organisation

Britain has a complex trade union structure, whigftects the historical development of Brit-
ish industry with craft, industrial and generalustures. The key unions today are general,
multi-occupational and multi-industrial with 10 ons having 60% of the membership. US-
DAW is the main retail industry trade union and lkasrently 415,000 members (USDAW
website 12.4.2012). There is only one trade unmmfederation in the UK, the TUC, which
currently has 58 member unions with 6.5 million nbens in total, a density of 26.6%
(Archur 2011).

Peak union membership was in 1980 with a membedbisity of 56%. By 2008 this had
reduced to below 30% with densities of 16% in thegbte sector and 59% in the public sector
(EIRO 2010). The unions are seeking to develop peganizing strategies to attract new
types of worker such as the new flexible workfonwemen, young people, and professional
workers as their traditional manufacturing membigrsleclines. Union membership is highest
in the professional occupations (43.7%) and loweshe sales occupations (12.9%) (Archur
2011: 1). Characteristics of unionisation incluthe fact that it is more likely with non-
manual workers, females are now more likely to lmntmers than males (29.6% as opposed
to 26.4%) and full-time workers are more likely he members than part-timers (30.1%:
21.9%) (Bamber et al. 2011: 39).

USDAW is the main union in the food retail sectadas the fourth largest and fastest grow-
ing union seeing a membership increase of 17%arpdst 5 years (Wikipedia 28.3.12). It is
characterized as a less militant union, rarely oigag industrial action and preferring to
work with employers via partnership agreementsldb has a managerial and supervisory
section SATA which represents middle and lower e management. USDAW has the
largest recognition agreement in the private seetthr Tesco where is has 160,000 out of its
386,572 members. It also has smaller, less adveotsgpartnership agreements with Morri-
son’s, Sainsbury’s, Co-op, Primark and Boots.

Unite has some recognition agreements in Sainsktorgs but whereas USDAW focuses on
the retail industry for the bulk of its membersHijnite has members (1.5m) ranging across a
large number of industry sectors. Unite has theitagfwn of being a more combative union
than USDAW and has engaged in action in food mtasguch as Sainsbury’s, where USDAW
has a weaker presence, calling for them to paylaimates to Tesco who pay above £ 7 an
hour (Neate 2011).

Employer Associations

The 1980s also saw a decline in the membershipnpfayer associations and a related with-
drawal from multi-employer bargaining in favour afsingle employer (company based) sys-
tem, which created a more decentralized systenoléative bargaining. There was an ac-
companying decline in collective bargaining coveraghe shift from multi-employer agree-
ments to single employer or non-union based hureaaurce management practices has led
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to a drop in the membership of employer associataord membership levels are estimated as
below 13% (Bamber et al. 2004: 42). Employer asgmsis and their umbrella organisation
the Confederation of British Industry (CBI) are neeen as operating on the periphery of in-
dustrial relations, providing legal, advisory anairiing services to their members (ibid). Nei-
ther the CBI nor the TUC engage in collective barigg in the UK.

The CBI is the main spokesman for business and deegp3000 companies, usually large
private companies, and 150 trade associations asbers across 32 industry categories
(EIRO 2010). It is primarily a lobbying organisatiavith British government and the EU and
also provides advisory services for its memberduaing on employment relations and con-
ditions. Unlike employer associations it has neaggaged in negotiations with unions or the
TUC (see Bamber et al.; Salamon, p.268-277). Iteriily opposes any further EU directives
reducing employment flexibility and the introductiof an employment test for all future leg-

islation i.e. how does it enhance employment |&/€)a strike action they want the introduc-
tion of 40% of balloted members (mirroring requiksrts for statutory union recognition) in-

stead of a majority of votes cast and the definind membership of a trade union to be laid
down in law not just in a trade union rule book (@B10).

The British Retail Consortium (BRC 2010) is thedeeade association for the retail industry
and, similar to the CBI, is a lobbying organisatemd provider of retail information to its
members not a negotiating body with trade uniongleCtive bargaining has traditionally
been weak in the retail sector and it was one efitldustries covered in the past by a wage
council which set minimum wage levels due to th& level of trade union membership and
collective bargaining in the sector.

Collective bargaining levels and coverage

The traditional focus of industrial relations iretklK as mentioned earlier has been on free
collective bargaining between trade unions and eygss at company and plant levels with

Wage Councils regulating the pay and conditiongafkers in sectors not covered by unions

including the retail sector (Marchington et al. 20@alamon 2000: 324-330). There is no

state or voluntary extension of collective agreetsdéut there is some sharing of information

between trade unions and the use of companiesrafiiparks in certain areas (EIRO 2010).

Collective bargaining in the private sector in gatar has been workplace based where the
rules of employment are settled on a day to daislmasthe shop floor between shop stewards
and foremen (Ferner and Hyman 1998: 3). There ban h single channel of workforce rep-

resentation in the workplace in the UK based ontthée unions and workplace representa-
tives are seen as having a pragmatic focus e.gapayours of work and getting the best deal
for their members. There has been a general ladkt@fest in involvement in management

decisions unlike forms of industrial democracy lba Continent of Europe.

This decentralized system has, however, been undednsince the 1980s by a management
shift to unilateral regulation of the terms and ditions of employment outside of the statu-
tory norms, especially in the new industries andise sector and for the new flexible work-
force. Bamber et al. has referred to a ‘represiemaap’ in the UK (2004: 52) as a result of
the decline in the coverage and scope of collectiveerms of coverage there has been a drop
from a high of 70% in 1970 to 30% of employeesistathat their pay and conditions were
affected by collective agreements (Archur 2011:@)llective agreements cover 64.5% of
employees in the public sector (down from 72% i@®0and 16.8% (down from 20%) in the
private sector (ibid). Current figures show Witle tthecline in union membership density, the
scope of collective bargaining has also reduceth miany employers refusing to recognize
unions for bargaining purposes, refusing to dis@amgsissues with them and making ‘take it
or leave it offers’(Bamber et al. 2004: 53).
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The previous Labour government was keen to proraotere partnership basis to industrial
relations, setting up a Partnership Fund to supgaming for more cooperative forms of
workplace relations (Bamber et al. 2004: 61). Thveas TUC interest in this programme and
their Partnership Institute recorded 100 formaltqenship agreements in 2000, with many
more informal agreements. Such agreements are needat based on mutuality, where the
employees show commitment and flexibility to aid thusiness whilst the employer promotes
long term employment and fair working conditionsthe food retail sector, the dominant un-
ion, USDAW, has a partnership agreement with Tedating back to 1998 (Blyton and
Turnbull 2004).

Alongside the concept of a partnership betweerettadons and employers in the workplace
in the 1990s based on employment security, infaonaharing and trade union commitment
to the success of the company pursued by some sisioch as USDAW, UK unions have

also pursued a drive to recruit more members. Hugye that social partnership only works
where there is strong trade union membership inibikplace and legal rights are also best
enforced by strong unions in the workplace. Thisosiething the national USDAW represen-
tatives in the Tesco case study underlined strodtitough the previous Labour government
promoted partnership, this did not rest on leggthts and they opposed the EU Directive on
National Information and Consultation.

Industrial action

Strike figures fell dramatically in the UK sinceethigh of 1979. However, working days lost
due to strikes have been rising again since 198%eaally in the public sector. This is set to
continue with the current public sector spendintg @nd changes to pension entitlements.

During the same period there has been a largeasera individual litigation and employ-
ment tribunal cases. There have been ongoing atseloypvarious governments to find ways
of reducing the number of employee references tpl@yment tribunals and encouraging
conflict resolution in the workplace. This is, hoxge, problematic in workplaces where there
is no independent workforce representation. Theegowent'’s lifting of restrictions on com-
pensation and the increase in legislation givingkers more rights are thought to have con-
tributed to this rise in litigation as well as tdecline in collective bargaining and strong
workplace representatives.

Employment rights are enforced through a varietynethanisms including ACAS, and em-
ployment tribunals, trade unions (monitoring legigln and collective agreements), civil
courts (rights of the trade unions to engage iRestction), Health and Safety Executive and
HM Revenue and Customs (compliance with the Natidiaimum Wage) (EIRO website
2010). However, the decline in union representaitioworkplaces as well as current plans to
reduce the number of health and safety inspecwnsad of the budget cuts are weakening
these other enforcement mechanisms for employngdrisrin the UK.

Industrial relations in the UK currently can thus $een as a mix of some legally established
individual rights but limited state involvementanllective rights and limited involvement of
trade unions and employers in public policy mak{gRO 2010). The main areas of trade
union and employer representation on governmeniebaale on tripartite commissions like
the Low Pay Commission and ACAS and in the SeckdtsSCouncils promoting vocational
training. The UK faces similar issues to other dewed economies including de-
industrialisation and the growth of atypical emptent. A combination of legislative, eco-
nomic and labour market policies as well as soeimographic and family based changes
over the past 3 decades have made organizing uiffior trade unions and increased the
scope of managerial prerogatives in the workpl&aam(ber et al. 2004: 57). Recent govern-
ment measures to further deregulate ‘in what isaaly one of the most flexible and least
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regulated labour markets in Europe’ (CIPD, Aprill2) are attracting growing opposition
from groups representing HR managers in the UKs&hresponses perhaps indicate a grow-
ing realisation that the UK is reaching the limafislabour market flexibility in terms of the
negative impact on employees, employment and erapleynployer relations as well as
damaging business itself.

Employment Conditions in the Retail Sector

The high level of low wage share in the UK is pard@arly marked in the retail industry (50%)
and is linked by Carré et al. (2010: 251) to the level of the National Minimum Wage rela-
tive to the median wage, the youth sub-minimum wagether with the high share of young
workers in the retail sector and the limited gripcollective bargaining in the UK. Retall

work in the UK in particular is marked by employeesnplaining of insufficient hours being

given and limited flexibility of work schedules @b 220). There is a strict division of labour
with individual delimited tasks in the US and UKai industry linked to minimal entry re-

quirements and high turnover of staff i.e. Taylatisvorking conditions (ibid: 233).

Vocational training for staff is limited and thea# workforce is dominated by low and semi
skilled workers. Generally employment conditiongétail across the developed world have
worsened according to Carré et al (2010: 255). @@mswith weak institutions in particular
have seen the erosion of social norms about wrateésasonable work load and hours worked
(ibid: 256). The retail sector is seen as a leadehe introduction of fragmentation, non-
standard hours, segmented work and the use obpHidns from institutions which help to
safeguard job quality (ibid:260). This is leadimga shift to cheaper labour, deployed only
when it is needed (ibid: 259) and a continuousierosf compensation and working condi-
tions.

4.3 Republic of Ireland

4.3.1 Introduction

The Republic of Ireland like a number of other doi@s does not fit neatly into the VoC con-
cept. The Irish model has traditionally been char@ged by a commitment to voluntarism
and adversarialism, which arguably derives fromhittory of British occupation until inde-
pendence in 1922. The close cultural ties, the iggadgc proximity of the UK to Ireland and
the fact that British unions continued to orgargsene Irish workers continue to have an in-
fluence on the nature of Irish industrial relatigi'®n Prondzynski 1998; Kerr 2005). How-
ever, unlike the UK (which in more recent yearsliy did adopt a weak form of statutory
union recognition procedure) the Irish model i®ald#luenced by Catholicism and corpora-
tism leading to a system that is conservative,raénéd and institutionalized yet at times an-
tagonistic and voluntarist. There is still no staty system for trade union recognition, so that
the ability of unions to organise companies depemugheir organisational strength in the
company concerned.

Although there was a mild flirtation with neo-litadism from 1982-1987 this ended with a
return to a more tripartite and coordinated labmarket approach. Neither did the ROI abol-
ish its voluntary system of tripartite wages cotlmaes in the UK, instead it retained them and
even after the introduction of the Irish minimumgeaused them as a means to raise wages
and conditions above the minimum wage in the ‘secdtades’ in fact there are 16 agree-
ments which include hospitality and retail (O’'Suéin and Royle 2013). It also has a system
of labour inspectors to enforce conditions anduieritial third party bodies which are used for
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resolving industrial conflicts for example the Lab&elations Commission and Labour Court
which are more influential and interventionist thtie British ACAS system. From 1987 to
2008 there was a coordinated and centralised seitmnal wage agreements known as social
partnership. In these respects the Irish systenbeaseen as more ‘coordinated’ although this
term is not really adequate to describe the realitpractices. In this analysis therefore the
VoC concept is not an adequate means to explairetiities of the Irish system.

4.3.2 The Welfare State Model and Labour Supply

The system of welfare in the Republic of Irelan®(Ris based on 3 main types of payments;
social insurance payments, means tested paymethtgréwersal payments. Since May 2004,
claimants must be ‘habitually’ resident to quali®r social assistance payments in Ireland.
Job Seekers Benefit (JSB) for example is a typgoofal insurance payment which depends
on the payment of PRSI (similar to national inseeam the UK) and on contributions that

have been made prior to becoming unemployed. JSBeigfore not means tested, if you

have enough PRSI you are entitled to receive iandigss of the amount you were earning
(see Table below) and it is available for up tom@nths. However, job seekers allowance
(JSA) is a means tested benefit which is aimetiage who do not have enough PRSI contri-
butions. If you are unemployed for a long time orrebt have enough PRSI to claim JSB or
once an individual has claimed the maximum allowatnh JSB, then you move onto JSA.

Other types of means tested benefits are familgnrec supplement (for those with children),

illness, invalidity (covered by the medical cardaternity benefit, and carers benefits. All the
individual's income and circumstances are takeo aticount in the calculation of the amount
that can be claimed, such as the partner’'s inc@aangs, property and so on. Universal
payments are paid regardless of a person’s incarseaial insurance record and example of
this would be child allowance (CI 2011).

Unemployment Benefit

The issue of unemployment of unemployment bensgflikely to become a more important
issue in the ROI as Ireland as of May 2011 now drasinemployment rate of 14.7 percent
one of the highest rates in Europe (Flynn 2011)weéieer, contrary to popular belief the Irish
system of unemployment benefit for those who aremployed for a year or less is not as
generous as in many Western European countrieseXample, an Irish single unemployed
recipient receives the third smallest amount inefies1in the EU15. The amount that indi-
viduals receive in relation to their previous eagsi in the ROI, that is the Net Replacement
Rate (NRR), is also the lowest in the EU15 at f4spercent, this compares very unfavoura-
bly with Luxemburg which has an NRR of 86 percéuntil 2010 there was only a flat rate
unemployment benefit or allowance, there was norpted element, whereas in Spain un-
employment benefit ranges from the minimum €482cdthe maximum €1356.86 per month.
However, even now there is only a higher paymenpéople earning over €300 per week see
table below.
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Table: Jobseeker's Benefit Rates (2011)

Average weekly earnings Personal Rate  Increase for a Qualified Adult
Less than €150.00 €84.50 €80.90
€150.00 and less than €220.00 €121.40 €80.90
€220.00 and less than €300.00 €147.30 €80.90
€300.00 or more €188.00 €124.8(

Note: Graduated according to earnings in thevagietax year
Source: welfare.ie

According to the 2008 Report of the Vincentian Rarship for Social Justice (VPSJ 2008),
many Irish households on welfare or the minimum evdg not have enough to sustain a basic
standard of living, for example a single claimawinlg in Dublin is estimated to need an addi-
tional €62 a week on top of what they are curreatltitled to in order to sustain a basic stan-
dard of living (O’'Grady 2009; EAPN 2011). One siiggant difference between the UK and
Ireland is that to obtain free medical care indr&l individuals must qualify by applying for a
medical card, in the UK the unemployed are autaraHyi covered by the NHS.

Work and jobseekers benefit

If an individual is normally working full-time anthe days of work are reduced temporally, a
social welfare week is based on five days a weegedple work more than 3 days a week
they are entitled to apply for two days of JSApdiople work part-time or work full-time and
hours at work are permanently reduced, then thalsaelfare week is based on a six day
working week. In this scenario people must be urdeysa for a minimum of three days a
week to receive the job seekers benefit. If workimgr days a week, individuals will not re-
ceive any jobseekers benefit for the remaining dags. In order for individuals to be able to
supplement their income with jobseekers benefay tmust still qualify for the conditions un-
der normal jobseekers benefit; that is they muselemough PRSI contributions, be less than
66 years of age, be capable of work and be avaif@blwork. Individuals must have at least
104 weeks of PRSI paid in to the system since tinstystarted work and 39 weeks paid in or
credited in the relevant tax year, a minimum 13 kgeef them must be paid. Alternatively
they need 26 weeks of PRSI contributions in thevait tax year and 26 weeks in the tax
year immediately before the relevant tax year. fidievant tax year is the second last com-
plete tax year before the year which the claim aslen(CIl 2011).

Table: Jobseeker's Benefit Rate from 30 December 20 10

Rate per week
Personal Rate €188.00
Increases
for Qualified Adult €124.80
for each qualified child Full rate €29.80 Half-rate €14.90

It is possible to get an increase of €29.80 foheggalified child if individuals qualify for an
increase as a qualified adult or if they are pamgnalone. If they do not qualify for an in-
crease for a qualified adult, they may get a haté-iqualified child increase, if their qualified
adult has income of €400 or less a week. If indigid do not qualify for the above but are in
need of benefits, depending on circumstances thghitnget some other kind of benefit; for
example family income supplement (FIS). To quafidy this benefit they must have a de-
pendent child. Individuals and their partners caretiif appropriate must also be working a
minimum of 19 hours per week. If taken together warking hours of the individual and
his/her partner are less than 19 hours a week,aftegot qualified for FIS.
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Take for example a worker on a 20-hour weekly @mttwwvho makes €200 a week and has a
family with 2 children. For this particular familjpe weekly maximum social welfare rate is

€602. He is earning €200 and his wife is not wagkiso €602-€200 = €402. The family gets

60% of €402 as a FIS. They can also get medicd edth that they can get free health care

(at present GP visits cost anywhere between €40e€80 plus prescription charges), and

maybe also housing, help with kids school spendiagbooks, uniform, shoes (Cl 2011)

Long term unemployment

Long term unemployment is usually understood tdopd.2 months or more. With the excep-
tion of Belgium unemployment benefit lasts for mited period although this is longer in
some countries than in others. For example inrckiaiis 13 months and the UK six months.
When claimants in the ROI have exhausted the urmynt benefit system, they do receive
some level of non-contributory state support. &ldnd this could take the form of Jobseekers
allowance, disability allowance, deserted wife'sdfg allowance, one parent family payment
etc. In this respect the maximum allowable provisiothe ROI is more generous than its un-
employment benefit system, as long term non-caumtioity support is the third highest provi-
sion in the EU-15 after Denmark and Luxembourg.

Not only are social welfare rates low, but spendingsocial protection is exceptionally low,
although the long term unemployed appear to deebettcomparison with other EU coun-
tries. Although inflation is still relatively lowhe cost of basic items is still high and climbing
partly as a result of worldwide pressure on comityqatices. The economic recession that hit
Ireland particularly badly from 2008 is having apecially negative impact on the ‘working
poor’. Large numbers of already precariously emgtbiow-paid workers have subsequently
become unemployed since the onset of the recessitim,unemployment rising (Dobbins
2010). Social Justice Ireland’s annual Socio-EcandReview estimates that 5.5% or 90,000
of those in employment in the ROI are at risk ofgrty with a total of 630,000 people living
under the official poverty line. Anyone below 60rgent of median income is classed as be-
ing in poverty. In 2009, the 60 percent line waS8E37 a week, however, with the decrease
in wages and increase in taxes, Social Justicandelestimates this figure has fallen to
€222.18 for 2011 (Rogers 2011). This would sugtjest a large number of part-time retail
workers many of whom are stuck on low hours cotsgraay well fall into this category.

Effect of crisis

The retail market is estimated to have shrunk kg fifith since 2007 (IBEC 2012), with em-
ployment in both the wholesale and retail sectolreéfand falling from 314,000 in 2008 to
261,000 in 2010. However, Irish research councilmee that this will increase again
slightly by 2016 to 289,000. Retail accounts fag thajority of this employment with about
240,000 employees in 2011. Shortage of workers saatikely with retail remaining rela-
tively attractive for employees especially as thaytake people with no previous experience
(Forfas 2010)

Working Time Requlation

Working time regulation is largely determined by th993 EU Working Time Directive
which was later covered under the Organisation \Alodking Time Act 1997. The working
week should not normally exceed 48 hours over @&nage of 4 months for most employees.
The working hours of young people under the agé8®#re regulated by the Protection of
Young Persons (Employment) Act 1996.
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Breaks

Shop employees who work more than 6 hours and whoses of work include 11.30am-
2.30pm are entitled to a one hour consecutive bvdakh must occur during those hours.
Employees who work in the Retail Grocery trade etled to a 15-minute paid break (ex-
clusive of the main meal break) if working morertia’2 hours. There is no entitlement to be
paid during these breaks and they are not consigexe of working time.

Rest periods

The rest periods set out in the Act are as folloldsconsecutive hours rest in any period of
24 hours. In addition 24 consecutive hours restiny period of 7 days and this should nor-
mally follow on from one of the 11-hour rest pesaalready mentioned, or as an alternative
an employer can give workers two 24-hour rest plsria the week that follows one in which
the worker did not get the entittement describedvabUnless the employment contract pro-
vides otherwise the 24-hour rest period referreabtove should include a Sunday.

Night work

In general the maximum average working week isd@&# Normally, a night worker should
not work more than an average of 8 hours in a 2#4-period. The average is calculated over
either a 2-month period or a longer period if ip&t of a collective agreement. Pay rates and
leave for night workers are not covered by the @isgion of Working Time Act. These de-
pend on the terms of the night worker's contra&mployment.

Overtime

There is no statutory obligation on employers gldnd to pay employees higher rates, for
example, double time, for work completed in oveeimVorkers are supposed to receive at
least the normal hourly rate of pay for overtimert@in sectors of employment were covered
by Employment Regulation Orders and Registered Bympént Agreements and may have
higher rates of pay for overtime. These are basedl &€ rates negotiated by a tripartite body
(see below on JLCs).

Requlation of Opening Hours

Shops in Ireland are, with few exceptions (suclthase involved in the sale of alcohol), al-
lowed to open whenever they want - including Susdayd public holidays. Many supermar-
kets are open 24 hours, or have longer openingshieuy. 08:00 - 22:00) everyday.

Agency/Subcontracting

There appears to be little use of agency workesbcontracting of workers in Lidl or Tesco
in Ireland and has little relevance.

4.3.3 Education and Training

There is no specific national vocational and tragnsystem for retail with most employer
training not accredited on the national qualificai framework (Forfas 2010). VET in the
ROl is still dominated by training programmes theg employed in statutory apprenticeships;
these are more biased towards male-oriented mantifeg jobs and do not include retail oc-
cupations. However, FAS the main statutory trairidgly in cooperation with the institutes
of technology (the main body providing vocatiomralring for young entrants into the work-
force, unemployed and early school leavers whichlevgover the retail industry) does pro-
vide some basic training for the unemployed andaskleavers. With other bodies which
provide similar training for agriculture and toumisSocial partner organisations tend promote
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training in their own industry associations. Thare also many private training companies
which provide training on behalf of FAS. The tablkdow illustrates the main types of VET

providers and their main areas of activity in tiyeet of training delivered. It is interesting to

note that much of the continuing training takescplan employment and is often undertaken
by the employers themselves or through other pitraining bodies.

Table: The Main VET providers and types of delivery

Providers Types of VET Delivery
Institutions Initial Continuing Unemployed Direct ofitract
Secondary schools XXX X *

Vocational schools VET XXX X X *

Institutes of technology XXX X *

National Training and XX X XXX * *
Employment Authority

Enterprises X XX * *
Social Partners X X * *
Private Training Bodies X XX *

X indicates relative concentration of activitydrparticular area

* indicates whether activity is subcontractedhot

Source: Adapted from Barry (2007: 13)

There are alstraineeshipsavailable in the retail area. These usually ingawmnployers, trade
unions and FAS working together to devise occupati@pecific training programmes for
jobseekers. The occupational standards are detedmin consultation with employers and
lead to certification by FETAC. These combine tbie fraining by employers with some time
in a FAS training centre. They vary in length betw@& and 24 months depending on the skill
requirements of the occupation and the entry le¥ahe trainees. However, in 2006 only
2067 people completed traineeships in a wide rafgectors; only a small proportion was in
retail. TheYouthreachprogramme also provides very basic training fasthwho have left
school with no qualifications and no vocational Idications. Overall vocational training is
not as well-established as in countries like Genraard still tends to take second place to the
mainstream school/academic track which is focusedhe leaving certificate as a means to
enter the third-level sector (institutes of teclmgyl and university). It seems that in retail
much of the training is still done on the job, there is a lack of ongoing organisation level
training provision which is a legacy of the voluytapproach adopted by earlier governments
with a stronger focus on training and retrainingesues for the unemployed. Reflecting UK
practice this tends to encourage more job spesifmrt term training at the expense of the
State economy and individual (Heraty et al. 2000).

Overall much of the training that takes place taitestill occurs within enterprise without any
intervention by external providers. However, thieas been more activity in this area by FAS
which has for example introduced two retail tragnprogrammes aertificate in retail skills
and anadvanced certificate in retail managemerA. recent report suggests that the educa-
tional attainment level of the sector is below tbathe economy as a whole. Irish retail re-
quires no specific entry requirement for most sfratail recruits (Forfas 2010). With the ex-
ception of students, the educational backgrouncha$t part-time employees in Tesco has
been low, many left school at 15 or 16 with thegurcertificate or left school with no quali-
fications. In Lidl due to the fact that many emm@eyg are non-Irish educational attainment
may be a lot higher, but this is not necessarilyhi@ area of retail training, foreign skilled
workers may find it difficult to enter more skillgdbs in other sectors and thus may be over-
qualified for work in basic retail jobs.
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4.3.4 Industrial Relations System

The parties to Irish industrial relations have thdo rely on ‘institutions of the middle
ground’, to solve the problems of employers analapthese have included state-sponsored
dispute resolution agencies and government depatsmeith employers and unions often
looking to outside agencies for solutions (Von Rimymski 1998). The Labour Court for ex-
ample established in 1946, is a tripartite bodyt @oourt of law) which was to provide some
direction for wage bargaining through conciliatexmd mediation offered on a voluntary basis,
providing non-binding and binding recommendatidns1990 the tripartite body the Labour
Relations Commission (LRC), was established witthesv to promoting good industrial rela-
tions and providing a separate advisory and catimh service; The idea was to encourage
local settlement and promote ‘best practice’ with tabour Court being the court of last re-
sort (Wallace et al. 2004). In 2006 the Nationalpfoyment Rights Authority (NERA) was
also created to oversee the work of the increasimgber of Labour Inspectors; their primary
purpose is to monitor and secure compliance witpleyment rights legislation (Dobbins
2003; O'Sullivan and Royle 2013).

Minimum Wage System; Reform of the JLC system

Since 1909 there has been a system of Joint Laboommittees (JLC). JLCs were originally
known as trade boards, they set basic pay and tommglin a number of low paid sectors for
vulnerable workers in ‘sweated trades’ where thesde union organisation was weak and
there was little or no collective bargaining. Thare currently 16 JLCs covering retail, cater-
ing, hotels, contract cleaning etc covering apprately 162,000 workers. The real impact of
these agreements is that they set a premium omitlienum wage of between seven and 10
percent; they also provide higher rates of payfwsociable hours or national holidays as well
as other conditions. They are determined by tif@gacommittees and are made legally bind-
ing through Employment Regulation Orders (EROs) anfibrced by NERA. However, the
increase of labour inspections under NERA createdimpetus for an employer backlash
against the system. In 2008 the association offtest employers the QFSA made a legal
challenge against the whole JLC system. The résdtbeen a reform of the system in 2011
which is likely to lower terms and conditions andka the whole system unworkable in prac-
tice (O’Sullivan and Royle 2013).

Trade Unions

The main trade unions organising workers in thailreector are Mandate (most dominant in
this sector) and the largest Irish general uniddT8). It's possible that some workers might
be members of the general British-based union Unitethese are likely to be in small num-
bers in the Irish retail sector (Tesco and Lidl predominantly Mandate).
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Table: The Nine Largest Trade Unions in the ROI

Union Membership

SIPTU Services Industrial Professional and Technicabdni 248,938
UNITE (previously AMICUS and TGWU) 40,000
IMPACT Irish Municipal Public and Civil Trade Union 382
MANDATE Union of Retail bar and Administrative Workers , B

TEEU Technical Engineering and Electrical Union 30,3
INO Irish Nurses Organisation 27,501
INTO Irish National Teachers Association 21,469
CWU Communication Worker’s Union 18,024
ASTI Association of Secondary Teachers Ireland 15,820

Trade union density gradually declined from a high of 53 percent in 1975 to 32 percent
in 2006 however the decline stopped in 2009 when density rose to 34 percent. In the
private sector union density is estimated to be in the region of 20 percent or less. De-
spite this decline in density trade union membership actually increased from 1997 to
2004 from (for example from 432,000 in 1994 to 555,500 in 2003) largely as a result of

96

massive inward migration and a rapidly expanding workforce (see table below).

Table: Union (workforce) density in the ROI

Year Union Density Rate
1945 25.3
1975 53.2
1994 45.8
2001 38.0
2002 35.6
2003 37.7
2004 34.6
2005 34.2
2006 32.2
2007 31.0
2008 32.0
2009 34.0

source: Wallace et al. (2004: 146); Walsh and Strobl (2009: 120)

Collective Bargaining

There are trade associations covering for examgpleld) alcohol beverage, fast-food, cater-
ing, small business and retail. Retail Irelanchis nain federation covering supermarkets and
discount supermarkets. However, these association®t engage directly in collective bar-
gaining as collective bargaining in Ireland is Eggat the company level between individual
employers and trade unions. There are no sectef-tgreements firms set their own pay lev-
els either with or without unions, these vary adaaog to employer some like Tesco give in-
creases for length of service but some do notlL##end Tesco reports for details of wages.
The only external influence from 1987-2006 wereeaes of national agreements known as
social partnership agreements

- 90-



National-level Agreements (Social Partnership)

The only exception to this are the national sopiattnership agreements which began in
1987, the last was in 2006. These involved govermmaions, employers and a small num-

ber of interest groups (such as a farmers’ orgdoisgand attempted to provide an economic
climate conducive to growth, reducing social indijies and creating employment usually

lasting two to three years. The first of these tadipay rises to 2.5 percent but with special
provisions for the low paid, allowing higher rides those on lower incomes The agreements
were a framework of general guidelines rather thaocument of binding commitments and

were also associated with a number of other mesgareduce inflation and the budget defi-

cit, locking the trade unions into an alliance wiitle government which has made it difficult

for unions to oppose other aspects of governmdidyp@®/on Prondzynski 1998).

The 2006 agreement ‘Towards 2016’ was made befmetonomic crisis took hold and al-
though the key element of the social partnershiigeagents was the regulation of wage in-
creases, one of the key outcomes from the 200G amgnet was the establishment of NERA
and an increase in the number of labour inspeetitstougher penalties for non-compliant
employers. One of the attractions of social pasimgr for the trade union movement was a
way of avoiding a neo-liberal ‘Thatcher-like’ offeime on organised labour as occurred dur-
ing the 1980s and 1990s in the UK (Baccaro and 20@6; Hastings et al. 2007) and gave
union leaders considerable influence over govertirpelicy (Donaghey and Teague 2007).
However, rising inequality and union density deelimised the question of whether or not
unions would have been better off outside socidhpaship and adopting a more adversarial
position. Mandate for example pulled out of sopaftnership talks in 2003 in protest about
the fall of social spending as proportion of GDF déime fall of wages despite the growth of
productivity. Despite its faults it could be arguibdt social partnership may have been the
unions’ best option, as the main reasons for umensity decline appear to be due to the
changing structure of the economy and an incraasieel activities of non-union firms rather
than social partnership per se. Although unions heaye lost some of their radical edge (Al-
len 2000), by taking part in social partnershipauld also be argued that they also gained le-
gitimacy and retained some influence over governimehcy (Donaghey and Teague 2007).

The End of Social Partnership?

As the crisis took hold in 2008 and 2009 the irgeyeof the social partners collided. The
economy arguably needed higher taxes and reduddit mxpenditure, but it impossible to
make these changes and led to a complete breakdowacial partnership in September
2009, when the Irish government decided to uniditercut the pay of 250,000 public ser-
vants (Sheehan 2010). This heralded the end oglspartnership although the unions did
however, return to negotiate with the governmer®0a0 agreeing the ‘Croke Park’ deal on
pay and reform in the public service. However, thens have made it clear that this agree-
ment is not social partnership.

Employee representation at the workplace

Although social partnership has been significarthatnational level it did not filter down to
the firm or the workplace where voluntarism hasdprainated (D’Art and Turner 2002). A
survey of unionized firms in Ireland showed thatyoh7 percent have formal policies to
avoid compulsory lay-offs, only 20 percent have Eyge profit sharing and gain-sharing,
only 50 percent are allowed to receive paid tragrand only 30 percent of unionised compa-
nies have direct employee involvement schemesomumionized firms the situation is even
worse as only 5 percent report have just thrednefabove practices. The author concludes
that there was little evidence of ‘high road’ emyptent practices and a growing latitude for
employers to impose their management style witle ldr no input from the workforce, illus-
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trating that workplace partnership in Ireland i$ydikely to occur where it suits the employer
(Roche 2007).

Until the introduction of the European Union (EWfdrmation and Consultation directive
(2002/14EC), which was finally transposed intoHriaw in 2006, there was no national-level
permanent system of workers information and coasaht rights in the ROI except in a small
number of semi-state owned companies. The Iriskeigouent transposed this directive in its
most minimalistic form and this was partly duelte tole played by US-owned MNCs which
are extremely hostile to the idea of workers’ rggint this area. US MNCs are very influential
in the ROI as they represent the bulk of the Iegport market, providing 50 percent of FDI
in Ireland with over 100,000 manufacturing jobs Kbms 2005; Doherty 2008). A recent
survey of Irish workplaces Eurofound (2011: 1) daded the minimalist interpretation of the
2002 EU ICE directive has led to it having littegislative impact on increasing the incidence
of information and consultation bodies in Irelamtiost companies in retail have either ig-
nored the directive e.g. Lidl or have acted striadly to set up their own forums, but this is
usually only where forced to react because of @ngtitrade union presence in the company
concerned e.g. Tesco.

Representation regards unfair dismissal

If employers do not recognise trade unions theretieno collective agreement and no for-
mal union representation. In workplaces where usneme recognised then local shop stewards
do represent workers in individual disputes ang tieém take their cases to the Employment
Appeals Tribunal. In companies where there is mogaised union, individual workers may
join unions on an individual basis without the kiedge of the employer (see Lidl report). In
cases of unfair dismissal these workers would He &b call upon the union to represent
them. In general, workers must have 12 months goatis service with an employer before
they can bring a claim for unfair dismissal. Unfdismissal cases are common with about
1000 per year going to tribunal. According to Matedafficial’s retail experiences a lot of
such cases in general with many cases arising ievieetter employers such as Tesco. How-
ever it is also likely that in many non-union comggs workers do not take their cases to the
tribunal and do not get compensation for unfaimissal, suggesting that there are a large
number of unreported cases.

4.4 Spain

4.4.1 Introduction

Due to the limited number of varieties of capitaliglentified by Hall and Soskice, Spain is
difficult to accommodate within this approach. Taethors themselves acknowledge that
Spain either belongs to the Liberal Market EcondgbiyE) or the Coordinated Market Econ-

omy (CME) category (cf. Marshall, Mitchell and Ran#008, Rénmar 2008). For that reason
some authors have referred to a distinctive ‘Medateean’ style of capitalism.

On the one hand it might be argued that globatisatind economic integration have pro-
moted the development of more cooperative institai settings and coordination mecha-
nisms at the micro and macro level (cf. Royo 20@5).the other hand, the economic and fi-
nancial crisis led to a deregulation of the labmarket, the welfare system and industrial re-
lations. The labour market reform led to a furtloss of workers’ rights and weakened trade
union power in industrial relations which is onetloé characteristics of a coordinated market
economy (cf. Soskice 2009).
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4.4.2 The welfare state model and institutions shaping the structure of labour supply

General characterisation of the welfare state

Spain forms part of the group of the ‘continentatdpean welfare states’, which furthermore
includes countries like Germany, France, Italy,gdeh and the Netherlands. In addition, the
country has often been included in a fourth typaelfare system or social policy model: the
countries of the ‘Mediterranean’ (cf. Sapir 200%: Bhis regime is characterized, among oth-
ers, by fragmentation of benefits and programs, $oaial expenditure and low levels of re-
distribution, strong ties between family memberd anportance of other welfare providers,
for example the church. Spain’s single most chargstic trait is the crucial role played by
the family as an institution of welfare productiand distribution of income and services (cf.
Esping-Andersen 2002). A strong household micradadty manifested in intra-familial
pooling of resources and mutual support and canedsn family members, has allowed high
levels of ‘citizens well-being’ (Moreno 2004: 133).the Southern Europe (SE) social model
‘the family has become the main ‘social shock absdragainst high youth unemployment, a
protracted school-to-work and youth-to-adulthocahsition and an increasing demand for
long-term care of the elderly’ (Karamessini 200Y.: Qountries like Spain concentrate their
social spending on old-age pensions, employmeriegtion and early retirement provisions
(cf. Sapir 2005).

Tax system

The Spanish tax system comprises three kinds @staxpuestogtaxes),tasas(dues and
fees) andcontribuciones especialéspecial levies). Theasasand contribuciones especiales
are collected in return for a public service pr@ddy the authorities or for any type of bene-
fit as a result of public works or services. In Bptaxes are levied by the Central Govern-
ment, by the Autonomous Communities (regional) laptbcal authorities.

All employers, their employees, self-employed waoskenembers of manufacturing coopera-
tives, domestic personnel, military personnel,lcd@rvants who reside and/or perform their
duties in Spain are required to be registered vaitia, pay contributions to the social security
system. Even unemployed persons (subject to cextaiditions) must pay contributions.

Social security system

The Spanish social security system includes benfefithealth care (sickness and maternity),
injuries at work unemployment, pensions, invalidity and deb#mefits. The social security
system coverall Spanish nationals who reside and perform tladiour activities in Spain as
well as foreigners holding residence permits inipapanish nationals, who do not reside in
Spain, are also covered under certain circumstaeest protection also covers the family of
the insured person. The system provides two difteschemesThe general scheme, or
scheme for the dependent worker, imposes a setmage of income as a contribution to be
paid jointly by the employer and the employee. $tleeme for the self-employed means, that
the employee who works on his own account is resiptsafor the total amount of contribu-
tion. He/she can choose between a maximum and @anomm percentage of contribution. It
provides no unemployment benefits.

The employer must deduct monthly contributionshi® $ocial securitfrom the employee’s
salary, provided that this one exceeds the minimanual salary, which is around EUR 600
per month. These contributions are calculated gereentage of the taxable income; this per-
centage is 6.4 percent at present. The employeemtiér the contributions in the Social Secu-
rity General TreasuryTsoreria General de la Seguridad SociplThe salary is also subject
to the personal income tax Spain. The employer will deduct monthly amouintsn the sal-
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ary and forward the same to the National Tax Adstration. The amount to be deducted de-
pends on the income level.

Employer and employee’s contributions constitute thain social security financing. How-
ever, the employer pays the greater share, and congplete all formalities to ensure that
workers are covered by the social security sysidorkers are classified into labour catego-
ries for the purpose of determining their sociausiy contributions. The government annu-
ally establishes the maximum and minimum contrdrutiate. The minimum salary on which
social security contributions must be paid is atbéi121 a month

Pension plans and funds were first regulated infSpal 987, and, at present, are governed by
Royal Legislative-Decree 1/2002 of November 29 endton Plans and Funds and Royal De-
cree 304/2004 of February 20, by virtue of which Regulations on Pension Plans and Funds
are approved.

The Spanish legal framework on pension plans andsfthas developed widely in recent
years. Despite this, it is not compulsory for emypls in Spain to make contributions to any
pension system other than the social security sehemess a collective agreement or other
type of agreement establishes such obligation.clhleective agreement provides for the pay-
ment of certain benefits to employees in the ewénetirement, permanent disability or ill-
ness, the company is only obliged to ensure that benefits will be paid through an external
institution and make the corresponding contribwgjand is free to choose the type of institu-
tion (insurance compan$Mutualidad” , pension plan, etc.).

Child-care provision

The expenditures with regard to family, housing amadusion policies are still very low. The
government spending on behalf of families variedyfacross the EU. In 2005, the OECD-26
average spending on cash family benefits has b&epezcent of the G In Spain it was
0.2 percent of the GDP (200Band currently it is still less than 1 percentte GDP™.

There is an insufficient coverage of children un8erears by publicly funded services. The
coverage of children between 3 years and schoobgdermal childcare services has reached
98 percent, even though flexibility of opening h®uof childcare services is a major problem
for working parents in Spain.

The Family and Gender roles

As a result of woman’s increasing labour marketig@ation, the care regime based on care
provided by female family members has been transdr In 2010 more than 10 million
women have been integrated in the labour mark200B000 working and 2.151.400 unem-
ployed (total active workforce about 18 million)t the end of 2010 the unemployment rate
of men and women has been almost the same (abq&r2ént) (cf. CHTJ-UGT 2011).

Through the expansion of the welfare state a delitameation took place, above all in the
field of childcare. However, grandparents, mostigngimothers, continue playing an impor-
tant role with regard to childcare, whereas in Nemh countries generous government subsi-
dies provide support (cf. Esping-Andersen 2007:)2BRe reason is the insufficient coverage
of children under 3 years by publicly funded sesgic

%9 http://www.oecd.org/dataoecd/45/46/37864391.pdf
0 ¢f. Eurostat 2003 http://www.eds-destatis.de/enfdoads/sif/nk_03_19.pdf
" http://www.oecd.org/dataoecd/45/46/37864391.pdf
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Full- / part-time preferences

Most of the women (Spanish or non-Spanish natityalith young children prefer to work
less hours and morning shifts therefore they caa teetter care for their children. Women
without children prefer to work full-time becausitloe higher salaries.

Students prefer to work part-time and little ho(m®stly weekends) so that they can combine
their studies with a job.

In general, within the retail sector (including geoy retail) female workers are the dominant
workforce whereas manufacturing is mainly domindigdnale workers. In grocery retail fe-
male workers are the majority at the store levdependent from the company format (dis-
count, supermarket, hypermarket).

The economic crisis led to a decrease of employro@mditions. The 2012 labour market re-
form cut employees severance pay from 45 to 33'dajary for each year of employment
and gives employers still more flexibility over gpbNow, if a company can show that its
revenue is down for three straight quarters, itlegmpeople off. Furthermore, companies fac-
ing hard times will be able to pull out of collaaibargaining agreements and have greater
flexibility to adjust employee’s schedules, worlkqdaasks and wages depending on how the
economy and the company are doing.

Working time regulation

Jobs in Spain must be performed under, at leasipmam working conditions, which are de-
scribed in the Statute of worke(fsstatuto de Trabajadores) and the applicable ¢oléebar-
gaining agreement. The standard work week is 4@shdiough this varies depending on the
occupation. The standard weekly uninterrupted iseshe and a half days (two days for mi-
nors), although this also varies from one occupatiocanother. Spanish labour rules prescribe
that daily working hours are limited to 9 hours Wweer day. It is also prescribed a minimum
of 12 hours’ rest between working days. Overtifineras extraordinarias), i.e. working hours
in excess of the ordinary hours, are also resttibielaw to 80 hours per year, unless the col-
lective bargaining prescribes something differdime worker must be compensated, either in
cash or by paid time off in lieu. It is legally beed for minors to work overtime.

Working hours are closely connected with other etspef employment such as the salary
which amount and structure is normally establishgdhe collective bargaining agreement.
Usually, two extra paymengse made, in June and December.

Opening hours in grocery sector

In Spain, the regional administrations (Autonom@amnmunities) play a crucial role with
regard to opening hours within the distributiontesecFor that reason there are e.g. different
opening hours for Carrefour hypermarkets. In soegons, as e.g. in Alicante (Valencia)
they also open on Sundays and in others they do not

Temporary agencies / subcontracted services

During the last years the use of temporary agermk Wwas diminished. Even in high sale pe-

riods (as e.g. Christmas) or during the holidayseeahe companies try to manage the higher
workload with the normal staff. After the recertbdar market reform workers must be moved

on to permanent contracts after 24 months.

Nevertheless, in particular within the hypermarkettor companies call on services from
subcontracted companies (security, cleaning, irgfilbf shelves).
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4.4.3 Education and training

General characteristics

The Spanish education systeris organised by two schemes: general and spesiatiduca-
tion (ensefianza de régimen general and especla)fist one includes pre-primary educa-
tion (non-compulsory), primary education (compwsoage 6-12), secondary education
(compulsory, age 12-16), vocational training (2edent professional families), Bachillerato
(grammar school) and university education. Primedycation and ESO correspond to basic
education, which consists of ten years of free emtpulsory schooling for all pupils. The
second education scheme includes arts (music, ddreoma etc.), sports and languages. The
public spending on education was around 5.1 pefethie GDP in 2010 (Ministry of Educa-
tion’® 2010).

Vocational training is organised in intermediatel advanced formation cycles (ciclos forma-
tivos). The main objective is to prepare studeatsaf specific professional career. Direct ac-
cess to advanced vocational training requires thehBer certificate. Otherwise candidates
have to attend an entrance examination which islaégd by the Autonomous Communities.
Tuition fees are very low for this form of vocatartraining since it is financed by the state.
By successful completion of training the title afétnico Superior” will be awarded which
permits a direct integration the professional anmedirect access to the first university cycle.

Education within grocery retail

In 2011 there have been 697.596 workers with vooatitraining Formacion Profesional
FP) in the distribution/transport sector in total.general, the number of person with an FP
certificate is very low in all sectors (e.g. maratfaing 757.168) (cf. Ministerio de Educacién
2011).

There is no national vocational training systemré&iail employees or specialized employees.
Rather workers get a short introduction before ttayt working and then they get trained on
the job. There is also no system of specializedaganal training. Normally companies con-
tract people from outside with a university degi@ethese jobs. There is a national debate
about the high number of early school leavers butith regard to the retail sector.

4.4.4 Industrial Relations

General characteristics of the IR system

Spain has managed to consolidate a modern, soeatlyeconomically efficient, industrial
relations system. The main trade unions and em@bgeganisations participate in a variety
of public policies and institutions and have marmhbigeset up a reasonable collective bargain-
ing and representation system. However, globatisadnd EU enlargement pose several new
challenges to the system and its actors, reveakmtain elements of its weaknesses that re-
mained only partly hidden in the national framewogkto now.

In this context, one critical issue stems fromphgper economic and labour market structure.
In May 2010, the Spanish government endorsed atplant the public deficit (Royal Decree

2 The description of the Spanish education systemaimly based on the report of the European Conianiss
Eurydice.

http://www.educacion.es/dctm/ministerio/horizoatdprensa/documentos/2010/septiembre/datos-y-cifras
2010-2011.indd.pdf?documentld=0901e72b803eceed

73
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Law 8/2010), which includes cutbacks in all kegiab policies and the first public sector
wage cuts since the end of the Franco era. Acogitdinhat, there will be a wage freezing for
public sector workers. Furthermore, job offersha public sector will decrease by 90% until
2013 (cf. Sanz de Miguel, EIRO 2010).

Although the current financial and economic crisi§ be overcome, the construction boom

of the past 15 years has definitely run out of steand tourism growth will be in best case
more moderate. In general, the economic structuvery vulnerable to international competi-
tion and economic up and downturns. Spain lackssfiand sectors with technological and
innovative leadership. Further problems are rel&betthe education and training system (ad-
aptation of available formation to the labour mardemands), the pressure resulting from
immigration, the relocation of economic activitesd the shifting of EU financial support to

poorer EU member states. In this regard, Spaint camtinue as a low cost economy in the
European context and has not found yet an altemaconomic development model (cf.

Kohler 2009). In March 2010 the Council of Ministeapproved the “Law of Sustainable

Economy” (Ley de Economia Sostenible). Its objexts/the reformation of the Spanish eco-
nomic model toward a more sustainable’dne

Spanish industrial relations can be consideredgidyhregulated by legal and public norms.
However, social dialogue has played a very relevalet in Spain during the last three dec-
ades. Social pacts have proliferated from the ¢wtfsgansition to democracy in the late sev-
enties to the present, adopting varied modalitiesl991, a new institution was created to
promote social dialogue, namely the Economic andas&ouncil (CES). The creation was
supported by economic and social actors. CES haslaisory role to the government in all
social and economic legal reform policies.

The retail sector in Spain expanded its actividagng the last 10 years. Its expansion was
supported by growing employment rates which acatterdemand. The successful extension
of hyper- and supermarkets can be attributed toftlndamental strategies: one of them is the
process of rationalisation and concentration offifatdle areas. That included outsourcing of
services, more pressure on subcontractors andsitoguiof adverse companies in order to
reduce competition. On the other hand, the exgioraof workers has increased. That means
a deterioration of working conditions (working heucontract modalities etc.), the decrease
of salaries and the intensification of work throutje cutback of contracted workers. Fur-
thermore, deterioration is characterized by aneasing number of involuntary part-time
jobs; work on weekends and during the holiday seagloich makes it difficult to interlink
family and work life and the circumcision of inditebenefits. In summary, it has been created
jobs but with bad working conditions and little hitg. The focus of management policies on
increasing labour flexibility and the designingpafrt-time jobs are key issues in the competi-
tiveness management strategy.

In 2007, 15.4 percent of the employed populatiorBpain worked in activities related to
commerce and 9.5 percent of the employed populatiarked within the retail trade sector.
The retail sector in Spain is characterized byféineinisation of employment and a fairly high
rate of part-time employment (17 percent part-tjoies in 2007).

In 2007 about 14 percent of the employed femaleiladion worked on the retail trade sector,
while the share of men employed in the sector weg about 6 percent (cf. Lorente Campos
und Ramirez Rangel 2010: 10ff). This can also Iséifiad by the higher share of woman
working in the sector compared to male workers.

" http://www.economiasostenible.gob.es/ley-de-eatinesostenible/
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Workforce Percent | Men Percent | Women Percent
total

TOTAL 18.408.200 100 10.209.700 100 8.198.500 100
Manufacturing Indus{ 2.375.000 12.9 1.764.400 17.3 610.600 7.4
try

Distribution  sector] 2.958.800 16.1 1.497.500 14.7 1.461.300 17.8

and car reparation
Source: CHTJ-UGT 2011, based on data of EPA

The trade sector has played a key role in the iateg of woman into the labour market.
Their integration has been characterized by theiraace as salaried workers, focusing on
‘cosmetics and pharmaceuticals store chains asagsedsupermarkets, hypermarkets and self-
service stores’ (cf. ibid.: 12).

In August 2010 the rate of average distributioihef retail sector has diminished by 1.1 per-
cent. Distribution has only grown in Castilla anddh, Catalonia and Madrid. In all other
Autonomous Communities sale was declining. Likewike employment rate has diminished
(about 0.8 percent). A growing rate concerning petion was registered in Castilla and Leon
(0.6 percent), Extremadura (0.5 percent), the Bas2puntry (0.3 percent) and Cantabria (0.1
percent). Aragén registered the mayor decline icupation (-2 percent) (cf. INE 2010
With regard to the employed collective the majoatg woman.

Trade Unions

The main Spanish trade union confederations are @¢0ade Union Confederation of
Workers’ Commissions), UGT (General Workers’ Comdiedion), ELA-STV (Basque Work-
ers’ Solidarity), LAB (Assembly of Basque Patriotovkers) and CIG (Galician Union Con-
federation). Besides these ‘representative’ contdtms there are several smaller unions at
the local and regional levels and some strong cat®b organisations mainly among the pub-
lic services and certain professional groups (pilgis, healthcare). The anarchosyndicalist
CNT (National Confederation of Labour) and CGT (&eh Confederation of Workers) only
play a symbolic role in current Spanish unionisnepfsentative union organisations need
more than 10 percent of delegates at the natienal br more than 15 percent at the regional
level. The UGT and CCOO are the only organisatitwas fulfil the national-level require-
ments while the Basque nationalist unions and thkci@n CIG are the only organisations
that fulfil the regional requirements. The uniomfamlerations are organised on a dual struc-
ture: industrial/sectoral and territorial (cf. Kéh2009).

Union density in Spain is relatively low at arouti@ percent (18.9 in 2010), although the re-
sults of elections to works councils indicate thatons have much wider support (cf. ETUI
2011°, OECD 2012"). Trade union density is influenced by economiticttire variables
(differences between industries as well as betwierpublic and the private sector), the re-
gion and the contract type. The highest density cain be found in the public sector (31.2
percent in 2010) and among workers with permanentracts (21.2 percent in 2010) (cf.
Kohler and Calleja 2012).

S http://www.ine.es/daco/daco42/daco4215/ccm08%0.pd
® http://www.worker-participation.eu/National-Indtial-Relations/Countries/Spain/Trade-Unions

" http://stats.oecd.org/Index.aspx?DataSetCode=UBN D
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Trade unions within the retail sector in Spain BEECOHT-CC.OO (Confederation “Com-
merce, Gastronomy, Tourism and Games”), CHTJ-UGon{&deration “Commerce, Gas-
tronomy, Tourism and Games”) and FETICO. FASGA txia Carrefour (general works
council) but it is not representative at all. Omgportant body on company level is the general
works council (comité intercentros) which is congéd by a maximum of 13 membé&tsho
are coordinating the different “Centros de Trabajbhe constitution of the committee is
stipulated by a collective agreement and it reprissan impartial body responsible for issues
which concern different markets and stores.

The social partners in Spain have, despite the leighl of formal participation, little influ-
ence of the administration of the unemployment besgstems. Their role is mainly consul-
tative and decisions are taken by the Directoragae®al of the National Institute of Employ-
ment, which is appointed directly by the governmehtSchaapman and van het Kaar 2007).
In general, the Spanish state has traditionallygulaan interventionist role in industrial rela-
tions and democratisation has only slowly expantted margins of autonomous relations
among private individual and collective actors.

Employer associations

Currently, 70 percent to 80 percent of Spanish epgsk are affiliated to the CEOE (Spanish
confederation of employer organisations) which basn founded in 1977 (EIRO 2007). In
particular after the integration of the small ancedmm-sized enterprise association
CEPYME, the CEOE obtained a monopoly on employrast representation in Spain.

Its structure continues to be based on a mixtureemitorial and sectoral bodies combining
the functions of trade associations with the indalstelations role of employers’ associa-
tions. ‘CEOE'’s inclusive nature and the wide variet employer interests that it represents
have prompted an organisational style that leavesiderable autonomy to member associa-
tions and avoids conflict on issue sensitive taditgerse constituents’ (Martinez 2001: 434).
The structure of the CEOE is quite complex withwhiB4 industry federations and 51 terri-
torial confederations. Thus, nearly 200 associateme representing more than one 1.300.000
firms.

One of the members of CEOE is ANGED, the Nationasdtiation of Retail Companies.
ANGED represents big retail companies (altoget®); among them Carrefour, ElI Corte
Inglés and Alcampo. ACES (Association of SpanisipeBmarket Chains) was founded in
2002. Its General Director is Aurelio del Pinoislan employers association which represents
supermarkets and discount stores on the nationel, lamong them DIA, Carrefour Express
and Lidl. In 2009, ACES incorporated in CEOE. Si2€d0 Lidl is a member of ACES. The
objective of ACES is to negotiate a collective agnent for the sector with homogenous la-
bour standards. UGT and CCOO consider ACES as tim®al and less democratic as the
employer organisation ASEDAS (Spanish AsociatioDistributors -Asociacion Espafiola de
Distribuidores).

Collective bargaining

The Spanish collective bargaining system is diviohd various bargaining levels. Collective
agreements can be negotiated between the repriegesntaf workers and employers either at
the decentralised company level or at the moreraksed industrial level on different geo-
graphical levels: local, provincial, regional ottinaal. The predominant levels are the indus-

8 The composition of these committees depends emebults of trade unions elections (delegatesiora

dance with the results of trade union elections).
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try and the provincial level, and most of the waskare covered by collective agreements at
provincial level.

The coverage rate of collective bargaining is reddy high (between 70 and 85 percent) due
to the automatic extension of collective agreemangsgiven bargaining domain. The bulk of
the workforce is covered by sectoral provincialedive agreements, even though 75 percent
of collective agreements are signed at the compare} but covering only 10 percent of the
overall workforce. Sectoral binding are particwarhportant in Spain because 75 percent of
the companies have less than six and about 85meess than 10 employees (cf. Kohler
2009).

In addition to wage increases, the basic outcommldctive bargaining contains other mat-
ters relating to working conditions, e.g. workinguins, employment hiring, retirement sup-
plements etc.. Generally, in company level agredsnarbroader range of matters is negoti-
ated. The wage structure in Mediterranean countsiest least in the formal sector, covered
by collective bargaining (cf. Sapir 2005). Collgetiagreements determine minimum guaran-
teed wage levels by the firm in question. The wskénal compensation will differ from
that minimum due to various wage supplements.

Important changes in wage-setting institutions tptdce between 1994 and 1997. The revi-
sion of the 1980 Workers’ Statute led to an enldrgmpe of collective bargaining and finally
included issues previously regulated by law aswaking time, trial period etc.. The 1997
national level agreement referred to the speciatisaf the content of bargaining by bargain-
ing level with the objective to avoid overlappingtlveen levels (cf. Karamessini 2007). Since
2002, the guidelines for lower level bargaining laid down in annual intersector framework
agreements between social partners. The instiitmanges were targeted on making wages
more flexible to economic downturns.

The coverage rate of collective bargaining is reddy high (between 70 percent and 85 per-
cent) due to the automatic extension of collecigeesements in a given bargaining domain.
The bulk of the workforce is covered by sectoralvancial collective agreements, although
75 percent of collective agreements are signedheatcompany level, but covering only 10
percent of the overall workforce. These 10 perceptesent the majority of employees in
large firms (cf. ibid.).

Since 1996 the main unions and the CEOE have ra¢gdthational multi-sector framework

agreements on collective bargaining, establisheregal orientation marks and issues for col-
lective bargaining at lower levels. Further on,ytloeeated a tripartite National Consulting

Commission for Collective Agreements (CCNCC) inasrtb observe and foment collective

bargaining. By this way they introduced new isssigsh as extra-judicial mediation in indus-

trial disputes, equal opportunities and work-lil@anmce, early retirement, health and safety,
life-long learning etc. into the collective bargaim agenda.

The general trend of collective bargaining in Sdaams toward a dualistic structure with an
increasing number of company agreements in a frameof sectoral and multisectoral gen-

eral agreements. The increasing number of colleayreements is mainly due to new com-
pany agreements in growing sectors such as sernAsesegards to the classical collective

bargaining issues wages and working time, the g¢gmiht to more flexible time regimes and

performance based reward systems, particularligerbigger private companies. The central-
ised bargaining structure with national multi-sedtamework agreements since 2002 fosters
a very moderate wage increase according to theuooersprice index.

In February 2010, the most representative Spamsialspartners (CEOE, CCOO and UGT)
signed an agreement, in which they establishednidie criteria and guidelines for collective
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bargaining from 2010 to 2012. The year before,ghles not been a consensus due to clashes
regarding pay increase issues (cf. Sanz de MiguH)2).

So far, there have not been major actions (strikatin the retailing sector. The last collec-
tive agreement valid for the member organisatidnSMGED has not been signed by CCOO
and UGT but only by FETICO and FASGA. Both majorams tried to mobilize workers be-
cause of the loss of rights but there has beenajorraction at the national level. In particular
with regard to the members of ANGED and ACES, CC&@ UGT face difficulties to or-
ganize workers because of the strong yellow unions.

Within the retail sector the spectrum of collectagreements is reflected. There are sectoral
collective agreements (e.g. Carrefour), compangegents (e.g. DIA) and provincial agree-
ments (e.g. Lidl).

The current minimum wage is very low (641 Euro)eH®verage gross-income is 21.500 Euro
per year which is only half of the gross-incoméhia UK, Germany or the Netherlarddls

The Retail Sector Remuneration Survey of the EADRKIess school revealed that in gen-
eral, retail trade sector employees in Spain reckwer than average pay (average = 100): 3
percent less in the case of managers, 9 percenfdestermediate posts and 24 percent less
for shop assistants. In absolute figures the aeegagss salary for a manager in the retail sec-
tor is 6§%.567 Euro per annum, 34.318 Euro for metiate posts and 17.059 Euro for em-
ployees”.

The last collective agreement signed by ANGED, whig valid for Carrefour, El Corte
Inglés etc. stipulates a gross-income of 13.76% Eor store workers (professional group),
including extra payments. Workers working in lowlgkl part-time jobs like in grocery retalil
do not earn more than the minimum wage.

Within the retail sector there are no big wageeaidéhces at the store level. Only workers who
work since a long time for the company and in éhlrgposition have notable higher wages
(according to our interviewees). Apart from thatrthare no big differences between the entry
level, the more experienced level or the team lelzdel.

IR at the company level

Workplace representation in Spain has a clear legalework, provided mainly by the 1980
workers statute and the 1985 law on trade unicedfsen. The law provides for elected repre-
sentatives of the whole workforce in all but thealiest companies - employee delegates or
works council. There are also separate union dedega bigger companies.

Trade union representation is mainly present ingames with more than 50 workers (about
60 percent). In terms of the results of workplaleeteons (workers’ delegates and workers’
committees) the leading organisations since 198&hee CCOO and the UGT. Since the elec-
tions of 1986 these two trade union organisaticmgelobtained more than 70 percent of the
delegates (cf. Koéhler 2009).

Works councils

Formally the workplace representation structureemiployee delegates and works councils
does not depend on union involvement, but in pcadtie unions play a central role. The vast
majority of elected representatives are proposethbyunions and around three quarters of
them come from the CCOO and the UGT. The workessimittees dominated by trade union

" http://www.euribor.com.es/2010/01/18/el-salariedin-en-espana-es-casi-la-mitad-que-el-de-reindeuni

holanda-y-alemania/

8 http://lwww.eada.edu/en/about-eada/news/news/P61the-first-retail-sector-remuneration-survey
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candidates are the most important representatyangrat firm level, complemented by union
sections in larger enterprises. The delegates hdwemation, consultation and bargaining
rights, including the right to strike. On questiaukh as restructuring the workforce, transfer-
ring production, changing working hours, paymentstems and training the works council
must be informed in advance and be able to comnkengfislation to implement the 2002
European directive on information and consultai{ipd02/14/CE), which was finally passed
in November 2007, slightly strengthened these ggreamsultation rights as it included an
improved definition as to when the consultationudtdiaccur. The works council must also be
consultedon large-scale redundancies. The works councifiteptive functions are exercised
through its right to be present, if the employeshes, when an employment contract is offi-
cially ended, and because it must be informed lgbatishments imposed for gross miscon-
duct (cf. Fulton 2011).

Further tasks include the control of labour norheslth and safety, social policies of the firm
and cooperation in productivity increase measures.

The right to elect employee representatives begingorkplaces with more than 10 employ-
ees and they can be elected in workplaces witevas$ six people if a majority of employees
want this. Where there are fewer than 50 employbestepresentatives are called employee
delegates. If there are 50 or more employees themepresentatives are elected as members
of a works council. There is no difference in terofsights and duties between the employee
delegates and the works council.

45 Poland

45.1 Introduction

The nature of the emerging Polish (as well as enghtire region of post-communist Central
and Eastern Europe, CEE) capitalism has long bemrbgect of lively debate domestically.
Despite the rise in popularity of the Varieties@dpitalism (VoC) school in 2000s, which
produced number of analytical models, the CEE enr,kds well as specific countries of the
region, only occasionally were paid close attentitime review of literature leads to a discov-
ery of the following assumptions made on the natfr@olish capitalism within the VoC
school: King (2007) sees Poland (along with Czeepu®lic and Hungary) as a case of ‘lib-
eral dependent capitalism’, where liberal democrigcgoupled with a dependent economy
(meaning dependence of FDI, foreign purchaserssfiees of technology from abroad and
training of manpower by foreign investors). Mykhker{2007) sees Poland as an example of
‘mixed market economy’ marked by ‘weak coordinatiand displaying qualities of both lib-
eral market economy (LME) and Coordinated Marketorteeny (CME). Bohle and
Greskovits (2007) describe Poland (and the remgiXisegrad countries) as the case of ‘em-
bedded neoliberalism’ marked by a struggle betweemketisation and social protection,
while Noelke and Vliegenthart (2009) apply the antiof ‘dependent market economy’
(DME) pointing to a leading role of transnationaptal as the major protagonist in develop-
ment of the regional mutation of capitalism in @EE.

4.5.2 The welfare state model and institutions shaping the structure of labour supply

Welfare state in contemporary Poland once happéndae described as “hybrid welfare
state” (de Frel 2009). This characterisation indisdhe trouble when it comes to set the spe-
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cific, ‘real’ case within an ‘ideal’ type. In lin@ith the Esping-Andersen model, Poland is of-
ten identified as an example of ‘conservative’ @hristian Democratic’ welfare regime (As-
palter, Kim, Park 2009). That view is, however, aoctepted unanimously, as some authors
point out to characteristics of the social welfaegime which place Poland closer to the
‘Mediterranean’ or family based type. The main anguat behind such claims is that the fam-
ily is the prime social institution to deal withcsal burdens affecting an individual. As a re-
sult, in terms of Esping-Andersen model, Polangldigs strong traces of ‘weak defamilisa-
tion’, which is particularly evident when examinitige hardships in reconciliation of work
and family life (Plomien 2009). The safety netsikde to employees (or self-employed) in
case of becoming redundant or closure of a busiassnodest and mostly provided for by
families and/or other social networks in which aspa is embedded. Unemployment benefits
are available to persons who lost their employnfierdiuding self-employed), provided that
mandatory social security contributions were dwdideither by employers of such persons or
directly by them prior to redundancy. Unemploymbehefit is generally available for six
months but there are number of exceptions fromrilat There are specific categories of un-
employed named by the regulations, who receive pieyment benefits for 12 months,
among them: those whose place of residence isdddatthe areas severely affected by un-
employment (which in statistical terms means thenyployment rate in the area of at least
150% of the national average), are at least 50syeldr, provided they maintained eligibility
for the benefit uninterruptedly for 20 years, sup@ochild of less then 15 years of age and
have a spouse who is also out of employment anélhaady lost the right to unemployment
benefit. Considering a relatively short time durimgich the unemployed enjoys the right to
benefits, a high number of the unemployed withbat tight is hardly surprising. According
to the national Labour Force Survey (LFS) datdhanlast quarter of 2011, 33% of the unem-
ployed stayed out of job longer then a year.

Tax system and social security

Tax system is based on progression principle with tax brackets currently in use as far as
personal income tax is concerned: 18% and 32%. Mlwless, the self-employed enjoy a
right to a ‘flat rate’ of 19% mimicking the corpoeaincome tax rate. Based on the official
statistics, as of 2010 merely 2% of personal incaaxepayers paid the income tax at the
higher rate. No particular tax-incentives aimingtawourage child-births are available to par-
ents, as only a bonus of PLN 1.000 per child maydssl each year.

The retirement age for men is 65, while for wome60. Currently, a reform aimed at raising
retirement age gradually up to 67 initiated by gogernment is underway, despite strong so-
cial resistance to the concept. Social securityesysin Poland retains a specific two-tier
form, as it consists of a general social secudheme managed by the Social Security Institu-
tion (Zaktad UbezpieczeSpotecznych, ZUS) and a separate social secuwste s for agri-
culture. In the former, the vast majority of econceily active persons are registered. In
2009, there were total of 14.5 million people irguin ZUS, and 7.5 million beneficiaries.
The pensions system reform of 1999 introduced asystem operating by the ‘defined con-
tribution’ principle which replaced the old systemerating by the “defined benefit’ principle
and entirely dependent financially on state. Iruarent system, individual mandatory contri-
bution is divided between ZUS and Open Retirememds (Otwarte Funusze Emerytalne,
OFE). The entire contribution amounts to 32.32%roks earnings, of which 19.52% is allo-
cated to old-age pension fund (split evenly betwemaployer and employee), and the remain-
der is channelled into three funds: disability pendund, sick-leave fund and accident fund.
Furthermore, 2.45% of gross earnings is collecbedHe labour Fund (Fundusz Pracy), from
which unemployment benefits are distributed and®ddoes to the Guaranteed Employee
Benefits Fund (Fundusz Gwarantowany$hiadczé Pracowniczych, F&P), from which
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wages and employee benefits are paid to employfeasalvent employers. The latter scheme
system is managed by the Agricultural Social InsceaFund (Kasa Rolniczego Ubezpiec-
zenia Spotecznego, KRUS). In 2010 there were 1lbomipeople insured in the KRUS and
nearly 1.4 million beneficiaries. The fundamentidiedence between the two schemes lies in
a different system of contribution calculation. Argon insured in ZUS pays contribution cal-
culated as a share of their gross earnings (in caseployees) or gross revenue (in case of
self-employed), although the latter have a righd¢olare a lower amount as the basis for con-
tribution calculation, provided it does not falllbv the minimum base amount defined by
ZUS.

Table: Social security and health insurance contrib utions in 2011

Type of social insurance Contribution (%)

old-age pension 19.52 (7.3% is then transferred to Open Retire
ment Funds, OFE)

disability pension 6.0

sick-leave 2.45

accidents 0.67 — 3.33

health 9.00

Labour Fund and Guaranteed Employee Benefits Fund  2.45 + 0.10

(unemployment and wages-protection against bank-

ruptcy)

Source: Social Security Institution (ZUS) (20)11

Child-care provision

Child-care system consists of three levels: cre¢fueschildren aged below 3), pre-schooling
(3-6) and elementary school (7-12), followed by died school (13-15) and high-school (16-
19). The school-age has been a subject of delmtheaovernment initiated a reform in 2009
aiming at lowering the school-entry age to six gedihe reform triggered massive criticism,
and, as a result, its main objective has not yehbmplemented. In general, public education
is free at all levels; however, the child-care smy are partially paid for. In practice, only a
limited number of hours a day in pre-school is dée free of charge (for instance, in War-
saw it is from 8 A.M. to 1 P.M.), whereas additibhme is paid. As a consequence, working
parents who cannot afford the extra hours of ctélce are forced to seek alternative means
such as help of grandparents. Public child-carditias are under control of municipalities,
which are responsible for setting prices of extracular hours. In 2011 so-called “Créches
Act” was adopted, creating a basis for provisiorcafe services to the youngest children not
only in the organised facilities but also on a deracale, including hiring nannies.

The length of maternity leave depends on the nurobehildren and amounts respectively to:
20 weeks in case of a single birth, 31 weeks fongw33 weeks for triplets, 35 weeks for
guadruplets and 37 weeks for quintuplets or a migluenber of newborns. Employees are
also entitled to additional maternity leave of fougeks in case of a single child, or up to six
weeks in case of multiple birth. The length of tl@ave will continue to grow gradually until
2014, when employees will be entitled to six addisil weeks for one child or eight weeks for
a multiple birth. Two weeks of maternity leave dangranted before the expected delivery
date. While on maternity leave, employees retasmripht an equivalent of their full remu-
neration received prior to taking the leave in famfmaternity benefit by ZUS.

Since 2010, fathers of children under one yealgefare eligible to optional paternal leave of
two weeks. Employees on such leave are entitlechdaternal benefits and enjoy immunity
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from redundancy. Furthermore, in 2010 employeesitber sex became entitled to additional
(optional) maternity leave.

Childcare leave is available to employees who lewdked at least six months prior to taking
the leave, for up to three years until the chilactees the age four. Employees using childcare
leave are not entitled to remuneration, althougisehin a difficult financial situation may be
granted a family allowance by the social assistance

Employees entitled to childcare leave who havedpiecontinue working reduced hours, en-
joy extended protection from redundancy. Employersnot terminate employment contracts
of such employees during the entire period in whiedy are using that option, provided that
its length does not exceed 12 months.

Until 1990s Poland used to be considered the ch'Saale breadwinner” model. Nowadays,
the picture is, however, more complex. On the caredhthe economic activity rates clearly
indicate that women are more prone to inactivigogof men are economically active, com-
pared to 48% of women, as of late 2011), but onother hand, the rising cost of living ne-
cessitates economic activity of both partners hoasehold. The relatively low level of pay
(the average gross monthly wage amounts to PLN,34fi&h translates to EUR 810) effec-
tively dismantles the “male breadwinner” modelisiteven more evident in case of retalil,
where the gross monthly wage amounts to PLN 25%/R(610), which is only 76% of the

national average.

Low level of pay is another reason why employees generally disinterested in working
part-time. As of late 2011, only 10.3% of all worgi persons (6% of employees) worked
part-time. Women are more likely to be employed-tiare. No specific data in that regard is
available for retail.

Low pay in retail is reflected in a relatively higgminisation of the labour market within the
sector: while 51% of all employees in "trade anpares" are female, their share in retail is
substantially higher at 67%. This is also the aafseample companies. As one of the inter-
viewees representing the company observed: “Teasamioman”.

Since 2009, following enactment of the anti-crisgislation, the number of employees hired
on the basis of fixed-time contracts rose rapiglaking at 28.5% of all paid employees in
early 2011. As of late 2011, the figure is 27.2%jcl still makes Poland the leader among
all EU member states in that regard.

Impact of economic crisis on work and employmemngiailing sector

In terms of statistical data, impact of econommaglown on employment in retailing sector
has not been significant, as the number of all eggad and the share in overall employment
practically remained unchanged, when comparingtate of the sector in 2008 (the period of
relative prosperity) and 2010 (when the slowdowcalge apparent; latest data available).
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Table: Employment in commerce, retail and structure of commerce

1990* 1995 2000 2005 2008 2009 2010
Employed in commerce 1388 1903 2076 2059 2268 2179 2189
(in thous.)
Employed in retail - 1044 1137 111% 1206 1218 1283
(in thous.)
Employed in commerce as 8.4 12.3 13.4 16.¢ 16.p 15(8 13.5
% of all employed
Employed in retail as % of - 6.7 7.3 8.6 8.6 8.8 8.1
all employed
Number of outlets (in thous.) 237 425 432 3867 385 37p 346

* In 2003 the national statistics changed methoglplased in counting the number of stores
Source:own calculations based on national statistic (+*280.1)

Working time regulation

Statutory working time in Poland, as set by thedwaliCode, is 40 hours a week. The national
regulation (in line with the Directive 93/104/ECdathe amended Directive 2000/34/ EC)
stipulates that maximum working week including ¢wvee cannot exceed 48 hours. Regular
daily working time is eight hours but the maximuailg working time is not specified explic-
itly. However, employees have a right to 11 hourgest a day. Although the law opens the
way for derogation from the general rule in colleetagreements, considering lack of thereof,
formal deviation from the basic regulation on wgekirking time is only hypothetical. The
law, however, makes explicit exceptions for speaiitegories of employees, such as manag-
ers acting on behalf of the employer onsite, tdeputies and chief accountants to whom no
hourly limits apply. Furthermore, it is alloweddgtend the daily working time for employees
whose nature of work necessitates such a conducif bas to be adequately compensated
with time off, to be used by the employee withimvarking time calculation period not ex-
ceeding four months.

Requlation of store opening hours in the grocectae

There is no regulation on store opening hours. Assalt, Tesco hypermarkets operate on
continuous basis: 24 hours a day, seven days a. gk on official holidays, all stores are
required to refrain from opening but there is ackedoor’ for small-scale operators to work
even on those days, as outlets without hired ¢t&ff ran by self-employed and their direct
family members rendering help) are not requiredase.

Temporary agency work and subcontracted work

There is a separate piece of legislation in plaealidg directly with the Temporary agency
work (TAW), which complies with the Directive 20Q84/EC. The regulation stipulates that
temporary workers are supervised by the personh&lser undertaking’. On the contrary,
subcontracted workers are formally managed by #rerp company. The issue is relevant
only to large retail operations, as small and medanterprises do not use TAW. Both cate-
gories of workers may be encountered in hypermsykiké former being primarily employed
to cover checkouts or join in replenishment teams.

4.5.3 Education and training

Poland may be described as a country with no comepigve national-level policy regarding
vocational education and training. No specific istaial data regarding educational back-
ground of retail employees is available but suctuiees as a national vocational training sys-
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tem for retail employees, supra-company trainirgjitations for retail industry or a system
for managerial training are non-existent. The viove schools have experienced steady de-
cline: the number of such schools dropped down f&)B00 in 1990/1991 to some 1,800
schools in 2010/2011, and number of students dseded&rom over 800,000 persons in
1990/1991 to some 230,000 students in 2010/201Wwkaim about 30% are women). With
virtual absence of dual-education arrangement gdtledght be assumed that only a faction
of retail employees have received formal vocati@thlcation in the area of retail. As one of
the inquired company representatives put it:

We wish there were more vocational schools. Laks the example of a vocation
which is already nearly extinct, and soon will \@ncompletely: butcher. With no
schools, no students, we have to manage by oussellen it comes to training.
But we can’t substitute for schools, our potenigalimited. [...] It is not easy [to
organise vocational training — J.Cz.] in cooperatiwvith schools, as it requires
overcoming of numerous bureaucratic barriers.

As a result, responsibility for human capital deypehent must be borne either by employees
(and prospective employees, in case of studentsjnployers. The sampled companies have
attempted to address the challenge in various \(&8es company case studies) but aside from
individual corporate initiatives no comprehensiyper-level strategy initiated by either pub-
lic authorities or sector-level social partners éagerged.

In general, the vast majority of employers simptyrobt offer vocational training: as of 2005
(the latest data available) only 35% of the com@armprovided vocational training, whilst
65% admitted that they had not performed any sutiiges. In retail the picture was even
gloomier as only 23% companies provided vocatidrahing.

While there is no general national debate regardaefgcient system of vocational schooling,
increasing undersupply of skilled workers is coased a serious threat to the labour market.

4 5.4 Industrial Relations

General characteristics of the IR system

More than 20 years since the collapse of the atithian state socialism, Polish system of
industrial relations remains ambiguous in naturatidhal industrial relations do not fit into
any of ‘ideal’ types defined by traditional theacat models, which is reflected in a plethora
of labels: ,corporatism in the public sector, plig@n in the private sector” (Morawski 1995);
Jllusory corporatism” (Ost 2000); “transformatiw®rporatism” (lankova 2002); ,pluralism”
(Meardi 2002); ,weak corporatism/pluralism” (Koz2R03); ,fake corporatism” (King 2007)
or ,etatism/unstable corporatism” (Sroka 2007).

Until 2006, when thénformation and Consultation A¢t&C Act) transposing the EU Direc-
tive 2002/14/EC was adopted, Polish system of itm@diselations retainede factoa monis-
tic structure (although, it wase iurea dual-channel system, with a variety of non-urbod-
ies of representation allowed by law but actualig&ng only in the periphery of the world of
organized labodf) with trade unions being a main channel of emptoyspresentation. Cur-
rently, the 1&C Actstipulates that nearly all types of employers vaitlheast 50 employees on

81 Other forms of non-union employee representatimiuide: employee councils (rady pracownicze) inesta
owned enterprises, employees’ representativesarstipervisory boards of companies controlled byeSta
Treasury, employee representatives in European-tmaies and ad-hoc representation (health andysafe
inspectors).
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the payroll are obliged to allow establishment ofi@ks council, yet there had been an in-
terim period since the enactment of the legislatiohl 2008 during which the threshold was
set at 100 employees. The 1&C Act became a sulbgesevere criticism (e.g. Bednarski and
Wratny 2010) due to its vagueness and in 2008dtpslhtion was found partially unconstitu-
tional, and was subsequently amended.

The new channel of employee interest representéi@snthus far failed to disseminate on a
large scale, as the share of employers who, bedtigeal by the law, can actually report to
have a works council in a workplace under theirticmnis assessed at less than 10% (3,269 in
real numbers) as of late 2011. In case of 36% eysptowith works councils in place, organi-
sation-specific arrangements for information andscidtation were introduced by mid-2010.
The vast majority (70%) of works councils existumionised enterprises. Before the Informa-
tion 1&C Act took effect, in 4400 cases employersl drade unions had signed agreements
implementing provisions of the Act without estabirgy works councils.

Trade unions

As stipulated by th@&rade Unions Actunions can operate at the level of one enterpmse,
tiple enterprises (inter-company union organisatiand national level (federations and their
associations, defined as confederations). In m@acthe trade unions movement is based on
enterprise-level unions, which retain a wide mamfimutonomy from upper-level organisa-
tional structures. In general, the right to estblirade unions is enjoyed by employees. In
particular, those allowed to founding trade uniordude hired (paid) employees (regardless
of the contractual-basis type), members of agucaltcooperatives, persons working on the
basis of a ‘contract of agencyurfiowa agencyjna which is a type of freelance agreement
(however, recognized by the labour law), unlesyg tre employers.

Decentralisation of trade unions combined with eyNew threshold of 10 employees which
needs to be matched in order to establish a nesnwnganisation at the workplace level es-
tablished by law, the ultimate result is a veryg&anumber of registered trade unions (esti-
mated at 25 thousand) and enduring pluralism otitiien movement. Considering the ongo-
ing de-unionisation process observable since thg &890s and still noticeable, albeit fad-
ing, political cleavages among major national-letvatle unions, it is hardly surprising that
the union pluralism in Poland has once been famyalescribed as “competitive” (Gardawski
2003).

Table: Trade union density in Poland: survey data (  1991-2012)
Year 1991 2000 2002 2007 2008 2010 2012
Trade union density 28% 20% 18p6 14% 16% 15% 12%
Source: Public Opinion Research Centre (Centrum Badania Oppotecznej, CBOS) data series 1991-2012

As no official (administrative) data on trade ursafensity is available in Poland, longitudinal
survey data are the most reliable source on the stainion membership in recent years. Pol-
ish trade unions have suffered a dramatic loss @mbership since the onset of socio-
economic transformation. In early 2012, the uniatie rate fell down to 12%. No decisive
break into the private sector has occurred. Evengh organising campaigns has been un-
derway in the private services since late 1990s,uthionisation rate in private economy is
7%. Ultimately, Poland ranks as one of the leaginised EU countries.
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Table: Trade union membership in Poland: socio-demo graphic profile

By economic sector Union density (%)
Mining, quarrying, manufac- 20
turing

Trade and services 2
By ownership sector

Public 24
Mixed (public/private) 10
Private 7
By employment size

1-49 7
50-249 13
250+ 26
By gender

Men 13
Women 11

Source: Public Opinion Research Centre (Centrum Badania Opputecznej, CBOS), BS/52/2012, April 2012

The most unionised economic sector (as distingdisbethe sake of the survey) is industry
with 20% unionisation rate. Unfortunately, no digeegated data for commerce and retail it-
self is available. However, density in a combingdde and services” sector is only 2%.

There are three trade union organisations whiclcameently considered representative at the
national level: NSZZ Solidarity (NSZZ “Solidaré), All-Poland Alliance of Trade Unions
(Ogolnopolskie Porozumienie Zwzkéw Zawodowych, OPZZ) and Trade Unions Forum
(Forum Zwiazkéw Zawodowych, FZZ).

NSZZ Solidarnosé is the largest trade union confederation (allieg technically a general-
workers union). According to the CBOS surveyspinprises 6% of all employees. Based on
the internal statistics, the union had 680 thousaedtbers in 2008. There is a branch struc-
ture encompassing retail: the National Secretafi@anks, Commerce and Insurance (Sekre-
tariat Krajowy Bankéw, Handlu i Ubezpieaggewith approximately 19,000 members (2010),
about 10,000 of whom belongs to the National Sacttd Commerce (Sekcja Krajowa
Handlu). The Section associates company and ini@pany level unions in large multina-
tional retail networks. As of 2012, the organisas affiliated in the Section are present in 15
chains (of which nine are grocery retailers), idaohg most of the multinational networks
(Auchan, Biedronka, Carrefour, Intermarche, KauflaReal, Tesco) with a notable exception
of Lidl. The union in the latter had been foundeigioally in 2006, yet around 2010 it ceased
to function and has not recovered until now.

OPZZ membership stands at 3% of all employees, as CB@%eys indicate. The self-
reported membership statistics for European Tradi@rUConfederation (ETUC) are in line
with this figure, as according to the source OPBmprised 318,000 members in 2010, ex-
cluding the largest member organisation, the Padlisachers’ Union (Zwizek Nauczyciel-
stwa Polskeigo, ZNP) which comprises around 250j@@dnbers (2008). Altogether OPZZ
affiliates have around 550,000 members. One of2RZZ affiliate organisations is the Con-
federation of Labour (Konfederacja Pracy, KP), whiargets the employees of private ser-
vices, also in retail. The union claims to haveua 10,000 members but in retail it is cur-
rently present in only three hypermarkets.

FZZ covers 2% of all employees (based on CBOS datahetteless, the confederation
claims to have significantly higher membership aig 400,000 members. The confederation
groups mainly employees from the public sector.
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Aside from three major trade union organisationslatively huge number of unionised em-
ployees (over 25% of all trade union members or@pmately 4% of all employees) belong
to autonomous unions, not linked to any of thedluenfederations.

Employers associations

The state of the employers’ side of the industiédéitions scene is equally pluralistic. As in
the case of trade unions, no official (adminisugtidata on employers organisations density
exists. On the one hand, self-reported data ardablg based on which the organisations
cover approximately 25% of employees via their eypis associated with the employers
organisations. On the other hand, the European Gssion (see Industrial Relations in
Europe reports) assesses the coverage rate at 20%.

There are four central-level employers organisatiseating in the Tripartite Commission:
Business Centre Club (BCC), the Polish ConfedanatioPrivate Employers ‘Lewiatan’ (Pol-
ska Konfederacja Pracodawcow Prywatnych LewiatddPH, the Employers of Poland
(Pracodawcy RP), once (until June 2010) known asGbnfederation of Polish Employers
(Konfederacja Pracodawcow Polskich, KPP), and tladisi® Crafts Union (Zwizek
Rzemiosta Polskiego, ZRP).

BCC — 604 companies (compared with 714 in 2004), aghi® employment volume of mem-
ber employers, only data regarding the entire BE@wvailable, and, as the organisation re-
ports, approximately 600,000 persons are employesbimpanies associated with the BCC.

PKPP ‘Lewiatan’ — 56 lower-level employers organisations (compgsiT regional cham-
bers, 28 sectoral chambers and the Italian Chaofbedustry and Trade) and 17 enterprises
(compared with 53 organisations in 2004), accordmngelf-reported data, employers associ-
ated with the PKPP employ approximately 600,000kexs. Within PKPP, there is an sec-
toral employers organisation representing emploperscommerce: Polish Organisation of
Trade and Distribution (Polska Organizacja HandDystrybucji, POHID). Two member
companies of POHID (Tesco addbka) are also associated directly with the natiassocia-
tion.

Pracodawcy RP- 29 lower-level employer’s organisations (compgs22 sectoral chambers
and 7 regional chambers) and 59 enterprises (cadpaith 53 organisations in 2004), KPP
claims that the associated employers employ rougmhyilion workers.

ZRP - directly affiliated: 27 crafts chambers (26 temial chambers and 1 sectoral chamber)
affiliated indirectly, through the chambers: a it 478 guilds (481 in 2004) and 222 crafts
co-operatives; above 300,000 companies (self-eredlaycluded) are associated with the or-
ganisation.

Collective bargaining

Collective bargaining system is highly decentralisas its main pillar is composed of com-
pany-level collective agreements. National-levelifpersectoral) bargaining does not exist at
all, while sectoral-level bargaining is near extioc with only 169 ‘multi-employer’ agree-
ments present in the register maintained by theid#fynof Labour and Social Policy (Minis-
terstwo Pracy i Polityki Spotecznej, MPiPS) as attl2010. However, as little as 95 multi-
employer collective agreements remain in forceecog approximately 390,000 employees
(about 3.5% of the labour force), mainly in the jpuisector with minor exceptions of for-
merly state-owned large enterprises. Number of @mmpevel collective agreements
amounted to 8368, covering some 1.7 million empsyas of mid-2008 (no newer data
available).
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The Labour Code determines the conditions for ttadens and employers to be fulfilled in
order to enter into collective agreement. At conypbavel any union and a particular em-
ployer may enter into agreement, so all unionssaatiithin a company are eligible for being
a party to agreement of such type. At supra-enitgpevel only representative unions enjoy
the right to be parties to multi-employer colleetigreements.

Marginalisation of collective bargaining has beemswhat compensated by development of
institutional social dialogue. In 1994 the TriptatCommission on Social and Economic Af-
fairs (Komisja Trojstronna do Spraw Spoteczno-Gaspozych, TK) was celled into exis-
tence in 2001, tripartite social dialogue was @ioéd by introduction of the Act on Tripartite
Commission for Social and Economic Affairs and Regl Social Dialogue Commissions.
Besides the national-level social dialogue coufibg Tripartite Commission), there are also
institutional bodies operating at regional- (Voigbgp Social Dialogue Commissions, Wo-
jewodzkie Komisje Dialogu Spotecznego, WKDS) andteel-level (Tripartite Sectoral
Committees). As of the latter, there are curredthysectoral committees but none for the
‘genuine private’ sector, so retail is absent friv@ tripartite sectoral dialogue as well.

Industrial action

Industrial action is subject to thct on Collective Disputes Resolutioh1991, which out-
lines a detailed procedure for resolving disputes @elineates conditions to be met in order
to call a strike. The major condition is that orflyhe resolution procedure fails, then the em-
ployee party may move forward to strike action.tkRermore, a decision has to be authorised
by employees in a ballot. Longitudinal analysigrafustrial action in Poland since the trans-
formation reinforces the thesis of ‘labour quiesEnn Eastern Europe (Crowley, Ost 2001).
Except for two relatively short periods: 1992-198#st stage of industrial restructuring) and
2007-2008 (a period of economic prosperity combingtt a huge wave of immigration to
EU-15), strike activity has remained at a low level

Industrial conflicts that are relevant for retaitinsector

In retailing sector, the cases of open industmaiflact such as strikes and collective disputes
are very rare. Not surprisingly, the first strikeretail occurred in 2008 in Tesco. Trade un-
ions usually choose a less confrontational meamsatést such as rallies. The recent cases of
such recent labour protests are:

= Carrefour, where “Solidargé’ initiated protest actions throughout 2011,

= Biedronka discount-chain where unions protestednagalleged anti-union practices
in early 2011,

= Protests of “Solidarng” unions in the summer of 2010.
= Nationwide work-to-rule protest in the autumn ofLR0
= Work-to-rule protest in Silesia in 2007.

There are examples of trade unions’ use of uncdiweal methods of addressing employee
interest: in the spring of 2011 the “Solidagébchair, Piotr Duda, met the UEFA chair, Mi-
chel Platini, and raised the issue of alleged anibn policies in “Biedronka” (owned by
Jeronimo Martins Dystrybucja, official sponsor bétEuro 2012 tournament). Furthermore,
unions have also attempted to make use of electroadia: in autumn of 2011 “Solidaggd
launched a website called “Hiperwyzydyper-exploitation), where employees of retail and
personal security services may address their coacan employment relations in the work-
place, including complaints on their employers.
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Theoretically, there is a legal possibility to exdea multi-employer collective agreement by
the state (the Minister of Labour) through so-ahlgeneralisation, so it covers an entire
branch of economy. However, no such case occufted1989.

No detailed statistics are available on collectvaegaining coverage. As stated above, some
2.1 million employees are covered by collectiveeagnents of any type, which translates to
the coverage rate at about 20%.

No atypical agreements such as ‘partnership agmesinexist, neither at the national level
nor sectoral level.

No cases of collective agreements are known inl re@éworks. The only area of the sector in
which some ‘residual’ collective bargaining mayfband are co-operatives, which, however,
play only a marginal role in the sector.

Based on national statistics on pay, technicallgilres not a low-wage sector but the average
remuneration in commerce and retail is below tivellef the average gross wage in the na-
tional economy: 95% in "trade and repairs"”, and/ aid% in retail trade.

Company/establishment level IR — general charasties

As stated above, union activities concentrate predantly on company level.
Presence of trade unions at enterprise/establistiesel

No ‘recognition’ procedure exists in Polish law.n&w union in a company has to register
with the court of law and notify the employer oétfact. The representativity issues at com-
pany level are regulated by the Labour Code (Cla4d9¢25a). In order to be recognised as
representative for the purpose of collective bamgai, a union has to fulfil at least one of the
following conditions: 1) being an organisationaltwor associated organisation of trade union
organisation representative on the national level therefore participating in Tripartite
Commission, provided it comprises at least 7% tdltemployees working for the employer;
2) comprising at least 10% of total employees wuagkior the employer; or 3) having the
highest number of members of all trade union oggtions active with the employer.

Organising campaigns in Poland has thus far begened in a top-down manner. The con-
tinuous organizing campaign has been run by NSZaid&rna¢” since 1998. As a result,
the union structures were built in the majoritynofiltinational grocery retail networks (see
above for details). The campaign may be considarsdccess, since it was the first case of
organising strategy put into action in the formeeialist countries in Europe but, on the other
hand, it produced only modest results in terms efmiership growth and building of bargain-
ing power. In its initial phase the campaign wastidized and managed at the national level
by a special unit Union Development Office (DziadZzwoju Zwihzku, DRZ) established in
1998 with support from the American Federation abhaur and Congress of Industrial Or-
ganizations (ALF-CIO) and Service Employees Inteéamal Union (SEIU). DRZ staff grew
gradually to include 14 organisers. In early 206#igons also became engaged in organising
activities but their involvement varied.

Around 2010, the original top-down approach in oigaég began to evolve with the pressure
of the national headquarters of “Solida¥¢ioon the regional structures to increase their in-
volvement in organizing campaigns. As a consequeacerritorial structure has been intro-

duced, based on the ‘groups of regions’ unit. Tlaeeesix such groups. The Regional Boards
were made responsible to employ union organisetiseat own account. There are 38 organ-
isers at regional level.
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As stated above, no data is available on geneval l& unionisation in retail. The sample
companies belong to most unionised companies indta sector but in no case the union
density exceeds the level of 10%.

Works councils

According to the telephone survey of 2011, theeerar councils in any major multinational
chain. Nonetheless, the field research on samptganies reveals that works councils were
established in cases of Carrefour and Real. Theobwiscrepancy between the two sources
only confirms a wider observation that works colsi@re marginal institution (they are
formed but never really commence their activitiiteravards), the existence of which often
goes unnoticed even inside of a given company.

Trade unions and/or works councils involvementasecof individual and collective redun-
dancies and dismissals

Trade unions are empowered by law to be consuitezhse of individual and collective re-
dundancies and dismissals. However, at individexgl, unions become involved only in case
of their members being affected. In collective tielas, unions represent all employees.

4.6 Turkey

4.6.1 Introduction

Turkish economy has performed successfully in thet plecade and relatively better than in
other countries during and after the global cri#i®2008. According to the official figures,
Turkey was the 17th largest economy in the worlthwei GDP of US$613.6 billion in 2009.
In 2010, Turkish GDP increased to US$737 billioithva real growth rate of 8.9%. Although
Turkish GDP contracted in 2009 due to effects obgl financial turmoil, 2010 figures and
the current environment have signalled strong regoyDeloitte 2011: 3). According to the
OECD, Turkey is expected to be the fastest groweicmnomy of the OECD members during
2011-2017, with an annual average growth rate af%6.(http://www.usasabah.com/-
EnglishNews/2011/12/13/turkish-economic-growth-pl&second-after-china).

Turkey's dynamic economy is a complex mix of modadustry and commerce along with a
traditional agriculture sector that still accoufds about 30% of employment. Service sector
is getting the biggest share in GDP’s compositignséctor. The share of service sector is
63.8%. Second one is the industry sector with 26.18@ share of agriculture is 9.6% in 2010
(www.tuik.gov.tr). The share of the wholesale amthit commerce industry in Turkey's
economy is in line with that of EU economies. Imttast, however, the share of the modern
retail industry in EU countries is close to 80 @8 of the total retail industry—while in Tur-
key this share stands at approximately 40 to 4286GP26, 2011).

The retail sector is one of the fastest growingasedn the Turkish economy. The Turkish
retail sector has grown at a remarkable rate duhegast decade, reaching a total of 11,588
chain stores and supermarkets, and 291 shoppinig amlbof the end of 2011. Accordingly
total retail area is at least 23 million squareargtwith 2.1 million employees, 520,000 of
which have been in organized retail. Based on tligsees, Turkey is the 7th largest retall
market in Europe and the 10th in the world. In 2@@8pite the global economic crisis, the
share of direct foreign investment in the organieetdil sector increased 12% compared to
2008 (Atalaysun 2011: 2-3).
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According to estimates, at present approximateBp @@ the Turkish retail industry belongs

to traditional retailers and 40% to organised fetsi Planet Retail's estimates indicate that
the combined market share of the top-five playerthe industry is below 20%. While there

are 15 hypermarkets and 150 supermarkets per milleople on average in EU countries,
these figures are only three hypermarkets and pérmarkets in Turkey (PWC 2011: 11,

12). Food retail holds the largest share in thal tettail sector with sales reaching US$96 bil-
lion in 2010. The share of organized retail in thed retail sector is increasing rapidly and
has reached 54% versus 36% unorganized food mre2@11 (Atalaysun 2011: 2).

The organised retail industry is a leader in teahthe size of the workforce. The total num-
ber of employees in the organised retail industser24% in 2006, 26% in 2007 and 10% in
2008. Employment reached 408,000 individuals in&(0DCSCR Retail Index - Nielsen),
reaching 450,000 people at year-end 2009.2 Orghmietail makes up 19.8% of total em-
ployment in the retail industry (PWC 2011: 9). 1illion workers are employed in formal
sector and the retail industry comes first in teohemployment with around 1 million work-
ers in 243 thousand workplaces in Turkey by Au@@dtl (PWC 2011: 28).

The retail sector is classified into two major gyeun Turkey: organized and unorganized
retailers. Organized retailers are mostly chainestéhat have a corporate entity and are fully
registered. Unorganized retailers, also calledtithditional market, constitute smaller, single
stores and bazaars. There are 168 local chainsavdtal of 3303 stores, whereas there are 21
national and international chains with a total 878 stores (Atalaysun 2011: 4).

Table 1. The Retail Sector Profile in Turkey

Sales area (Sqmeter) No. Of Cash Register
Hypermarkets 2500 and above 8
Large Supermarkets 1000-2499 4
Supermarkets 400-999 2
Small Supermarkets 100-399 2
Markets 51-99 1
Bakkals 10-50 1
Convenience and Gas Store 10-50 1

Source: Atalaysun 2011: 4

In 2011, international retail chains grew 4.8%,ioval chains grew 5%, and local chains
grew 21% in Turkey. This trend is expected to cargiin 2012 with an even stronger empha-
sis on discount and cash &carry segments.
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Table: Major Supermarket Chains in Turkey-2011

Company Type of Ownership Turn-Over US$ Number of Location
Name Outlet Outlets
BIM A.S. Hard discount| Turkish USS$ 4.3 billion 3263 Nationwide
stores
Migros AS. Hyper, super, | Turkish US$ 3 billion 701 Nationwide and
Jet, e trade international
Carrefour SA Hyper, super,| French 60% | CarrefourSA 27 Carrefour Nationwide and
express, soft | Turkish 40% | US$1.3 billion, 216 Car. Ex- international
discount DiaSA US$516 press,
million 1120 DiaSA
Tesco-Kipa Hyper, super | U.K. 93% US$1.12 billion 150 Nationwide
and express | Turkish 7%
stores
Metro&Real C&C, German US$1.5 billion Total 35: Nationwide
Hypermarkets 23 Metro
12 Real
Sok Soft discount | Turkish Us$642million 1256 Nationwide
Al101 Hard discount| Turkish US$588million 1210 Nationwide
Kiler Supermarkets| Turkish US$428million 191 Importersilelalers

Source: Atalaysun 2011: 10.

The development of modern retail depends on sgemdinditions and in Turkey these can be
summarized as follows (PWC 2011: 5):

= Demographic structure: large and growing populatoung population, increasing
urban population, number of large and growing sijtie

= Income level: economic growth, rising per capiteoime, varied income distribution,
= Liberal commercial and economic environment, customons,
= Geographic location, logistical advantages,

= Relatively high percentage of traditional retailtine total retail industry (around 60%
in Turkey; the EU average is around 10 to 20%)

= Closer economic relationships and increasing tvéatteneighbouring countries.

4.6.2 Welfare State Regime

The Turkish welfare regime and type of capitalisghibit a similarity with the Southern
European (Mediterranean) type and it has beenifitassvithin that family by Gough (1996)
and Saraceno (2002) For example, the formal social security systeritinkey has charac-
teristics that are typically attributed to South&uropean welfare regimes. As in Southern
Europe, an elaborate, if highly fragmented andanarical, system of a corporatist character
provides combined health and pension benefits tmdtly employed heads of household ac-
cording to their status at work. This system cdsxgth a labour market structure where self-
employment, unpaid family labour, and informal eayphent practices are very important.
Given these features of the labour market, the &social security system remains grossly

8 While Jawad and Yakut-Cakar (2010) offered a s&patypology of religious welfare model for Middle

Eastern countries, including Turkey; Aybars andréshas (2010) claimed that Turkish welfare regirae h
a hybrid characteristic illustrating important f@as of both the Middle Eastern and Southern Ewope
welfare models.
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inadequate in its ability to provide social protectto the outsiders. In the absence of mean-
ingful social assistance schemes, many have neelmnit to rely on family ties in risk situa-
tions. This centrality of the family in the welfaregime constitutes another similarity with the
Southern European model (Ferrera 1996; Aybars aadotihas 2010: 756).

Tax System

Income tax is levied on the real net value of wage salary and spouses are taxed separately
on earned income in Turkey. The real net value afj@vand salary is calculated by making
some deductions from the total cash payments madefrange benefits given by the em-
ployer. A progressive tax policy has being impletedninstead of flat rate tax policy. The
income tax schedule in 2012 as follows:

Table: Income Tax Schedule (by 2012)

Taxable Income (TL) Tax on Lower Threshold (TL) Taxon exfﬁrséssgowglz;; )above lowe
Up to 10.000 15
10.000 up to 25.000 1.500 20

Social Insurance System

The social security system is based on a hybrioh@gn Turkey. According to the Constitu-
tion, social security is provided via both conttidmy and non-contributory systems (Art. 60).
The fundamental institution for contributory systeased on premiums is the Social Security
Institution. According to the Social Insurance a@dneral Health Insurance Act no: 5510,
social insurance scheme consists of short-termranse branches, long-term insurance
branches, unemployment insurance, and general hh@&aurance. Short-term insurance
branches include work accidents, occupational desasickness, and maternity insurances.
Long-term insurance branches include old-age pansnvalidity and survivors insurances.
Pension benefits rely on the state-funded pay asggosystem, which is financed by contri-
butions of the current workforce, as well as thifowagdeficit guarantee of the government
which is called as “defined benefit” system (Elhei2008: 217). According to the Act no:
5510, the retirement age is 58 for women and 60rfen who started work for the first time
after 1999. But the retirement age will be graduaicreased to 65 years for both men and
women by 2048. The required number of contributtays for pension benefits is 7.200 for
workers and 9.000 days for public servants andst#ieemployed (Tuncay-Ekmekgi 2008:
111; Karadeniz 2010: 7). According to the unemplegtrinsurance Act no: 4447, in order to
be eligible for unemployment benefit, a worker miigve contributed to the unemployment
insurance scheme for at least 600 days in the8lgstrs, including full contributions for the
last 120 days prior to unemployment; must have histher job through no fault of his/her
own and must have applied in person to the TurKistployment Agencyi§-Kur) (Tuncay
and Ekmekgi 2008: 414). The duration of unemployintmmefits depends on the number of
contributory days. Workers who have 600, 900 ar@Dldbntributory days in last 3 years, are
paid unemployment benefits for 180, 240 and 300sdegspectively. Daily unemployment
benefit is calculated as 40% of the net daily wagmwvever this payment cannot exceed 80%
of the monthly minimum wage. According to the Act 1510, in order to be covered under
the general health insurance, a minimum contrilouperiod of 30 days is required. However
there is no obligation to fulfil this requiremermtr fsuch persons: refugees, persons below the
age of 18, stateless persons, etc.
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Child-care Provisions

Due to the rare and expensive day care centresnaijarity of parents relied on their family

networks for childcare and they are highly satasfiath it. 35% of children are cared by their

mothers, 35% by their grandmothers or other redati20% by other informal carers and 10%
in créches or childcare institutions in Turkey. tRgration rates in registered childcare ser-
vices are even lower. The minimal use of childéastitutions reflects both the strong family

networking of Turkish society and a lack of sulwadi childcare as well as traditional societal
attitudes to mothers working outside the home. ¢Eewumd 2008).

Only the companies with more than 150 women emggyeae obliged by law to provide day
care. However the majority does not offer this menand instead pay the fine; the companies
claim high cost, and geographical dispersion amwagches precludes their offering of ser-
vices. Home-based childcare (i.e., nannies) is comand affordable, but the majority of
parents prefer to use family networks for childdageause it is almost free and more reliable.
Involvement of extended family in childcare is dque characteristic of collectivistic coun-
tries such as Turkey (Aycan and Eskin 2005: 458)46

The Labour Act (LA) is mostly compatible with acgutommunautaire. However there are
some incompatible fields, such as parental lealtboAgh maternity leave is regulated by the
LA, parental leave does not take place in the Blrkabour legislation. According to the LA,
in principle female employees must not be engageaark for a period of sixteen weeks,
eight weeks before confinement and eight weeks afiefinement. In case of multiple preg-
nancies, an extra two week period shall be addedeti@ight weeks before confinement dur-
ing which female employees must not work. If theméée employee so wishes, she shall be
granted an unpaid leave of up to six months aftereixpiry of the sixteen, or in the case of
multiple pregnancy, after the expiry of the eigiteeeeks (Art. 74). The employer is not
obliged to pay wage to the female worker during riregernity leave which is 16 weeks (18
weeks in multiple pregnancies). The wage loss effdmale worker during the maternity
leave is compensated by maternity insurance. Miégansurance covers female workers who
have at least 90 days of maternity insurance dmutians during the year preceding the birth.
The cash benefit for maternity leave is 2/3 of vgager day during the 16/18 weeks.

Briefly, the inadequate childcare provisions andklaf family-friendly policies in most
workplaces both affect the female labour force ipigtion rate negatively and hinder full-
time job opportunities for women in Turkey.

The Family and Gender Roles

Turkey resembles the Southern EuropEamily and Kin Solidarity Modelather thariiale
Breadwinner Modepredominantly found in Continental EurdpeDue to the large gap in
state-sponsored social care provision, social ptiote system is mainly family-centred in
Turkey. Publicly provided care for children, thealy and the disabled, as well as pre-school
education facilities, remain very limited. In thiesence of a safety net for the informally em-
ployed, the family is an important pillar of the fe@e regime and women are perceived as
natural care providers. The current tendency inas@are policy is clearly towards the re-
placement of institutional care by family care ilomeed of protection, as well as for the dis-
abled and elderly (Bira and Yakut-Cakar 2010: 529-530). Consequentlylewabour force
participation rate for female is 27,6%, the rater fomale is 70,8% in Turkey
(www.sgb.aile.gov.tr/.../temel_sosyoeko gosterget)y. However the retail industry has the
largest part of female employment in Turkey (13,6#gucation industry (8,1%) and textile

8 For Family and Kin Solidarity Model and Male Bdsé@nner Model see Griitjen (2008: 125-128).
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manufacturing (7%) are following the retail indysin terms of female employment in Tur-
key (Tepav 2011: 5).

Due to the centrality of the family in Turkish walé regime, supporting family income
through transfers can be assumed to be a subgbtupeiblicly provided care, which also in-
volves the substitution of provision of care fdodar market participation as the way women
contribute to the family budget (Bta and Yakut-Cakar 2010: 529-530). Nevertheless, th
cash transfers to the family are negligible andl@guate in Turkey. The family allowances
are paid on condition that the spouse of the imsdoes not work by being subject to any so-
cial security institution and does not get any meoor payment from any institution, pro-
vided that the employment contract of the insuredker is still valid. These allowances are
determined annually by law. The amount of familipwbnces is only 95,05 TL per month
until the end of 2012. Besides family allowancés, ¢hildren allowances are also paid up to
two children. These amounts are also determinedalynby law. The amount of family al-
lowances is only 18,81 TL per child and month utit# end of 2012.

4.6.3 Education and Training

Vocational and Technical Education

Vocational and technical education in Turkey iswakd at two different levels. The first one
is the vocational and technical high schools, drel decond level is provided at two year
technical and vocational colleges. Vocational awhmnical high schools are secondary educa-
tion institutions which train medium level techrdic@anpower in line with the needs of indus-
try and prepare students for higher education (8fiipiof National Education 2005: 25).
These schools and institutions enclose formal aasisneducation institutions of all types and
levels implementing curriculum to offer diploma woecational and technical education and
certificate programs.

Vocational and technical higher education (Tertieducation) is carried out by vocational
and technical two-year colleges. The aim of theatiooal and technical two-year colleges is
to train the students as a higher technicians whcequipped with required knowledge and
skills in order to enhance the power of competibbmdustrial, commercial and service sec-
tors.

Vocational Training in the Retailing Industry

In order to support in-house career developmenti@amdeate equal academic educational op-
portunities for retail employees, Anadolu Univeysidpen Education Faculty has developed
an Associate Degree Certificati®irogram in Retailing and Store Managemi@n2005. In
this program, students get some information aldmeintanagement process of retail sector by
taking courses such as customer relations, salesgeaent, store management, labour law
and communicatiofwww.anadolu.edu.tr/akademik/fak_aof/perasatvemaghon

Retail companies also support vocational trainmggetail sector by collaborating with univer-
sities and colleges. For instance, as a retail emyigros gives its employees the opportu-
nity of developing their career by providing the ifvbs Retailing Associate Degree Certifi-
cation Program” and the “Migros Retailing Undergraté Program by cooperation with
Anadolu University. These programs are provide@rmployees to help them overcome the
educational hurdles barring them from advancintheir careers. After graduation from these
programs, Migros pays back half of the program feé&s its employees
(www.migroskurumsal.com/Migros.../Migros2010annaepbrt. pdfwww.isteinsan.com.tr/iste
insan.../migros_tan_istihdam_atagi.html
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Unions, as non-governmental organisations, besteatgnportance on training especially in
recent years and fulfil their social responsibility participating in vocational training pro-
grams. In this sense, they develop collaboratidreses with various partners for contribut-
ing to vocational training. One of the best exarmméthese schemes is the “Creating Value
at European Level in Retail Sector by ICT basedaiooal Materials (CVs in Retail)}ro-
ject that Tez-Koogs carried out with EU funding. The program startédom December %,
2008 and ended on Novembef"32010.

With its short name “CVs in Retail” project aimedihcrease the quality of human resources
by updating and developing vocational qualificaipadapting training programmes and test-
ing the certification methodologies from previoustyplemented projects at EU level for the
retail industry. The project contributed to the amtement of the quality of VET systems, and
hence in the long run aims to contribute to theéfmovement” goal of EU as standardisation
will lead to mobility of workers and employabilityith EU participation in the European La-
bour Market.

The project consisted of 8 Work Packages. Witheetsfp the work packages, initially pro-
fessional qualifications of 4 areas in retail intygcashier, butcher, delicatessen, and sales-
man for bakery) were specified and harmonized Withpartner countries, Italy and Greece.
Employee candidates were trained regarding to peeied standards and certificated ac-
cording to their achievement levels. Tez-Kdemarried out dissemination activities in order
for the trainees to find jobs more easily. Withie scope of the project, a continuous training
centre was established within Tez-KoggHeadquarters.

With this project Tez-Koops Union aimed at making this testing and certifisatcentre a
permanent facility for training employee candidadésetail industry, and being able to de-
liver certificates of Vocational Qualifications Audrity via getting accredited by Turkish Ac-
creditation Agency (www.cvsinretail.org/.../CV_INERAIL_;www.tezkoopis.org/index.-
php?option=com...view

4.6.4 Industrial Relations

The main actor of Turkish industrial relations gystis the state. There was neither bourgeoi-
sie nor the working class in the European sensleeapre-Republican period in Turkey. As a
result of the statist economic policy in the eamars of Turkish Republic, the state became
the leading actor of industrialisation. The staiethe biggest employer, adopted various acts
to regulate both the individual and the collectialeour relations. Therefore, all labour rights,
gained as a result of strong class struggle in fi@jravere always given by the state in Turkey.
In other words, in Turkey, which has a late indasigation and labourisation process com-
paring to the other European countries, the estaient of the industrial relations system
and union movement was predicated on state leigislaather than by a class-rooted social
movement (Dereli 2006: 38; Uckan 2007: 123). Sorkens and the employers, two impor-
tant actors in industrial relations system, hadhde& behind, and the state had regulated the
labour relations unilaterally. This situation pré&ed the tendency of the social partners’ ex-
pectations on the problems related to the labdatioas to be solved by the government and
also paved the way for very detailed legislatioat thone of the European countries have. The
current industrial relations system was establisimned@urkey in the early 1980s during the
military regime while the economic restructuringsaanderway. The backbone of the system
was the new labour legislation encompassing thdeTtanions Act 1983 (TUA) and Collec-
tive Labour Agreement, Strike and Lock-out Act 1982 ASLA), as well as the 1982 Con-
stitution.
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Trade Unions

Although the union density rate is 59.88% by 2006o&ading to the official statistics pub-
lished twice a year by the Ministry of Labour anactal Security (MLSS), this rate is quite
deceptive when it is used in comparative researdftes rate represents the proportion of un-
ionised workers only in terms of the potentiallyjamsable and insured workforce (excluding
public servants), not as a proportion of the tetarkforce or employment as in European
countries. Thus, needless to say, with regard eotdbal workforce or employmenthe real
union density rat¢éaround 12-13%) is much lower, and below the E&rage. There are only
3.232.679 union members by July 20009.

Due to the motive to create a neat and simple usiiutture, the Turkish legislature adopted
the principle of industrial unionism. Trade unionave to be established on an industrial
(economic activity) basis; occupational/craft arslablishment-based unions are explicitly
prohibited (TUA, Art.3). TUA enumerated 28 indussiaccording to which unions were to be
structured (TUA, Art. 60). The workers at retaitlustry can join or establish a union only
active in the branch of activity no: 17 (commerckerical works, education and fine arts).
There are 3 unions at this branch of activity pds€#% threshold which is one of the prereg-
uisites for collective bargaining authorisation:zTKoopds, Koopds and Sosyals. Tez
Koop-s, operating since 1962 and the member of Tigirkad UNI Global Union, is the most
powerful trade union at this industry. The secoiygjést trade union, organized at commerce,
clerical works’ education and fine arts, is KolgpAs a member of Tirks and UNI Global
Union, Koopis, has been operating since 1964. However, Kigdp-not organized at hyper-
markets and supermarkets. At this industry, thedthiggest trade union is Sosyalwhich
has been operating since 1966 undiH(cf. table below).

Table: Trade unions in the branch of activity no: 1~ 7 (commerce, clerical works, education and

fine arts)
Trade Union Tez Koopds Sosyalis Koop-is
Member of Tirk-Is, UNI Global Union OSK Turkds, UNI

Global Union

No. of Members 62.337 43.914 46.157
Organized supermar- Migros, Tansg, CarrefourSa, | Metro C&C -
kets/hypermarkets Real, Tesco-Kipa
Total no. of workers under the 436.794
branch of activity no: 17

Source: Compiled fromOfficial Gazettel 7 July 2009, No: 27291.

Employers’ Associations

Employers’ associations have to be constituted mnndustrial basis by employers in the
same industry and must have national scope, agheicase for trade unions. However as an
exception, public employers’ associations are nbjext to the principle of industrial union-
ism. Due to the low union density rate at privagetsr, predominantly small enterprise oper-
ates, the employer do not need to organize. Scerghy the large enterprises are the mem-
bers of employers’ associations. However, therads any employers’ association in the
Turkish retail industry. But there is a trade caufar retailers, Trade Council of Shopping
Centres & Retailers (AMPD), founded in 1994. AMPé&n&s to highlight and improve the
role of shopping centres, food retailers, chaimestand related sector in the economy. Real,
CarrefourSa and Tesco-Kipa are members of AMPDuirkdy.
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Collective Bargaining

According to CLASLA, a collective agreement may eowene or more establishments within
the same branch of activity (Art. 3/1). In otherna® an authorised union may conclude a col-
lective agreement covering only one establishment may conclude the collective agree-
ment so as to cover more than one establishmeuo@mtly belonging to different employ-
ers, provided it meets the bargaining requiremenisach of these establishments or enter-
prises. The latter form, that is, the multi-emploggreement, generally called the “group
agreement” became quite fashionable in the postIR#key. However as extending the
scope of group agreements, these agreements resegribstry-wide collective agreements.

Depending on the required circumstances, the ¢oleeagreement may also be concluded at
the enterprise (company) level. In an undertakialpging to a corporate body, corporation
or a public organisation or institution which hasre than one establishment in the same
branch of activity, only one collective agreememdidd be concluded covering all the estab-
lishments of the undertaking (CLASLA, Art. 3/Il)ugh a collective agreement called as the
“enterprise collective agreement” within in the mieg of the CLASLA. Generallenter-
prise collective agreementare signed at the food retail industry in TurkéJthough
CLASLA had foreseen the 9 extension of a collecageeement concluded by union which
has the largest number of workers among the othiena passing 10% threshold in the con-
cerned branch of activity, it is not implementeteefively. There are no agreements beyond
normal collective agreements.

There are two numerical requirements concerninigcle bargaining authorisation for trade
unions. The industrial union has to representastleen per cent of the total employees in the
concerned industry- the so-called 10% thresholdtarm@present more than half of the total
number of employees in the concerned workplace.Mb8S publishes statistics twice a year
that serve as a basis for determining 10% threshiold collective bargaining authorisation.
The two prerequisites to be fulfilled to qualify the authorised trade union for collective bar-
gaining lead destructive inter-union rivalry in Kay. The opportunity to use automatic
check-off mechanism only for signatory/authorisedbons (TUA, Art 61) also provokes the
inter-union rivalry.

In 2008, collective agreements covered only 729\&&Bkers, most of them public workers,
who can be described as the ‘privileged minority*aristocrats of workers’ considering the
total employment in Turkey (Uckan 2007: 111).

Industrial Action

In the presence of a collective labour dispute,ntegliation process must be initiated. If the
mediation proceedings fail to resolve the disptiten trade unions have right to call a strike.
But in Turkey, only right to strike for interestsgiutes is guaranteed and permissible. A politi-
cal strike, or a general strike or any solidarityke is unlawful. Occupation of the establish-

ment, work slowdown, deliberate reduction of outpatl any other concerted resistance is
also concerned unlawful action (CLASLA, Art. 25)fnoday, there were not any strikes or

lock- outs in Turkish food retail industry. EvenzF€oopds decided to call several strikes at

Migros and CarrefourSa, the parties had settledditigute before that decision was imple-

mented.
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Wages

The average wage in the retail industry is aroumgimum wag&® in Turkey. Workers are
generally paid almost the same level of salary evbKilled workers (i.e. bakery chefs, butch-
ers, etc.) are paid higher levels than other watker

Working Time

The maximum weekly working time, excluding overtinge45 hours in Turkey. The LA also
regulates equalizing (balancing) which is consisteith EU Directive 93/104/EC. The bal-
ancing period (two months) may be increased upuo fonth by collective agreements (Art,
63).The work exceeding the 45-hour weekly workinget is defined as overtime work.
Wages for each hour of overtime must be remuneratezhe and a half times the normal
hourly rate. If the worker so wishes, instead aereing overtime pay, s/lhe may use as free
time one hour and 30 minutes for each hour workesitome. However the employers gener-
ally force workers to prefer the latter in the faediail industry.

There is no regulation of store opening hours endlocery sector in Turkey. Although tem-
porary agency work is not legal, subcontractingasy common in Turkey. Auxiliary tasks,
such as cleaning and security services are gepgmiformed by subcontractors in the retalil
industry.

Interest Representation

There is quite poor and weak employee representatiactices in Turkey. Apart from collec-
tive bargaining, the social partners have some uwitng obligations at the establishment
level. These concern topics such as the electiammin representatives and the exchange of
information as well as consultation in relationctilective redundancies and short-time work
(Valk and Sdral 2006: 52-53). There are no worksnctds governed or required by legisla-
tion in Turkey. However there are some other forplatforms at the establishment level that
employees are represented, such as occupatiorith hed safety boards, paid annual leave
boards. But the most effective mechanism in em@ogpresentation is the shop-stewards in
Turkey.

Job Security

It has been claimed that employers dismissed niane 45.000 workers affiliated to Tuik-
and OSK between 2003-2008 (Bakir and Akdm 2009: 93). Out of 11.173 applications for
unfair dismissal, the courts awarded reinstaterireta7%of all the cases (Tuik-2006: 10).
Due to the weak job security regulations, workem®\are trying to organize at non-unionized
companies can also be easily dismissed in the ffetadl industry. Such dismissals were the
case in CarrefourSa and Tesco-Kipa.

8Minimum wage is applied nation-wide and updatedqutitally in Turkey. The Minimum Wage Fixing Board
announced the net minimum wage as 701 TL for tisé fialf of 2012.
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4.7 Finland

This section has been prepared®li RusanenandMika Skippari

4.7.1 Introduction

Finland has a long tradition in labour movementvgignificant political power. Social De-
mocratic Party has been one of the leading pdidredecades and it is considered to represent
workers’ interests. Finnish work conditions are ateged in tri-partisan process between un-
ions, employers’ associations and the governmenthése negotiations the government can
propose legal compromises in order to reach aneaggst. In retail, collective agreement is
generally binding. This means that all retailersehto follow the terms of collective agree-
ment regardless whether they participate in negotis. or agree on collective agreement. For
example, multinational entrant such as Lidl hadbtlow the collective agreement. The bind-
ing collective agreement sets the minimum wage lviscin practice the paid salary level.
This prevents cost-cutting through lower wagesesialt retailers pay de facto same wages.
The wage level in Finnish retail is comparable vather industries and it is enough for rea-
sonable living expenses. Firm-level representatofesnions, such as shop stewards and in-
dustry safety delegates, have large informatioruiadgpn rights. These information acquisi-
tion rights enable labour unions to represent wasrke conflict situations.

Finnish society is characterized with high taxed aocial support with reasonable coverage.
Finnish public education is free and there is fpablic healthcare. Social safety net reduces
workers’ dependence on employers and in some ¢Bwesxample, students) provides disin-
centives for working.

Overall, the main features of labour relations imnish retail are (1) generally binding collec-
tive agreement and the role of shop stewards anldl§dur laws and social safety net that re-
duce workers’ dependence on retailers. These tatorfalargely explain the adaptations of
Lidl once it entered Finland. In this report we Ividcus on society’s safety net, education
system and industrial relations. Industrial relasiovill focus especially on generally binding
collective agreements including fixed salary, infi@ation acquisition rights and labour laws,
and practices that ensure workers’ rights.

4.7.2 The welfare state and labour supply

Finnish welfare state is individualistic at leastem compared with Mediterranean countries.
According to survey by Nikander (2009), young asluftove to own apartment on average
younger than in other European countries excludwgmark. Men leave from childhood
home when they are 21 years old (median) and woleere from childhood home even
younger. Three key factors that cause moving to apartment are: need for independence,
studying or moving together with a companion (Nit@n2009).

While young people moving to own apartment cerjaoreates a need to gain work to pay
rent, Finnish social welfare system reduces thiscefespecially among students. Students
who move to own apartment get public support froetak(The Social Insurance Association

of Finland). Additionally, student apartments ateeaper than rent apartments for non-
students. Students are allowed to have study fded€2month and 80% of rent costs are re-
funded by Kela. The student is allowed to haveessapported study loan of 300 € per month.
There are many exceptions to the amounts mentiahede. However, students are discour-
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aged to work too much by the support system. Idlesti has an average monthly income of
over 660 €/month, the support by Kela is reduced.

In terms of retirementthe Finnish social welfare system is rather caxplt has multiple
steps depending on the age and reason why thenpleasaretired. There are three options for
retirement: inability to work, long-term unemploymteor age of 65 years. The main compo-
nents of the pension are national guarantee peraidnemployee pension. The amount of
employee pension is tied to salaries a person dw@sved during her career. The minimum
level guaranteed by national pension is 520 €/ moR#tirees can work alongside their re-
tirement, but Finnish pension system guarantees btmndard of living.

When examining special groups such as studentswonkl expect that early departure from
childhood home would result in vast labour sup@pezially in low-skill jobs such as retail
cashiers. However, work-based reductions in Kdlaancial support and relatively high level
of social support reduce the supply of labour foreecording to a survey, only 9 % of union-
ized employees in Finnish retail (Lidl 13%) indys#éire_students or retiredhus, in Finnish
retail industry retired employees have no stratsgjaificance, and students have only small
amount of strategic significance.

Finland has a strong tradition in women’s rightsl daministic movement. For example,
Finland was the first European country to allow veonto vote in 1906. Additionally Finland
had a female president in 2000-2012. Women argeaptrticipants in Finnish work life al-
though there is an on-going public debate aboutgespecific industries and women’s
smaller salaries.

Finland provides social support for families withupg childrenthrough complex system by
Kela. Families receive maternity- and paternitp@atnces which guarantees financial income
until child is 9 months old. The amount correlateth pre-child salary level with minimum
daily support of 22-23 Euros. Families receive rhbnthild benefit from 104 to 190 Euros
until children are 17 years old. Families have satiye right for childcare. There are munici-
pal subsidized day care centres. Parents havehafogunpaid leave from work in order to
stay home to take care of children under 3 yeatsTdiese families receive child care benefit
327 Euros per month. Large or low-income familieseive increased benefits. There are re-
gional differences in the level of social suppdithe system improves especially the role of
women with various support forms and subjective dane rights. For the majority of fami-
lies, the social welfare provides enough supparbésic living.

Majority of organized employees in Finnish retadlustry are women (82%). Lidl's employ-
ment policy of women and men is similar with indysaverage. In Finnish retail industry,
18% of the employees are from single person holdeh®8% live with their couple and do
not children. 40% live with their couple and havddren. 5% are single parents. 8% identify
themselves as part of ‘other household'. In termemoployees’ household background, Lidl
is mostly in similar with national average. Thegkest difference is that 25% of Lidl's em-
ployees are from single person households compaitbdnhational average 18%. Apparently
LidlI's younger average age implies also increasedlesof single person households.

To summarize, we argue that retired are insigmftigroup to gain cost-efficiency in retail
sector due to its small size. Similarly the rolestidents has only small amount of signifi-
cance. Families with children are a significant kesrgroup but there are multiple support
forms which reduce dependence from employer. Waeatbat majority of families have a
high degree of freedom to choose their workingustaFinally, Finnish retail industry em-
ploys mostly women. We found no evidence that Haliland would target certain worker
groups with the exception that it employs, on agerayounger workers and more persons
from single households.
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Taxation

Finnish taxation system is complex and this segbm@sents simplified overview of its main
parts. Worker’s income taxation is progressive fi&5% to 29.8% of monthly salary. In ad-
dition, there are municipality tax (average 19.25%@nsion payment (average 5.15%) and
other minor taxes averaging 4.04%. According to pegers’ Association of Finland, full-
time retail worker has approximately 23-24% totad tate from income-, municipality- and
other income-based taxes.

The examples above are about taxes from workelatigs. Corporations pay various side
expenses on top of paid salaries totalling 17-288gitionally, corporate income tax rate is
24.5%. In Finland, total taxes to GDP -ratio is142.which is higher than for example Ger-
many (36.3%), UK (35.0%) and USA (24.8%). Denmat&.2%), France (42.9%) and Swe-
den (45.8%) are example of countries having lat@eto GDP ratio.

According to Lidl Finland’s annual reports, Lidlffand’'s corporate taxes have been 0.00-
0.03% of sales due to accrued net losses of 70.59m#09 paid salaries totalled 51.8 m€
(81%), pension expenses 9.1 m€ (14%) and otheresipenses 3.1 m€ (5%), composing total
personnel expenses of 64.1 m€. In 2009 there wefewhite collar employees and 1 960
workers. Average personnel expense was 25 433&imhwi 895 € were pension- and other
personnel side costs.

Social insurance system

The taxation in Finland is progressive and totaesato GDP are larger than in many other
developed countries. The other side of the cothas the social safety net provides basic liv-
ing for students, families with children, unempldyer people with illnesses or disabilities.
Unemployed workers have a basic monthly income7@f éuros. Unemployed union mem-
bers get additional unemployment support from #golir union (Service Union United,
PAM) based on their previous salary level. Low meohouseholds can apply general hous-
ing allowance from The Social Insurance Associatdriinland (Kela), which is 80% of
rental costs.

Unemployment benefit law guarantees that part-tivoekers are allowed to receive adjusted
unemployment benefit. The state supplements salaagghat monthly income is 75% of full-

time worker’s salary. The ratio will soon increase80%. This means that involuntary part-
time workers are guaranteed a supplemented incamparable to part-time workers with

28-30 hours when the hours worked is less tharno2&sh

Finland has a free public healthcare system. Aalatitly, disabled and ill workers can receive
various forms of support from Kela. Municipalitiesovide public health- and dental care
which is practically free due to Kela’'s coveragekS3eave salary is protected by work con-
tract legislation.

Contract types for retail workers

According to a recent study by Ministry of Labotirere has not been any significant change
in the amount of fixed-term contracts in Finlandidg the last ten years. Overall in Finland,

fixed-term contracts are used especially among gauwmen. The share of part-time workers

is 14% in Finland (average of all sectors). Comgdceother sectors, part-time contracts are
more usual in retail sector. Part-time workerstgpécally young people and seniors close to
retirement.

The table below shows the distribution of contiigges for retail union members. We note
that especially rental work and called to work —kews are less likely to be union members
than for example full-time workers. Part-time waska significant form of work in Finnish
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retail industry. Lidl uses more part-time workehart is used on average in Finnish retail:
43% of Finnish unionized workers have part-timetast (Lidl 71%). Binding collective
agreement states that a full-time worker has 3@ushof work per week.

Table: Union members’ contract types in retail sect  or (survey)

Rental | Called to work Part-time Part-time Full-time 37.5h
work if needed less than 20h over 20h
Finnish retail 2% 3% 6% 37% 53%
Lidl Finland 0% 1% 13% 58% 31%

There is some indication, that involuntary partdimork is a problem in Finland. According
to our interviewee, if a part-time worker has osigall amount of working hours, the monthly
income might be insufficient for reasonable liviagpenditures. However, adjusted unem-
ployment allowance guarantees part-time workersrrelevel comparable with 75-80% full-
time workers’ salary. Part-time workers might aieoeligible to housing allowance.

Collective agreement states that if employer presid¢onsistently work above contracted
hours, the contracted hour-limit must be increa3dw main reason for usage of part-time
work is the flexibility and cost-savings it proveléor retailers. In many cases, contract is
written for low hours and then additional hours previded if needed. Lidl Finland does not
differ from other Finnish retailers in terms of plems or abuse with part-time workers.

A basic principle of the work contract law is tladitcontracts should be full-time unless there
is a good reason for usage of part-time work. Adddlly the law states that new employees
cannot be hired if current part-time employees hagiested additional hours. Sometimes
retailers try to circumvent this based on the hpa-argument. The idea is that the retailer
does not need more worked hours but more pairadd Currently, this issue is one of the
main disputes between union and employers. Alsoctilective agreement provides incen-
tives for the retailers to hire full-time workerather than part-time workers, since part-time
worker’s hourly expense is a bit more than fullgimvorker’s hourly expense. Thus, a retailer
has additional 300-500 euros (rough approximatamual expense if it hires multiple part-

time workers rather than a single full-time workedo the same job.

It is a norm among retailers to make permanentraots with their employees. Finnish retail
industry has 83% of employees with permanent cot#r@d.idl 87%). Employers must present
a valid reason for using fixed-term contractshére is no valid reason, the contract must be
permanent. Also, “chaining” (making multiple subsenqt fixed-term contracts) of fixed-term
contracts is prohibited by law.

Finnish labour law creates relatively high barriems dismissing workers. There are two le-
gally valid reasons for dismissal. (1) Employer ¢ay off workers due to production and
economic reasons in order to maintain company'sigo@ncial health. The layoff barrier is
rather low but the company cannot hire new persdion@ine months: the dismissed workers
have a priority for regaining the lost jobs. (2) oyer can dismiss a single worker due to
individual reasons but in this case the layoff iearrs higher. First, an employee must be
given a formal written warning, and if the workebshaviour does not change, the employer
can dismiss the worker only for a significant negl&@here is a notice period for 1-6 months,
and Finnish system does not require severance pmioe If the layoff is illegal, the worker
has a right for 3-24 months’ salary. In caseslefjdl dismissal, courts rule on average salary
of 10 months.
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Working time regulation

There was a major change of legislation regardiogesopening hours in 2009. Opening
hours of units sized less than 400 m2 were fullgx@d. These units are allowed to be open
24/7. Units over 400 m2, such as Lidl stores, wesamitted to extend their opening hours,
including Sundays from 12:00 to 18:00. Accordingoto interviewee, the regulatory change
benefited especially large units at the expendeosks and small units.

To summarize, current labour legislation attemptmtrease the share of full-time permanent
contracts. The main rule is that part-time workersst be allowed to have more hours, if re-
guested, prior hiring additional work force. Chamiof fixed-term contracts is prohibited and
there must always be a reason why fixed-term conisaused. As a result the most used con-
tract type in Finnish retail industry is permanemrk contract. When combined with high
dismissal protection, hiring of workers requiresncoitment from retailers. This might also
create barriers for hiring new workers. Labour anas occasionally disputes with every re-
tailer regarding contract types. Lidl does noteliffrom other retailers in terms of such con-
flicts or disputes.

4.7.3 Education and training

Finland has a free public education from grammapostto university level education. The
school system is the norm and private schoolshe@xception. Public school system is usu-
ally considered to be of good quality. The objeetof Finnish school system is to provide
equal opportunities regardless of gender, regidiamily’s financial situation. Finnish gram-
mar school has had high Pisa ratings (internaticarét ranging 1-6) during 21century. Due

to free public education, Finnish retailers hawersite workers with basic skills such as
mathematics.

According to our survey, largest educational backgd of organized retail employees is vo-
cational school (42%). 25% has a degree from uppeondary school, college, polytechnic
or university. 12% have completed only grammar,di@ar elementary school. Lidl's results
are similar (cf. table below).

Table: Educational background of retail workers

Grammar, Voca- Upper College | Univer- Other n/a
middle or tional secon- or poly- sity
elementary | school dary technic
school school
Lidl Finland 11.1% 47.0% 15.4% 12.8% 1.7% 12.0% %.0
Finnish retail 11.9% 41.7% 13.0% 9.8% 1.8% 21.1%  69%0.

According to the collective agreement, employerstrarrange minimum of three days of
training for their workers. Lidl has more advandedning system than other Finnish grocery
retailers. Since 2009 Lidl has offered its empl@yagyossibility to a vocational qualification
in business and administration while working in ILitirough external service provider
Adulta. Roughly 10% of Lidl workers are more ordesvolved with this vocational training
option. The vocational training system of Lidl aAdulta is more advanced than other gro-
cery retail’s training systems.
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4.7.4 Industrial Relations

Central collective agreement and tri-partisan prsse

Central Organization of Finnish Trade Unions (SA&an influential organisation with close
ties with political decision-making. Industry-spgcilabour unions, such as Service Union
United (PAM), are members of SAK. SAK has a lotdafect political influence since it is
closely associated with The Finnish Social DemacrBarty (SDP) which is considered to
represent workers’ interests. SDP has been fordégscane of the leading parties with multi-
ple prime ministers and presidents (1982-2012)aA®xample of recent political influence,
SAK'’s previous chairman Lauri lhalainen is a cutrifinister of Labour and a member of
SDP. In retail sector, individual workers are notdly the members of PAM; instead, the
unionized workers are members in local chaptersaafe unions, which are members of la-
bour union PAM.

Confederation of Finnish Industries (CFl) is thatcal organisation for industry-specific em-

ployers’ associations. Federation of Finnish ConumdFFC) represents retailers and it is a
member of CFIl. Finnish Grocery Trade Associatio®TR) represents grocery retailers and
it is a member of FFC. FFC has multiple tasks &aiters. FFC represents its members in
negotiations of union-level collective agreemetitalso provides counselling and negotiation
support for retailers regarding interpretation afllective agreement and disputes. Lidl

Finland has been a member of FFC since 2003 arehzber of FGTA since 2010.

The collective agreement determines wages and gmplat terms. The collective agreement
can be achieved either on central organisationl Idetween SAK and CFI) or on industry
level (e.g. in retail sector between PAM and FR@Q)] this has varied recently. For example,
centralized agreement was achieved in 1995-200def¢xn 2000), in 2008-2011 the agree-
ments were made on industry-level, and the cumgreéement is negotiated between central
organisations. Centralized agreement is cross-indbrénding in national level. In addition,
certain industry-specific details are negotiatetiveen PAM and FFC. Central collective
agreements are considered to provide stability mudice strikes, while reducing sector-
specific flexibility in wages. On the contrary, umtry-level contracts tend to increase the risk
of strikes and industrial action, since each ingulgvel union tries to maximize its own
benefits.

Regardless of the decision-making level, the ctilecagreement is negotiated in a tri-

partisan process, where also government is repezheif an agreement is not achieved, gov-
ernment can propose changes in public policy (&g.reductions, employment policies and

changes in labour legislation) in order to faciétéhe negotiations. This means that both la-
bour unions and employers’ associations have lardiieect legal power. The tri-partisan sys-

tem also explains at least partially the curreatesof work legislation.

Occupational Safety and Health Administration andustrial Safety Delegates

Occupational Safety and Health Administration’stasto supervise labour laws especially
through inspections. The focus is on the overallkimgy conditions in a firm, not on individ-
ual workers. The main interests are working condgiand worker discrimination. Workers’
representative (usually Industrial Safety Delegate) employers’ representative (for example
HR manager) participate in inspections with Occigpail Safety and Health Administration’s
inspector.

Industrial Safety Delegate is selected democrdyi@ld she has an increased dismissal pro-
tection. Delegate is required when a workplacedtdsast 10 employees. Delegate continues
working for employer and her task is to represeotkers regarding work safety. Delegate’s
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contract is negotiated between labour union and@&reps’ association. If the delegate recog-
nizes that a law is being broken, she will firstifyothe employer and supervise that neces-
sary changes are made. If the employer does nottstéollow the law, employer is fined or
the matter will be taken into court. The employas fa duty to cooperate with the delegates
and exchange information. Industrial safety delegatooperate and exchange information
with labour union especially in order to resolvaftiots.

Labour union PAM and shop steward system

The collective agreement states that union hagha to elect a shop steward. This means in
practice that large retailers cannot prevent estailent of shop steward system and its work-
ers from organizing. The only way establishmerghadp steward system can fail is if workers
do not support it. However, there are no signifidaarriers for organizing: only a few union-
ized workers are needed to establish a shop stesyatem in a firm.

The role of shop steward is stated in a shop stka@mtract that is negotiated between labour
union and employers’ association. The contracestttiat shop steward has a right to repre-
sent worker’s interests, to negotiate locally amg@ain necessary information in order to rep-
resent workers effectively. The shop steward istek among unionized employees of a re-
tailer. The employer pays a basic salary and a$émushop steward tasks. A certain amount
of working time of a shop steward is allocateddpresenting workers’ interests, which is ne-
gotiated case by case. However, if the retailerleyspover 800 workers (Lidl reached this in
2004), the shop steward has 100% of her working tiledicated for union work. Minimum
level requires one shop steward to represent storkers and one for warehouse workers.

Since 2007 shop steward has also been responsibie¥eloping working conditions in co-

operation with the employer. Local agreements cammade for example about overtime.
When there is a disagreement about interpretatidnnaling collective agreement, the shop
steward has to make a memo about details of ttegidiement. This will be used in first-

phase negotiations with the retailer. In the ndwage PAM and FFC will negotiate to resolve
the disagreement. If the union-level negotiaticai the final option is to solve the problem
in a court (from Labour Court to Supreme Court)lymme case between Lidl and the PAM
has been taken to the Labour Court.

In case a disagreement is taken into court andnargd worker loses the complaint, labour
union PAM will cover all the expenses. While besagially harmful, complaining about mis-
treatment is financially costless for union memb@itsis lowers the barrier for complaining
about violation of collective agreement. Non-unmnambers face personal financial risks that
are typically very large when compared to retasiédary level. In case the suit is lost, the
worker must pay own lawyer’s salary which is appmmately 200 euros per hour and oppos-
ing side’s legal fees. Especially immigrants andishts are more exposed to these risks be-
cause they are less frequently members of labonuurrently Finnish labour unions at-
tempt to gain a general right to represent nontninexd workers in significant matters.

Binding collective agreement

Among the most important aspects of Finnish callecagreement is that it is generally bind-
ing. Finnish collective agreement in retail hasrbgenerally binding since 1970s when it was
stated in the work contract law. Generally bindiglective agreement means that it is bind-
ing for all retailers whether they participatedtli®e negotiations (only members of FFC) and
whether they agree on the terms of the agreemanmitor

Collective agreement is generally binding whenifils certain conditions. The contract must
be nationwide. 50% of employers must be membeesrgfioyer’s union. The agreement must
have an established position in society througbgeition of contracting parties and history.
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Secondary criterion is that 50% of workers are menslof labour union. Finally, the contract
must be ratified by a committee in order it to leaerally binding.

The binding collective agreement sets minimum gdiar workers. This is also de facto paid
salary. This means that no retailer can gain cffisiencies through paying smaller salaries
than competitors. Full-time workers’ average montpie-tax salary is 2 170 €. Part-time
worker’s salary is determined as a percentage ofshfsom full-time worker’s salary. There
are multiple determinants to salary level includmgnicipality (housing costs), language and
other skills. Workers receive bonuses by yearsofise when employee has worked 1, 3, 5
or 8 years. When a person has worked 8 years skeses 20% bonus compared to a new
worker.

Collective agreement guarantees a bonus holiday @agrtime and weekend bonuses are
rather large when compared with basic payment.example, if base hourly salary is 10-11
euros, the Saturday bonus after 13 o’clock is 23@s per hour. Double salary is paid for
Sundays or national holidays.

Finnish legal system guarantees that one is alldoédve free days if a child is ill. However,
retail collective agreement states that the emgayeallowed to receive salary for 1-3 days if
absence is due to child’s illness. The law guaemtalary for 1-9 days when an employee is
on sick leave. Collective agreement extends theitmam sick leave to two months depend-
ing on the length of current contract.

In addition, the binding collective agreement reges the following aspects. There is a bonus
for heavy work. Maximum trial period is four montidaximum daily work time is 9 hours
and minimum is 4 hours, unless employee has spesjairements. Maximum weekly work
time is 37.5 hours. Minimum amount of free weekersdd7 during a year. Full-time em-
ployee is allowed to one hour lunch break and toflee breaks. Part-time employee is al-
lowed to one coffee break if daily working timeoger four hour.

One of the current priorities for retail employea'ssociation is to change the terms of collec-
tive agreement so that it would be possible toyaskers according to their competences and
motivation. So far this has not realized — the paytms done on the basis of task at hand and
years of experience. PAM has focused mainly orustaf part-time workers and working
time issues (weekend work, work day length and arhofibreaks). The main focus is on im-
proving working conditions while salary increaseséreceived secondary priority.

Negotiation process of collective agreement andsiribl conflicts

Ordinary workers give suggestions, objectives arakeminitiatives in meetings of Service
Union United’s (PAM) local chapters. Typically tleesire about 400-500 initiatives. PAM and
local unions create larger objectives based onetheiatives from ordinary workers. A
committee is selected democratically to accompiist task. Finally, PAM negotiates with
retailers’ union Federation of Finnish Commerce(}based on these objectives. The final
negotiation phase lasts 1-2 months.

A collective agreement is typically valid for 1-2ars. The negotiation phase lasts 1-2 months
while the negotiations start typically 6 weeks befthe final date of the existing collective
agreement. When there is a collective agreemenit] iBAnot allowed to take industrial ac-
tion. When the final date is reached, PAM can pressmployers through industrial action or
warnings about possible strike. Strike warning nmaesgiven two weeks before a strike. If a
strike warning is given, a notification must be agivalso for National Conciliator. Through
National Conciliator’s office the government attdmpp mediate negotiations. National Con-
ciliator will invite (force) both parties to negate prior and/or during strike in order to reach
agreement. Both parties are obligated by law tmti@gg. All recent collective agreements in
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Finnish retail have been obtained after the firiedAfter the final date, the outdated collec-
tive agreement is still followed until new agreermisreached.

Finnish labour unions have started to use moreifsp@ressure tactics. General strikes are
used less and the focus is more on strategic striker example, PAM might target certain
stores or certain retailers based on effectivenigsgally strikes are fixed-term with stepwise
increase in effect. For example first strike migst two days then three days and finally one
week. In last negotiation round there was a shiiteswith S-group and K-group while
smaller retailers such as Lidl were not subjedttike. In the negotiation round before that all
retailers were subject to strike. PAM has notideat asymmetric strikes, where only one or
two retailers are pressured while others are altbt@eoperate, are more effective than larger
symmetrical strikes. Small retailers such as Lidjlmh benefit from asymmetric strikes be-
cause PAM attempts usually to pressure the lamgaiers such as SOK and Kesko, because
they have more influence on Federation of Finnism@erce (FFC).

Retail wage compared with other industries

In retail sector, full-time workers’ monthly prextgalary is 2 170€. According to CFI report

for October 2009, industry average of retail salarpll employees was 2 608€, compared to
retail cashier of 2 056€. In construction, workeesned approximately 2 400€ (calculated
from 16.11€/h) and white collar employees 3 25B98€. Paper industry’s hourly salary was
17.34€ (approximately 2 600€) for blue collar waoskend 3 129 - 4 637€ for white collar

employees. While retail is usually considered tabdew-wage sector, the minimum wage is
roughly comparable with other industries. AccordingStatistics Finland, the national aver-
age salary was 3 040€ and typical (median) salad/5E in 2010.

Workplace atmosphere and protection of workershisoand interests

lllegal dismissal of workers may expose companguid for compensation of 3-24 months.
Bullying workers is penalized under criminal lawir@inal law penalizes also discrimination
due to, for example, organizing or trusted posijtigender, religion, disability, skin colour or
nationality. Criminal cases due to discriminatiae axtremely rare in Finland, but they do
pose a credible deterrent for bullying. This effegly means that bullying insubordinate
workers or attempting to suppress trade unions im@yy that the company will be held fi-
nancial liable while the managers might personédige criminal charges and subsequent
fines. On the contrary, Finnish legal system foshpdinishment of employees who complain
about their workplace treatment.

According to our survey, 67% of organized workessl that there are no significant worker-
superior conflicts (Lidl 70%). Similarly, 74% repadhat there are no significant worker-
worker conflicts (Lidl 79%). Clear majority of thveorkers (74%) feel that part-time and full-
time workers are treated equally (Lidl 72%). In iédd, two thirds (66%) of the workers
view that workplace atmosphere is open (Lidl 65Fb)ther words, there are certain amounts
of store-level conflicts, and Lidl Finland is simamlwith other retailers in Finland.

Shop steward and industrial safety delegates harge linformation acquisition rights. Typi-
cally checks are about payment and work time boegkey. Especially if there is a pending
case going to court, labour union might ask indalksafety delegate to access some company
information.

When binding collective agreement is not followids very easy for PAM to intervene. It is
simply not possible for an employer to offer fevbenefits (e.g. below minimum salary) than
collective agreement determines. However, theresarge current issues that are harder to
intervene. One example is chaining of fixed corira¢hich is an on-going source of disputes
between union and employers.
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Sources

e Media archives: 277 news articles published lea#fingish trade journal in 2000-2010

« Interviews (14 in total), consisting of retail mageas (4), Lidl store-level employees (4), union
managers (4), and trade association managers (2).

e Lidl Finland’s company fact sheets 2000-2010

¢ Retail employee survey (2011): members of PAM (NB552

Appendix: special notes regarding the survey

During summer 2011 we conducted a survey for mesnbéiFinnish service industry labour union
(PAM). The basis group of the survey was memberPA’s retail industry. PAM had a list of
35 000 email addresses where this survey wasRAM.received 5959 answers of which 5235 (88%)
are currently employed. These currently employed@es are being examined in this survey and form
group “Finnish retail” which is compared with resgents of Lidl.

The respondents were mostly women (82%) with m&&ojlbeing minority. 96% of the respondents

had Finnish native language. The respondents watigelen 15 to 73 years old. There were respon-
dents from every region of Finland. Household catieg and education categories were well repre-
sented. The respondents represented all majordrimatailers. There were 117 respondents from Lidl
(2%).

The main usage of survey was to use it in ordegewoeralize (triangulation) some of the general
claims made by interviewees. In this report we gneésnly the most important findings as additional
data for interviews.
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5 Company case studies

5.1 Carrefour in France

5.1.1 Introduction

Following the merger with Promodés in 1999 the ngenal structure of Carrefour was
changed thoroughly, on various levels. Promodesaaelatively centralised management;
store merchandising (product assortments, placemaent prices) was controlled (supported
by IT systems) centrally. With this approach, Prdéohad been very successful with its su-
permarkets (‘Champion’), but had not been succésgth hypermarkets. Despite this and
supported by external consultants (McKinsey), @lyticontrolled merchandising was intro-
duced throughout the group, including Carrefourdmgparkets. Thus the decentralised and
highly localised strategy that had frequently ba#nbuted to Carrefour in contrast to Wal-
Mart or Tesco has more and more disappeared; whilkerench competitors Auchan end the
voluntary group E. Leclerc have maintained a manetralised structure. Some analysts see
this as the reason behind Carrefour’s problemberFrench market (Escade 2012). Recently,
the new Executive Director France, Noél Prioux, dasounced that store managers will be
given more autonomy again; but what comes outiefrémains to be seen.

Carrefour operates around 200 hypermarkets indisehcountry France and a much larger
number of supermarkets, many of the latter arecfrieed. French Hypermarkets are managed
within a separate (sub-) division with about 70.@ddployees. Within this about 150 hyper-
markets are forming the core group incorporated &ociété par actions simplifiée, S.A.S.
About 50 other markets are organised within foumpanies, partly as joint ventures with
other French retailers, holding from small minestiup to 509> Most about the following
information will be about the core group of Frer@drrefour hypermarkets.

5.1.2 In-store management structure and skills

Management structures on the store level also bagaged from a ‘hierarchical’ towards a
‘transversal’ structure (terms used by interviewde)he hierarchical structure, departments
and teams were organised along a large numberaafupt groups, like fresh produce or
women’s wear. The new structures contain an ingrghsfunctional element. Below the
store director there are five managers responfibliEesh food, other food, textiles, electron-
ics, and other non-food; there is also, on a soméwdwer rank, a checkout manager. The
department managers have several deputy manageosame responsible either for replen-
ishment (emplissaggor for storage/warehousegégerveg during different shifts (e.g. morning
and afternoon). Below this there are no managedr@, but level Il or level IV employees
(cf. below) as team lead€f’.

The key term ispolyvalencéwhere workers are no longer assigned to certemalyrct areas
like drinks or women'’s clothes but (except cashard administrative staff) to either replen-

8 Hypermarkets in French overseas territories (DOBM) are all franchised.

There is a clear borderline betwezdre (managers) who have to work very flexible hoursd(ao official
over-time), and normal employees whose hours aerrdaed by contract.
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ishment femplissag¥¥’ or storage/warehouse/product flovégervé® within five broadly
defined product groups (fresh incl. most countetiser food, textiles, electronics, other non-
food) In the hierarchical structure.

An interviewee deplored a loss of competence wimepl@yees are no longer able to consult
customers. At present older and experienced emgsogreght still be able to compensate the
general lack. He complains that consultancies Nk&insey do not see this problem. But he
also links this with ‘Zeitgeist’ where younger emmpées switch jobs more frequently and do
not accumulate knowledge. He states a contradictith the new concept of ‘Carrefour
planet’ (the conversion programme has recently lm®smdoned); stores look like they are
made up of professional product departments, bredhty there is less professionalism.

5.1.3 Part-time and working time management

Flexibility of working time

The collective agreement for the retail sector amst important regulations relating to part-
time work, introduced in connection with the redoictof standard working time to 39 hours
in the early 1980s, when the law stipulated that ithplementation should be negotiated
through collective agreement; this was repeatedgnwiegular working time was further re-
duced to 35 hours in the late 1990s. The 2001 awerestates that all part-time workers in
the retail sector with less than 25 hours haveitig to have their contract changed to at least
25 hours; upon their request, the employer mushghdheir contract within 3 months. At
Carrefour hypermarkets, the collective company egent sets the minimum working time
that must be provided upon request at 30 hdurs.

This has led to a relatively low share of part-tiemaployees of 29% at Carrefour in France,
with hypermarkets probably close to this figefeompared to 34% in overall retail (account-

ing for 26% of hours worked in 2008) — 43.3% formaen and 18.5% for men. In modern

grocery retailing (hypers, supers and discounteasipnal averages are even higher: 54.1%
for women and 20.1% for men (INSEE 2011).

In addition, the company is presently testing aesah — seemingly upon request from the
trade unions and in line with Carrefour’'s strivevéwds increasing workers polyvalence — for
cashiers working 30 hours per week to work add#idrours in the sales departments. Here
the interviewee refers to studies demonstratingdhshiers working more than 30 hours lead
to ‘problems’ (concentration, mistakes); but heoatates that many employees do not like to
work outside their accustomed work place; thus las sceptical about the outcome of this
trial scheme.

8 A remplissagaeam (front office) is responsible for replenishitgelves according to planograms and set-

ting up und replenishing special promotions (eaghe central alley).

A réserveteam (back office) is responsible for receivingl atoring goods, as well as for labelling shelves,
scanning shortages and explain and correct sha/tagers.

Before that, minimum working time was 22 hours;Carrefour 25 hours. This is an important element
strengthening the position of workers vis-a-vis agement; they do not have to compete with eachr othe
and to kowtow if they need more hours to earn nmo@ey. In their comparative study on the orgarosati
of working time in the grocery sector Baret et(2000) had found that French part-time workers weoge
content with their situation than their British aBérman colleagues; but they only point to différgender
role models, child care, and taxing as reasonghig; not mentioning employees’ right to chose abi
hours.

Despite considerably lower employers rates fafadsecurity contributions for part-timers.

88

89

90

- 134-



Weekly rosters are quite stable for single work®rsr longer periods. Rosters must be an-
nounced at least two weeks in advance (for casliee® weeks). Workers are allowed to
shift hours with colleagues. Cashiers’ working sitlies are as much ‘self-organised’ as pos-
sible within groups of around 30 colleagues; theteedesired hours into a computer system
that matches hours. If e.g. a cashier says sher mevats to work on a certain day of the
week, this is fully taken into account.

In 2010 Carrefour intended to completely changeotiganisation of work again, as it had al-
ready done in two pilot hypermarkets. They wantedghift replenishment to special night
shift teams (from 23:00 to 7:00 or from 2:00 to®;0separating sales during opening hours
from replenishment at night. Trade unions oppobkeddian leading to regular night work and
demanded a trial phase to see whether this wout# imoother stores too. During this phase
management accused trade unions and comités gdesg®f sabotaging the project. At some
stores, the project was successfully blocked (“\agehthrown a stone in the way of the
wagon”)?* Ultimately, management abandoned the profeBut standard morning working
hours were slightly changed: shifts now start @04nstead of 5:00.

Gender and age

The following data are for Carrefour in total; Migiures for French hypermarkets are proba-
bly not very differenf® In terms of full-time equivalents 58% are fem&@% of all employ-
ees are working part-time; these are mostly workspecially cashiers are frequently part-
timers; but there are also male and female studeatking e.g. only 8 hours per week in
various sections. Thus in terms of headcount tlaeesbf women is probably above 60%. The
share of women in managemecadre is 29%.

5.1.4 Industrial Relations

Union density

On average, FO organises about 8% of Carrefourrmgo&et workers. But in the French sys-
tem the share of votes is more important: FO 43%)T 25%, CGT 20%, Christian CFTC
ca. 5%; CGCdadre represented at the college du carde) ca. 3%.

Collective agreement

In France there exists an industry collective ages® with Federation des entreprises du
commerce et de la distribution (http://www.fcd.afsimdex.php). But it is quite week: entry
level payments are below the minimum wage (SMIQ)t B contains important regulations
for working time (see above) which were introduaedhe early 1980s and extended nearly
two decades later, when government reduces stamaakihg hours.

In addition to the national agreement, all 200,egt ¢/, Carrefour hypermarkets have a com-
pany collective agreement, signed by all five usiofiror supermarkets there is a separate,
less favourable agreement.)

L An official investigation found no evidence obséage.

The interviewee assumes that there are no regpler@nt night shifts at Carrefour hypermarkets iniSpr
Poland.

Employment structure of Carrefour June 2010 detlivities, incl. hypermarkets)
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Pay structure

The lowest hourly rate at Carrefour hypermarket§ 6f20 (level 1) is only slightly above the
national minimum wage (SMIC: 9 €). But employeeseree 13.5 monthly wages per year.
There also are additional agreements on socialfiteicencerning complementary health in-
surance, incapacity, etc.

There are four pay brackets for employees (beladre:

I replenishment

Il checkout, counters

Il employees with vocational trainingn@étien like butchers, bakers, etc.
employees controlling the flow of goods
qualified sales personnel, e.g. selling computestronics (these also receive some
premiums depending on sales)

A\ employees responsible for ‘implementing instroies from management’.

Payment also increases significantly with job tenur

Nightshift premiums are: 21:00-5:00: 30%; 5:00-620@ 20:00-21:00: 10%. If these working
hours are not planned in advance premiums doul#8%o and 20%.

Plant and company level interest representation

Every Carrefour hypermarket has at least one délégndical. FO has trade union delegates
at 130 hypermarkets.

Most of the délégués du personnel are trade unigriitius trade unions are relatively strong
at Carrefour? Every hypermarket has its own comité d’établissenfleas the same rights as

a comité d’entreprise; all abbreviated as CE). flaén group of 150 hypermarkets, as well as
the other four hypermarket companies, have theim oamité central CCE). For all compa-

nies of the of Carrefour group, including supernegsk logistics, banking property manage-
ment etc., in France there is a comité du grougécfwhas less rights than the CEs).

Experience of industrial conflict

The main trade union at Carrefour, FO, does ndtfoalstrike action frequently, e.g. every
year. While CGT is said to organise strikes ataierstores where they are strong sometimes
twice a year. According to the interviewee tia@ort du force the power relationship, be-
tween unions and management has to be tested ribthem, but for FO a strike is not a goal
in itself; important is what unions can bargain &fter a strike or when threatening with
strike.

Early in 2011 there were no improvements in workaagditions and wages, and manage-
ment had announced to restructure work organisgtibrabove). So a strike was somewhat
inevitable. FO and CGT but also tbadreunion CGC also supported the strike. The national
delegates of other unions remained reluctant, lmibst all trade unionist from all unions on

store level supported the strike. The level ofvatgtiwas very different between stores. At

some stores there was no strike action at all;arathers only 5%, but at some others 25%
went on strike. In addition, a large number of emgpks (up to 50%) stayed at home. At
many stores, customer cars could not reach thengalit and these stores had to close for a

% Trade unions are also strong at Auchan and (ghermarkets of) Casino, and to a lesser extenbea.@ut

there are (nearly) no trade union delegates aypermarkets of Leclerc or supermarkets of ITM,rafexd

by independent retailers, as well as at the maaychiised stores in the country. “As a trade untcatid e-
clerc they would sack you within 15 days.” Thesgehno company collective agreement. délégués du per
sonnel are from ‘independent’ lists, frequentlhykid to and financed by management (cf. also Askeatz
al. 2008: 222).
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day. In some cases the police was sympathetiaitongt workers, while in others they pre-

vented them from blocking the parking lot. Theremed to be a general dissatisfaction
among employees. An interviewee stated that it quae new to him at the one-day strike in
April 2011 that many workers seemed to relish gaingtrike and showing their frustration —
including also older workers who usually would goton strike. This was the first time that
Carrefour agreed to enter collective bargainingally after a strike. All hypermarket em-

ployees receive additional 200 € and there is atsmcreased (annual) premium.

5.2 Carrefour in Spain

5.2.1 Introduction

Carrefour is present in all Spanish Autonomous &&gi The Spanish market is the second
most important market concerning the sales voluonetlfe company. The company devel-

oped a ‘multi-format’ and ‘multi-brand’ model whigiermits adaptation to different customer
demands: Carrefour Express (residential areas)efoar Market (main shopping streets

within cities) and hypermarkets.

Currently the company has 171 hypermarkets andsu@p&rmarkets in total (cf. Carrefour
2010”). In 2009 the regions with the highest concerdratf hypermarkets were Andalusia
(37), Madrid (25), Catalonia (24) and Valencia (ZBhe hypermarket format generated 62
percent of sales and supermarkets and hard dis83upeércent. Despite a decreasing demand
of customers an expansion within the hypermarketosegook place (new hypermarkets in
Valencia and Madrid) (cf. Informe Anual 2089 The Spanish hypermarket sector employs
about 300,000 workers in total (Interview UGT oiffis 2010).

Since 2008 the sales of Carrefour have been decgemsSpain. Within the fourth trimester
in 2011 sales declined about 4.5 percent which si@anamount of 2.562 million Euro. The
hypermarket sectors sales volume reported a fdll®percent in absolute terms and a fall of
5.6 percent in comparable terms. The fall of salasly refers to non-food products (13 per-
cent in Spain in 201 (cf. EI Pais Economia 20¥. Due to the declining net profit Carre-
four announced a halving of dividends at the begof March 2012. In contrast to Carre-
four, DIA stocks show a positive development atdtuek market (cf. Cotizalia 20%%.

According to the latest reorganisation plan pre=eimt February 2012 in France (valid since
the end of February), the division of hypermarkeithin the headquarter of the company has
been divided into three parts which refer on a fhgwlogy based on size, proximity and at-
traction. Each subdivision is headed by a diffeteam and based on a different administra-
tive policy. The implications for Spain are stibbtnknown at this point of time. However, in
the context of that reorganisation the sphere fifience of store management shall be ex-
tended (cf. Davara 2012, D/A Retail).

9% Cf. http://www.carrefour.es/multimedia/es/hitossdeollo-sostenible-carrefour-espana-2010_tcm5-Q.30#
% There is no further yearly report at the Carrefeabpage available.
97 Cf. http://85.214.210.243:8001/noticia/14059/Rétairefour-stop-planet.htmi

% 'Las ventas de Carrefour en Espafia caen por teafier consecutivo’ (El Pafs, January 19, 2012,
http://economia.elpais.com/economia/2012/01/19&ictad/1326961978 850215.html)

'Carrefour recorta el dividendo a la mitad tras daida del 14% de su beneficio’ (Cotizalia 2012,
http://www.cotizalia.com/noticias/2012/03/08/camef-recorta-el-dividendo-a-la-mitad-tras-la-caidd-d
14-de-su-beneficio-126/)
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A few years ago, Carrefour applied a new form tgaaize work by the programme called
MOC (Modelo Organizativo Carrefour). Since then tmafsthe decisions concerning the se-
lection of products, the labelling of products @ymll is organised by the central office in

Madrid. The stores have no autonomy in decisioningakBesides, the programme had the
objective to organize shelf-stacking in a moreocght way (certain time to refilling shelves).

One UGT official reported that Carrefour applies thrganisational model of DIA'.

5.2.2 In-store management structure and skills

We did not find a direct relationship between tlagional IR system and the development of
skills and management within the stores.

Sections (departments) within stores

Until today the Executive Board of Carrefour haslemaken various organisational changes.
The decline of sales in 2011 and the relatively padormance of the European biggest retail
company all over Europe led to a stop of the newehyarket format introduced in 2010
(Carrefour Planét® and a reorganisation of the organisational stmectBy the concept of
Carrefour Planetnew ‘key areas, lower prices, brand new services riew technologies’
have been promoted (Carrefour Planet 28%0In this context the fresh food department had
been divided into the ‘The Market Section’, ‘Thega@nic Section’ and ‘The Frozen Food
Section’. Further departments comprised ‘Beaufygshion’, ‘Baby, ‘House’ and ‘Leisure —
Multimedia’'. Besides the objective to create a rswpping adventure and the offer of low-
priced products, Carrefour extended the offer ofesbrands (cf. Berdi 2010).

In none-reformed hypermarkets the ‘Fresh-produettiesn and the checkout are the depart-
ments with the biggest numbers of workers. Theetéelow show the sections and the distri-
bution of workforce in a store in Barcelona wittB28orkers (based on the data of Oriol Bar-
ranco, gathered in 2005-2007).

[ Sections within sectors (store)

| Fresh products ‘ ‘ Electronic | | Bazaar . .Mass produced arl.| l Textil |

| Sausage products ] ‘ Big equipments | | DY Market | | Liquids | [ Footwear |

| Fish ‘ Small equip Homewares Chemist's | ‘ Children |

| Fruits and Veget ‘ ‘ Phots Free time Mon-fresh products | | VWomen |

| Balan ‘ ‘ Sound Garden Seff-service prod | l Ivien |

| 14% of staff ‘ ‘ 10% of staff | | 8% of staff . 6% of staff | [ 6% of staff |
Source: Orniol Barranco 2010, Results from 2005 - 2007, Barcelona

190 1n 2012 only 11 stores will be transformed in thgermarket format Carrefour Planet, most of thiam
Belgium.

101 http://www.carrefour.com/docroot/groupe/C4coméi jointes/Communiques_de_presse/2010/com_
presse_planet_ENdef.pdf
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A few years ago, within the checkout departmentoainmalf of the workforce of the store has
been employed. Since 2008 there have been majactieds of workforce within this de-
partment. For example, in a store in Asturias (ede Azabache) a few years ago there
were 350 to 400 people working. Nowadays thereoahg about 190 workers, because many
contracts of temporary workers have not been redewe

Structure of management within stores, levels efanchy and lines of (hon-administrative)
management
In general, there is very little staff employedoifices (about four percent of all store work-

ers). It includes secretaries and administratiedf ef the HR department as well as admini-
stration staff for the different departments (sexjto

The store is divided into five departments (segtarsl supervised by a store manager. The
store manager is supported by five operation masagefe de operaciones’) which in for-
mer times have been called ‘heads of department’.

The sections within the departments are supeniisechanagers called ‘comerciales’. They
are supported by coordinators, which coordinatecamdrol worker.

The checkout area has its own management strudthese is a manager for all the checkout
area (at the moment called ‘Responsable de Aterdi@liente’) which is supported by the
coordinators (one or two for the early shift ane @m two for the late shift). They wear dif-
ferent uniforms

Most managers are men (about 80 percent). In 20@/store in Barcelona (268 workers in
total) there have been 26 managers (21 men, 5 wo(krBarranco 2010). During the last
three years they started to reduce the number abgeaas in all stores. For that reason these
numbers probably have changed.

Reduction of management

In general, by the introduction of the MOC the nembf administrative staff, managers and
workers has been reduced. In some departmenth#hesd the staff number.

The number of department managers has been reducémer time there have been two
managers for each department. Now there is only @meering the morning or the afternoon
shift (7am to 3pm or 2pm to 10pm).

It seems that in quite regular intervals the nundjestaff working in the offices becomes in-
creased or decreased, depending on the decisiates ah#éhe head office in Madrid.

Working time

Carrefour is open from 10am to 10pm from MondayStmmday to customers. Besides the
opening time for the public, trucks have to be adkd and products organized in the shelves.
That means that the store is more or less operaddynight. Administration staff and a few
people of the store do not work on Saturdays.

The number of staff needed for each shift, secaiod workday is calculated exactly by ad-
ministration staff. Many workers complain about thgh workload.

Workers normally enter one hour before the stoenepDuring this time they clean the store
and (re)label products. Depending on the contracit of the workers work in the morning

or in the afternoon. The working shifts change vieék.g. one week they work from 8am to

3pm and the other week from 3pm to 10pm).
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Department managers are not present within therthepat all day but only during the morn-
ing or the afternoon shift. That means they workrfr7am to 3pm or from 2pm to 10pm.
Thus, some workers do not meet the department nreadaging their work.

Workers at the checkout only can have a breakelf thiork more than 5,45hr. If they want to
go to the toilet they have to ask for permission.

Autonomy of management

There has been a centralisation tendency, i.e. modemore competencies have been con-
ferred on the headquarter in Madrid (e.g. selectibproducts, ordering of amounts). This
explains e.g. the reduction of staff in the offices

Leadership / management style and decent work

There are differences concerning the managemervimir of department managers. Some
of them are more concerned about the problems okex® than others. One employee of a
Madrid store reported e.g. that there is no probilemorkers in her section are asking the
manager for something.

The relationship between workers and coordinatorpdrticular at the checkout) as well as
workers and the management at the higher levdimited to necessary contacts. In general
an authorial management style is predominant. Togontould be described as ‘It's a matter
of sink or swim’. The relationship among workerpeéeds on the department of the store and
the number of workers from service provider companNormally workers from Carrefour
and the service provider companies do not have rooctact.

Recruitment

The company has an apprenticeship programme fargypeople. The contracts (contrato de

formacion) are for two or three years. After thneenth the apprentices do the same work as
other workers in the store but they earn less mdfey year 80 percent of the normal salary,

second year 90 percent). According to the natitamalCarrefour can not have more than 50

percent in total of these contracts.

There is at least the possibility that workers witthe store can get promoted, even if it is
quite difficult. In most cases the company consgeople from outside.

Skilling within stores

The Spanish retail sector offers many low-skilletl§. Before the economic crisis the jobs
have been considered as transitional by most oWvtiv&ers but nowadays it is the contrary.
Workers fear to loose the job.

The only jobs which require some more qualificataoe butcher, fish monger and the sales
jobs within the electronic department.

About 15 years ago all workers attended a traimiogrse before they started working. One
worker (affiliated to CCOO) told us that that shedlha five day training course (theory) for
checkout workers which has been followed by a tag dractical training. The course has
been a full-time course which was given by the kbat coordinators. Since the first day of
the training course the workers had a valid emplayihcontract.

Nowadays there is almost no training for workefseyr get a short briefing and then they start
working. Cashiers are accompanied by another warkerday or morning and the next day
they already start working alone. Nevertheless,cthrapany requires some norms which the
checkout workers have to follow (the way to wear timiform, the hairstyle, having a bright

face, punctuality etc.).
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Furthermore, checkout workers have to fulfil a aerproductivity level. This is based on the
number of clients and products which pass at tkb dask in one hour (in theory they should
cash up 1.200 products per hour). The company heshaical system installed which counts
customers and products passing each cash deskoBatly of the workers was able to ex-
plain in more detail how this system works.

All workers receive a basic training concerning kg safety and health. Furthermore, there
are training courses offered concerning sale gfiede

Third party employees

There are shelf-stackers employed by Carrefour itbagems that many of them (at least in
some stores) are workers of so called service gepvdompanies (subcontracted companies).
One shelf-stacker in Gijén reported that in heagtiguids) most of the shelf-stackers come
from a subcontracted company (from five shelf-stéaslonly one has been contracted by Car-
refour). In other sections of the food departméns the same situation. Workers from sub-
contracted companies earn less than Carrefour w(bout 3.000 Euro less per year, 40hr
contract). The advantage for Carrefour is thatg to deal with less bureaucratic work.

Furthermore, Carrefour subcontracts cleaning andrigg services on a regular basis. In for-
mer times it also has been common to employ tempavarkers during month with a high

workload, as e.g. the Christmas or holiday seaBlowadays the normal workforce have to
manage these times without support. Sometimes ¢beyract temporary workers for the
checkout area or for special sales campaigns.H&getworkers only stay for a few days.

Currently there is no substitute for workers whake ill. Carrefour justifies this saying that
they do not know for how long they will be on sigave. Maternity leave is substituted be-
cause it is subsidised.

5.2.3 Part-time and working time management

Influence of collective agreement

Working time and schedules are determined by thepemy. It is difficult for workers to
interlink work and family life.

Do welfare state related issues matter?

The company does not take into consideration thiéd@are services are very expensive and
do only have limited opening hours. Female worketh children are dependent on relatives
therewith they can manage job and family life tbget Otherwise they have to apply for a
shortened working time which implicates less money.

P/T and F/T workers

With regard to working hours, many workers have-fiare contracts and work in changing
shifts. Only workers which almost worked all thigie in Carrefour have 40hr contracts. Part-
time workers e.g. work 15hr (only weekends), 20hB@hr weekly. No interviewee reported
about contracts less than 15hr.

Within the checkout area workers with a full-timentract do not work 40hr per week but
39hr. Therewith the company avoids paying extraapamts.

Most of the workers within the stores are woment(yB0 percent). At the managerial level
men are the majority (e.g. in Barcelona 5 womanpi&h). Managers also have 40hr con-
tracts. Department managers work a lot of unpailaekours. In internet forums people
talked about 50 to 60hr weeks.
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In the context of the crisis the number of temppnaorkers has been reduced and workers
employed by Carrefour get more working hours (sfetview UGT official 2010). The ma-
jority of part-time workers are women working a¢ ttheckout area.

There are some students working part-time (moségkends, 15hr contracts) at the checkout
area or as shelf-stackers.

Roster organisation/ announcement

The working schedules are prepared by the coomisiaDuring the first trimester of the year
the company informs the trade union reps aboutrgémerking schedules. The distribution
of working hours is influenced by expected saldger&fore the company may announce cer-
tain days and weeks with higher workload. Accordmghe collective agreement workers are
informed about their schedules one year in advance.

However, the company expects flexibility concernimgrking hours which is supported by
FETICO. Trade union reps (CCOO and UGT) do not hafleence on working time.

Overtime

Normally workers do not work unpaid extra-hourstéad, workers get more hours during a
certain period. This time becomes balanced withentione off later on, i.e. during no holiday
periods and only on weekdays (compensation evenyrfmnth).

Grievances about the organisation of work

Many workers complain about difficulties to inteki the job with family life. Furthermore,
even if the collective agreement gives workersritjet to have days off (Licencia retribuidas)
because of marriage, childbirth, death of a fatmmber etc., it is difficult for workers to get
these days. When possible department manager® tinflience workers to manage time
schedules in a way that it does not affect workinge or they admit them less time than
stipulated in the collective agreement.

Breaks and holidays

In theory all workers are entitled to 31 days ofatton annually. They have the right to spend
21 days during the summer term (June to SeptenaiperYLO days during the rest of the year
(February to May and October and November). DutirggChristmas season workers are not
permitted to have holidays. If workers can not dfeam vacations during the summer term

they can claim to a financial compensation (bolseacional).

5.2.4 Industrial Relations and Interest Representation

Carrefour is member of the employer organisationG&D. The major unions within Carre-

four are FETICO, CCOO and UGT. Every Carrefour estbas sufficient workers for estab-
lishing its own works council (minimum are 50 worge Most of the works councils have 9
members. Besides the works councils at the stamed there is a comité intercentros at the
national level where FETICO has the majority (8 8fmembers).

Influence of national institutions

The total percentage of workers employed with tragien representation is low in the retail-
ing sector because of its relatively high propertad unstable employment (34 percent). The
workers’ committees are dominated by trade uniardickates. They are the most important
representative organs at firm level. Union delegdiave information, consultation and bar-
gaining rights but no formal participation rightd.(Kohler 2009).
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Collective Agreement

The collective agreement is a national sector agee¢ signed by FETICO and FASGA
(2009-2012). CCOO and UGT refused to sign thisegent because of the cutback of work-
ing conditions, in particular in the case of sickne

Affiliation

In general the affiliation quote is very low. Omade union delegate (CCOO Asturias) be-
lieves that most of the workers can not or do nabhtito afford the affiliation fee because of

the low salaries. Workers with a 40hr contract widuve to pay about 10 Euros a month. In
comparison the affiliation fee in FETICO is halhig is because they do not offer legal assis-
tance.

The affiliates of FETICO enjoy favouritism of therapany. But workers never know who is
affiliated to FETICO, and who is not. Some affiiatof FETICO also change the trade union
over the time when they recognize that FETICO dagsupport workers.

Payment

Workers are divided into five different job cateigsrwhich are stipulated in the Collective
Agreement (Grandes Almacenes 2009-2012). They rdragge the lowest skilled group
(Grupo de iniciacion professional) to the mostlskilgroup (Grupo de mandos). Most of the
store workers belong to the first and the secondm(Grupo professionales).

The highest paid category (Grupo de mandos) isldd/into three subcategories: ‘Personal de
direccion’, ‘Jefes de Seccion Administrativa’ arkitfes de Seccion Mercantil’. Their basic
salaries are not revealed within the wage tabléisarcollective agreement.

In general, salaries are very low. According to I collective agreement, the base salary
(gross-income) for a worker belonging to the prsi@sal group (40hr contract) is 13.769,41
Euro yearly (including extra payments and holidaystoordinator earns 15.008,65 Euro. A
department manager earns about 24.000 Euro per(gezss-income in 2007, net income
about 1.100-1.200 Euro per motfth.

A cashier at the initiative level (39hr) earns ab800 Euro monthly. A part-time worker
20hr, Grupo iniciacion, has a net-income of abda® £uro and a part-time worker 20hr,
Grupo professional, has about 500 Euro.

There are three forms of additional payments: sdépi¢starting after four years working for
the company), extra payments related to the wockp{because of specific risks, night shift)
and extra payments related to quality (dependinthersales of the department).

Works council elections

Works council elections take place every four yefgh regard to the date of the opening of
the store, elections take place time shifted.

Trade union delegates have 15hr for trade uniorkwamnonth (two days). But the participa-
tion at works council meetings and meetings with tlenagement take place during the nor-
mal working time and trade union delegates do meeho spend their hour for union work
therefore.

During the last years the election processes haea bestricted by the company. Workers
who decided to run for CCOO or UGT received callstie HR department and have been
forced to give up. In many cases, beforehand FETH@@ to intimidate them.

102 Cf. http://www.trabajoahora.es/trabajar-en-caruef
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In January 2012, CCOO, UGT and the management oefoar Spain signed an agreement
which includes the respect of neutrality of the agement and same conditions for all unions
during the election process. Besides, it inclutéesstrengthening of communication channels
within the stores and the disposition of managen®wipen a Social Dialogue. The protocol
has been achieved because of the pressure of UN¢é &éleadquarter in France. To what ex-
tent this protocol will strengthen the major uniomshin Carrefour and later on within the
sector negotiation process is still not predictaBle official of CCOO expressed scepticism
concerning its implementation.

The joint works council (comité intercentros) h&riembers. The majority has FETICO (9
members).

So far, there have not been major strikes aganestuirrent conditions but UGT and CCOO
organised campaigns against the current colleaetiveement. These campaigns had only lim-
ited success because even workers did not belet® success.

5.2.5 Conclusion

The Spanish retail sector is characterized by & hegel of mobility and rotation. The in-
creased workload and the reduction of staff affieetrelationships among workers in a nega-
tive way. Furthermore, the workers at the checkomtplain about little space which does not
permit them to move and that they can not haveab@antacts. Working conditions have
been decreased during the last years (conditionsié&-leave, salaries etc.). Workers earn
little money and have problems to combine theisjalith family life, jobs lack of autonomy
and creativity.

5.3 Carrefour in Poland

5.3.1 Introduction

Carrefour entered Poland in 1997. Carrefour Polgkaz 0.0. is controlled by one share-
holder (Carrefour Nederland BV). Nowadays the nekwommprises:

. 85 hypermarkets;

. 202 supermarkets;
. 34 franchise stores;
. 44 petrol stations.

Following its entry to Poland and opening of firstpermarkets, Carrefour launched super-
market format “Champion” in 1998. In 2000 as a paria transaction between Carrefour
Group and the Belgian distribution group GIB, Chyoe Polska expanded further by 27 su-
permarkets Globi owned and operated by GIB in Rblém 2003 the network began to open
the first petrol station. The Carrefour network thomed expansion by acquisition of 15
hypermarkets Hypernova from Dutch chain Ahold i©20Iin 2007 Ahold decided to aban-
don the Polish market, and sold the remainder @i thperations (15 hypermarkets Hyper-
nova and 183 supermarkets Albert) to Carrefour.

The years 2006/2007 proved to be a pivotal poithénhistory of Carrefour in Poland, as the
hypermarket segment of the retail market was alguaaring the level of saturation. As the
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representatives of the company revealed, only t@w lnypermarkets (mini-hypermarkets) on
average would be introduced each year.

After acquisition of Ahold, the company realiseé theed for re-organisation of its structures
in order to build a more coherent management méttekever, only since 2009, as a result in
the shift in the global strategy of Carrefour, thetwork in Poland has begun to evolve
quickly. The key symptoms of the process are: fanuslevelopment of smaller sized outlets
(supermarkets and convenience stores) and incgeasa of franchising with regard to small
formats.

At the operational level, the company is dividetbitwo regions, each covering approxi-
mately half of the territory of Poland, and referte as “South; and “North” respectively.

Organisational structure of the company changest @09. Until that year, the structure was
very much parallel, with hypermarkets and supereigrioperating largely independently.

Currently, a ‘multiformat’ scheme is introducedsbd on a principle of integration of opera-

tional management structures. Moreover, withintiieermarket format a new sub-format is

being introduced under the name “Planeta” (Plandteyough modernisation of existing out-

lets into ‘superstores’, which provide a range ddidonal services (e.g. photo services, book-
store, restaurants) operated by independent coemafiere are currently two such stores in
Warsaw.

There are following formats of Carrefour store®oland:

* Hypermarket — outlet with capacity of more than 3500 m2, emplent of
above 150 staff;

e Mini-hypermarket - outlet of 2500-3500 m2, employment of 50-150fsta

» Supermarkets (either owned — or so-called ‘integrated’, as neférto in the
official terminology used by the company — or fraised) — outlet with a ca-
pacity of 600-2500m2, employment of 20-50 staff;

» Convenience storegfranchised) — outlet with a capacity of up to BX) em-
ployment of 5-20 staff

The head of Carrefour is an expatriate managen (8e#oine of France), so are majority of
board members.

5.3.2 In-store management structure and skills

National IR system does not influence significanttpnagement and skill development in
stores, mostly due to the fact that no collectigeeaments (either company level or multi-
employer are in place) and workplace representatioes not have sufficient bargaining
power to increase its impact in those areas of gemant.

Organisational hierarchy in an outlet is compodsedar layers:

» Basic level or shop-floor (which is differentiatedfour categories of workers:
junior employee, senior employee, specialist, leade

* Manager;
e Senior manager,

* Director.
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Carrefour Polska organisational chart
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An employee is considered ‘junior’ upon being adeditto work.

“These are people with no specific skills and eigrere, so they need to learn
first. He becomes a qualified employee after al@oyear, up to 15 months’.
(interview with company representative)

Having completed the initial stage of employmentpazienced employees
graduate to ‘seniors’.

Organisational structure is depicted in the Charthe following page.

Data on training mainly comes from the company sesir As stated by the Human
Resources (HR) Director, training provided to emplss may be divided into three
categories: mandatory, in the areas where it igired by law; professional, which
aims at improving specific skills of the staff; aso-called ‘soft skills’, in such fields
as communication, negotiations.

The company took advantage of financial means aviail from European Social
Fund. The project “Personnel development progranmi@arrefour Poland supports
the growth of a large distribution company pursuagolicy of socially responsible
business (,Program rozwoju kadr Carrefour Polskpassem wzrostu przedgiior-
stwa brany duwze] dystrybucji realizyjcego polityk biznesu odpowiedzialnego
spotecznie”). The Project targeted managerial sththe company and operation di-
rectors, prospective managers, employees with ititgad (hearing impairment), and
employees over 50 years of age. Altogether, nég890 participants took part in the
project between 2009 and 2010.

According to the HR Director, the company attempti@duild ties with vocational
schools in order to secure a steady source otskdtaff but the results have not been
very promising mostly due to overall deteriorationvocational education in the
country for the past two decades.

We wish there were more vocational schools. Letke tthe example of a voca-
tion which is already nearly extinct, and soon wainish completely: butcher.
With no schools, no students, we have to manageubselves, when it comes
to training. But we can’t substitute for schoolsy potential is limited. ... It is
not easy [to organise vocational training — J.@zdooperation with schools, as
it requires overcoming of numerous bureaucratici&a.

There is an unfavourable trend in working condionamely re-structuring of em-
ployment contracts so that an employee’s dutiesiarenger precisely demarcated in
their employment contract. As a result, a multkiag has become a widespread fact.
In Polish circumstance, multi-tasking may be démadias a practice of refraining
from including a specific job-description in the glmyment contract, while retaining
an obligation borne by a subordinate to reporh@rtsupervisors and follow their in-
structions.

5.3.3 Part-time and working time management

The law in Poland permits trading on Sundays, @ltes in the Carrefour network
work seven days a week. Unified opening hours afipbil hypermarkets. Depending
on location, Carrefour hypermarket opens at 8 80 &.M. and closes at 10 P.M. or
12 P.M.
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Based on the official data on employment in the gany, at the end of the first quar-
ter of 2012 total volume of employment (headcoisf)4.718 persons, of whom:

. 12.457 employed full-time;
. 1.598 employed on % of a regular working time;
. 610 employed half-time (1/2 of a regular workinme;

. 53 employed on %4, 2/5, 4/7 or 5/6 of a regular wagkime.

The total number of employed translated into fulé equivalents (FTE) would
roughly amount to 14,000 (own calculations). Thedafigures confirm that down-
ward trend in employment in the company continues.

Table: Employment in Carrefour Polska

Year Number of employees
2007* 27,000
2008* 25,000
2009* 19,000
2010** 17,000
2011** 14,000

* 2007-2009 only crude figures released by thegany are publicly available.
** Figure released by the company to the unions.

The staff in Carrefour Polska is highly feminisesiraughly 80% of employees are
female, whereas the remaining 20% are male. Theanynalso claims that 65% of
the management staff (from the level 5 upwards)faneale, and the average em-
ployee is 37 years old.

According the company representative, externalureoent is a dominant source of
workforce to be employed at the lowest two levdishe organisational hierarchy.

Above that level, however, internal mode of reengnt prevails. Furthermore, the
company representative described evolution in tinmdn resources strategy of the
company, which between 2003 to 2009 based on ther ‘Bpproach’, while since

2009 it has become more human capital-oriented.

Discrepancy between the number of employees whdhefcompany and the number
of stores that closed down suggest that externaices of labour must have been
reached for by the company in order to fill the gap the organisational structure.
The union representative points to temporary agevarkers as the replacement of
regular staff.

'Up to 40% of staff come from employment agencidsere are some de-
partments where no single regular employee canobadf except for

managers, only people from agencies. Mostly cashierthis store [in the

outskirts of Warsaw — J.Cz.], there are some 8fQieesfrom the agency,
it is one third of all people working here. But rastly cashiers... There
are some departments, like cheese or meet, whéyeagancy workers

can be found.’ (interview with trade union repréds#ie)

Furthermore, it has been suggested that formerevsrre now employed by staffing
agencies, their employment and pay conditions beorgiderably worse then those
previously facilitated by contract of employment.
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From the unions’ point of view, the deskilling pess is fairly advanced, which is
mainly a result of cost cutting. As a result, thigamisational structure has been flat-
tened, with a level of leaders being cut out ofgtracture.

Despite the general tendency to outsource opegatiomajority of sales departments,
there are specific fields of activity that seem twbe affected by the process. These
are, in particular, those organisational cells whelue to functional reasons, skilled
staff is required, such as meet departments anerieak

Presence of staff employed by outsourcing companascreate organisational prob-
lems when it comes to stocking. Formally, only €ayur employees are entitled to

enter the storeroom, while non-employees are noivatl to do so, and, as a conse-
guence cannot perform stocking duties. The follgngnlution has been introduced: a
special team consisting of Carrefour employeeh&ged with a task of transporting

stock from the storeroom to the area outside tha tlo the open-space, where the
stock is subsequently picked up by ‘external’ staffl carried to their final destina-

tion, that is, to the selves.

In an attempt to prevent further deterioration oiman capital, the company stepped
with an offer of non-fixed employment contracts &ach worker who has been em-
ployed on the basis of fixed-term contracts foleast 18 months in 2010. Following
negotiations with trade unions, the new rule cante force in March 2011. Ap-
proximately 3.5 thousand employees took advantagfeecsolution offered.

5.3.4 Industrial Relations and Interest representation

There is an inter-company trade union NSZZ “Sohdé&” (NSZZ Solidarity) in Car-
refour Polska along with four company-level unia@fsNSZZ “Solidarng¢”. That
specific form of union dualism is feasible due e fact that each outlet within the
network is treated as a separate establishmentini@ecompany union is deemed
representative in light of Polish Labour Code. Brathions of “Solidarng’ were
founded in the network during the first organisgagnpaign in Polish retail in 2000.
According to the inter-company union chair-person,early 2011 the union had
roughly 1,000 members, while the company-unionsnmoe than 100 (thus, the un-
ionisation rate may be estimated at about 6%). Reg@ly, no other trade unions exist
in the company. The chair-person of “SolidaGioclaims no attempts have been
made to build ‘yellow unions’, although in casefofir company-unions certain sus-
picions regarding the motives for maintaining aotoy of those unions rose. Due to
a radical shift in the employment policy made ir020and subsequent reduction in
volume of regular employment in favour of temporamyrkers, the union has shrunk
substantially.

In 2002 the inter-company union and the board ofr€@aur Polska signed the

‘agreement on cooperation’, in which the comparpgaised the constitutional right
of employees to associate in trade unions. Furtbexnin the agreement the employ-
ers declared to inform the unions in the matterplahned work reorganisation (in-
cluding redundancies) and health and safety isSUesagreement came into force in
1 January 2003, and in 2005 it was renegotiatedcandluded for an indefinite time.

From the union’s perspective, the agreement wamwe the way for conclusion of a
collective agreement, yet as of 2012 still no fdre@lective bargaining is in place.

The prospects for signing the agreement in a fesdde future appear meagre.
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Nevertheless, informal collective bargaining hasrbeonducted by and between
company board and all union organisations (intemgany and company unions) on
regular basis, especially in the areas of pay aoding conditions.

There are also three works councils establishedpibethe fact the works councils
are dominated by union-members (they were inaugdriat 2006, before the original
legislation on information and consultation wasrded unconstitutional), the unions
hold a critical opinion on the new form of colleaiinterest representation, describ-
ing the process of information and consultationdtated within the councils as ‘far
less efficient than negotiations between unions thedboard’ (interview with trade
unions).

Trade unions see European Works Council (EWC)HerGarrefour Group as a very
important channel through which the local employegresentatives gain access to
vital information of management plans.

“On many occasions, | learned a lot about what g@ag to happen in
Poland from my colleagues of the EWC, guys fromnEeaor Belgium

who were by-passing me the information | shouldlyeget over here’.

[...] “We are often not told about planned closuresstofes. For in-

stance, last year we did not receive any infornrmatin planned closings,
even though we had kept asking for it. Finally, whkee told them openly
that we had heard about those plans at the EWCGnge#tey would give

us, reluctantly, the information in writing statitige number of stores to
be shut down”.

Despite social dialogue continuing, industrial diehfhas also been present in Carre-
four. Trade unions in Carrefour has been relatiagdiive in initiating industrial ac-
tion: only in 2011 two large scale cases of workerstests were observed: one
against increasing use of temporary agency worlkers,the other against the overall
policy of the company leading to deterioration afriing conditions.

5.3.5 Concluding comments

Carrefour maintains its position in the Polish fetactor in terms of number of out-
lets, yet its volume of employment has been cootisly decreasing. The company’s
strategy is marked by a redirection towards smatienats and increase in the scale
of franchising but at the same time selected hypéekats are ‘upgraded’. Mutual re-
lations between the company and employee repragengppear strained.

5.4 Carrefour in Turkey

5.4.1 Introduction

Carrefour entered the Turkish market in 1993. Thyears later in 1996, Carrefour
partnered with a leading conglomerate in Turkeg, Simbanci Group, by selling 40%
and keeping 60% of ownership. Together, the Caure&abanci merger became Car-
refourSA. Currently, CarrefourSA has 27 hypermakeperating under the name
CarrefourSA. 220 supermarkets under the name ©an®a Express and 1100 dis-
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count stores under the name DiaSa. As of 2011gtbep employs 7,500 staff and
generates a sales volume of 2.5 billion US Dolkalaysun 2011, 7). The company
employs around 20 personnel at supermarkets angd#@nnel at hypermarkets on
average (http://www.girisimciyim.org/carrefoursany@acacagi-magazalara-alim-
yapacak.html, 22.12.2010).

Organisational structure of CarrefourSA is as shawhigure 1. The executive board
of CarrefourSa consists of 8 members including GO who is also the General
Manager of the company and the Chairman of the likexcBoard. The Board com-
prises Finance Director, Corporate Relations and Daector, two Multiformat Field
Directors, Real Estates and Business Developmengicior, and System, Organisa-
tion and Supply Chain Director. Other than the CHE@, System, Organisation and
Supply Chain Director, the Supply Chain Directod ame of the Multiformat Field
Directors, all members of the executive board arerkiSh nationals
(http://kurumsal.carrefour.com.tr/Tr_kurumsal_Ictal{lu.aspx).

Figure: Organisational Structure of CarrefourSa
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CarrefourSa stores are divided into two categoseses up to 7000 square meters
and stores larger than 7000 square meters.

5.4.2 In-store management structure and skills

Organisational structure of CarrefourSa storesuohe$ Regional Directors at the
head, and then Store Managers, two assistant manageFood Sector Chief and
Non-Food Sector Chief, and Section Chiefs at ewtoye (Figure 2). Interviewee

No.5 states that in the first years of CarrefousSgerations in the Turkish market,
most of the top managers of CarrefourSa, includivegstore managers, were French
nationals; however in time managerial positionsenbeen occupied by Turkish na-
tionals.
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Figure: In-store management structure CarrefourSA
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After the signing of collective agreement at CaneBa in 2007, cost of labour
started to increase and as a result the comparsyrdieemploy non-food sector chief
at most of the stores smaller than 7000 squarers)eted prefers to employ only food
sector chiefs. In those stores non-food sectioafstdirectly report to the store man-
agers. Managers or executives at the stores cham8e4 years’ time where the com-
pany applies a rotation procedure between storgahanager/executive level.

CarrefourSa provide various trainings to its empks; Those trainings are held under
key topics like

» Job health and hygiene,
» Customer relations,

» Fire training,

* First aid, and

» Values of CarrefourSa.

Those trainings are provided by instructors assignethe Head Office; sometimes
the company also delivers CD’s of relevant trairtiojgjcs.

Interviewed workers mention that they were trained CarrefourSa store istanbul
for fifteen days for qualification required jobsk@ butchery, bakery cooking, etc.)
when the store was being established. However, dlsyunderline that there are no
institutionalized training or orientation systentsGarrefourSa; and new recruits for
sections are trained by the section workers therasel

CarrefourSa applies internal recruitment systemmnglides opportunities to its em-
ployees for promotion; however, the company dodshawe a career system devel-
oped for this aim. A section could be promoted ¢éadme section chief, and then
even to store manager. But the company does nat affy particular “manager train-
ing development program” for such kind of a prorontscheme.

Interviewee No0.5 explains that a career committeetsonce in every three months
for evaluating all employees according to theiri@eties, skills and capabilities. This

- 152 -



committee promotes promising workers to team legdand then, if appropriate,

again promotes them to section chief level. Howgsections chiefs should attend a
training program called ALESSA for the last few geeand should take an examina-
tion afterwards in order to be promoted to storaagers, as interviewee No.5 men-

tions.

Recently the company has started new applicatidadc&ection chief trainee”, and

created a step for workers to become section chfstion chief trainees are then
transferred to other stores as section chiefs wh&n needed, as the interviewed
workers explain, but this kind of a transfer regaimoving to another city, and for
this reason the scheme is not really appealinghi®mworkers. On the other hand, in-
terviewed workers state that the company is attergpbd remove the level of section
chief and to extend the organisational hierarchyzoatally.

Both interviewed workers and the former executiffema that there is not any incen-
tive or reward system adopted at CarrefourSa. Hewenterviewee No.5 underlines
that hard working and skilled section workers am@psed progressive careers; those
workers are promoted to being team leaders, amdtthbeing section chiefs in time
as a reward for their work.

There is a quite limited management participatippraach at CarrrefourSa, and usu-
ally the complaints are resolved through the trad®mn. However, there are some
mechanisms called grievances and participationgoha@s, as follows:

Personnel Hearing Meetings

Troubles and complaints of the staff are listeneth@se personnel hearing meetings.
However, these meetings are held with the partidpaof 15 representatives from
each section at most but not periodically. Intemad workers mention that this kind
of a meeting was held at the store they work omlgeoin four years’ time. Inter-
viewed workers also indicate that those meetingsoaganized by the Head Office,
but the employees of the HR department or the stouéd also ask for such a meet-

ing.
However, interviewed workers also mention thatrieeting results are conveyed to
the Head Office in a different fashion most of timee, and they associate it a game of
word-of-mouth as:

“You know how the words change starting from thistfperson to the last
in a word of mouth game; those meeting are sinbdahat. What we say
might be conveyed differently to the Head Office.”

First the section chiefs are informed about prolslemncerning the workplace at Car-
refourSa. But, due to the oppressive and auth@itaattitude of sector chiefs and
store managers, section chiefs hesitate to corflveyptoblems to top management,
and therefore the problems are usually resolveld thi¢ aid of the trade union. Inter-
viewee No0.4 comments on the oppressive attitudepmanagement as:

“The section chief is so afraid of and refrainsnirthe top management
that he cannot talk about his own problems. Howleaconvey our prob-
lems?”

On the other hand, the interviewed workers alscedime that the store manager and
the sector chiefs feel uncomfortable about the nisiinterference to the problems;

and hear their responses to the situation by sdymg complain about us to union

again’. Interviewee No.4 comments on the issue as:
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“The section chief, whom | had argued with, comzsne and asks ‘do
you have a problem’ after his meeting with the nfgdranch head at the
store. But on the other hand, the store managestisomfortable with the
situation; he prefers to solve minor problems iadide store without in-
terference of the union.”

Carrefour Values

Carrefour underpins three values for her employsektries to create a team spirit
that would develop committed employees to the camp&arrefour highlights those
words in  her corporate web site on the company’s luesma
(http://kurumsal.carrefour.com.tr/Tr.aspx):

“Carrefour acquires her essential power from maoitives of her employees. They are
the best traders and professionals of their prafess

Carrefour employees are recruited according ta tletail mind-set, entrepreneurial
spirits and ability to attune. Our employees camibgafulfil tasks that would provide
them the opportunity to improve, require takingo@ssibility and initiative.”

“At Carrefour, personal development and training ardispensable for developing
our professionalism in our work, sharing and adapttompany values, and enhanc-
ing and expanding Carrefour culture.”

Values of the company are the legacy of all Catneféroup companies and employ-
ees. These values are;

Positive: We are positive. We rise to every challenge witlergy, enthusiasm, and
with fresh ideas. We help brighten the lives of oustomers and our consumers. For
them, for our employees, for the planet, we waatltést, both today and tomorrow.

Committed:We are committed. Committed professionals and citi@dnmembers of
the community. We constantly strive to exceed eweels expectations by providing
better value and finding new solutions for a befeality of life.

Caring: We are caring. Caring towards our customers amcoosumers. We are re-
ceptive to their needs, each and every day. Weornedcthem to our stores and meet
their needs with kindness, warmth and attentiotetiail.

Interviewed workers mention that every morning befthey start to work the man-
agement prepares all employees for the work ddy avgong that underlines the three
values in order to improve employees’ commitmertd #reir adoption of these val-
ues. But interviewee No.2 comments as:

“The song is nice. But the management itself ispusitive...”

and continues by saying that the personalitiesadtitides of managers directly affect
labour relations. The same interviewee also mestibat the former HR executive
was a problem-solving, humanitarian and helpful aggn; but the current HR execu-
tive is a quite hard and distant person, and ewss ot greet the employees at the
store. Interviewed workers also state that the ssitnation holds for the store man-
ager. The current manager visits the problematitises every day and reprimands
the workers of those sections. On the other hdritdere is no problem at the section
the manager does not pay any visit, does not iadoir their well-being, and even
does not greet the workers. However, interviewedckers experienced at the store in
Istanbul they visited for training that the storenaiger was visiting all sections every
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morning, shaking hands with all lower level andheiglevel workers and inquiring
after their well-beings.

Social Activities

Interviewees underline that each store organizesedands of social activities (such
as picnics, backgammon tournaments) for employegsaportion to their budgets in
order to strengthen solidarity and unity among @ygés. However, interviewees
claim that those kinds of activities do not work aeell and have a sincere meaning.
Interviewee No.3 points out a board that has bé@ref at the entrance of the cafete-
ria on which the cashiers are grouped as rapidstmd workers; under the rapid
working cashiers there exists a statement saying 86hgratulate you” whereas a
picture of a turtle is placed under the slow wogkoashiers that implies a meaning
like “even this is faster than you”.

Personal Development Tracking Form

Personal Development Tracking Form is an applicatiowhich the performances of
employees are evaluated. Interviewed workers #tateall section workers are evalu-
ated by relevant section chiefs twice a year thinotings form and those evaluations
are then sent to the Career Committee. Howevere tisenot a similar application

where workers evaluate their managers.

Interviewees tell that they work in solidarity &etstore, and everybody support and
hold up to each other when if they face a problem.

Carrefour League

Carrefour stores in Turkey are compared to eacbrahd ranked according to their
sales figures under the classification called tlarfefour League”. Interviewees
mention that although the store they are workinglaged in a higher rank, their store
manager is still not pleased with the situation.

5.4.3 Part-time and working time management

At CarrefourSa most of the cashiers are femaledewthere are quite less female
workers among section workers. For example, intevee No.5 states that almost 65-
70% of the employees were males at the store hkeddor, and their average age
was approximately 25-35. Besides, According torineavees, workers of the retail-
ing sector usually do not consider their job ag@gssion, but a temporary way of
gaining income; and particularly students workhe sector. Consequently, there are
quite few workers with a 10 years or more experendhe sector. On the other hand,
average age of full-time workers is higher thart tffgpart-time workers. In addition,
interviewee No.5 emphasizes that due to mobilitgcast 90% of the managers were
males.

Both store managers and workers usually work witlefinite period contracts at Car-
refourSa. Besides, all cashiers are part-time werlinereas all other types of work-
ers work full-time. At the store where the intexexl workers are employed, 116 per-
sonnel is employed currently, of which 35 persorarel part-time working cashiers
(work 4 hours a day on average). Since part-timekers do not have job security,
their employment of could easily be terminated, #metefore they cannot bring up
their problems freely.
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Security services at CarrefourSa are performeddmpany’s own staff instead of

subcontractors’ workers. Besides, “promotion woskg@erform most of the tasks that
store workers should carry out in addition to thewn tasks, and consequently the
company does not employ part-time workers at the@es of the stores.

CarrefourSa respects legal regulations on workmgr$y workers work for 7,5 hours

and have a break for 1,5 hours. There is the dioeid clock out procedure, and the
company applies checking system as well. If onénar hour deficiencies occur in

working hours of workers, they compensate it by kiwagy more on busy days like

weekends.

Interviewees mention that they do not face anytii®about leaves; they can use their
leaves whenever they want to, and absenteeisnt s major problem at the stores.

Interviewed workers state that there has beendetay to cut personnel at the stores
recently in order to reduce costs. Hence, if a woruits job or fired, the company
does not hire a new recruit to fill his/her plathe situation is considered as kind of a
“less staff, more job” policy. Former manager intewee No.5 highlights that the
company decreased the number of section chiefsdier do cut costs in recent years
and section chiefs are now responsible for more tme section. Turnover of section
workers in small cities is lower compared to lacgees.

Interviewees complain about not having clear jotiniteons and increased work load
as a result of staff shortage. However, they meritiat they form various responses
to the situation. For instance, interviewed workés.3 describes his response to
heavy work load such as this;

“They overload us with lots of work. This is my bokand butter, and |
bear all of it. But | do not change the price tagsl don’'t do my job. In
fact, the store loses. When a different price efphoduct appears at the
cashier, they happen to have to give the produalyas a gift. The store
gives away products as gifts from morning till emepn’

Interviewees consider not having clear job difféi@ions among workers as being
the most significant difference between the lab@lations of stores in Turkey and
Europe.

5.4.4 Industrial Relations and Interest representation

Tez-Koopis Union is legally organized at CarrefourSa. As suleof the organizing
actions of Tez-Koogs at CarrefourSa between 2003 and 2005, 2600 o35@60
workers joined to Tez-Koofpy and Tez Koods applied to the Ministry of Labour
and Social Security for the authorisation for odtife bargaining.

However, the Carrefour appealed against the awidoon for collective bargaining
and it paved the way for 13 month judgement pracBssing the long process of
judgement, CarrefourSa acquired the local superehatiain Gima in that Tez-Koop-
Is has already been organized and labour agreemenstsigned. At that time, Tez-
Koop-s, through the medium of UNI Commerce, requestedefaurSa to withdraw
the appeal and recognize the Tez-Kdg@s a representing the majority of workers.
After the intensive correspondence and the pressutéNl Commerce to the head
office of Carrefour in Paris, the employers withdréhe opposition and recognize the
Tez-Koopis in December 2006.
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The collective negotiations began in March 2007 twedagreement was concluded in
June 2007. That agreement remained in effectrilBd December 2009, and for the
new agreement the collective negotiations have bestinuing.

Workplace union representatives constitute the mgghificant representation
mechanism since no other kind of representatiost®&xi hese representatives play an
influential role in finding solutions to complaingsd relations with the management.
The company did not encounter any industrial conflet.

5.4.5 Conclusion

CarrefourSa’s management approach is generallyidenesl as an “authoritarian and
non-participative management approach”. Interviewedkers shared view on store
management is that the store is being directed avithurkish way of thinking/ Turk-
ish style”. The interviewees compare their storaager with a feudal lord or a dicta-
tor like “Hitler and Mussolini”. Nationality of th&kegional Manager, whether he is
French or Turk, creates a significant differencenenagement approach, according to
interviewed worker No.1, and exemplifies his viesy a

“The regional manager was a French guy but thelaced with Turkish
manager, and the Turkish manager turned off tHedigt the greengro-
cery section on his first visit to the store. Boé tregional managers are
rotated, so then again comes a French manageuaratiton all the lights
of the same section on his first visit. The Fremeasoning is like ‘we
serve the best way we can, this would turn baakstoBut our guys have
a strange habit that you would like earn two oe¢hbillion more profit
and like you would rise the business if you turhtbése two lights. Well,
you saved three billions (TLs) by turning off thghits, but you would
lose money in the long term because of not disptagreengrocery prop-
erly.”

Interviewee No.2 explains the managerial differeanaeFrench and Turkish manag-
ers with this example;

“My wife/husband was working at Carrefour istanbul in 1995. Back
then Carrefour belong to the French, and workingdd@mns and espe-
cially wages were really fine. Such that, evendbetion workers earned
almost the double of minimum wage at that time. Mfe was so much
pleased with her workplace that she persuaded metk for Carrefour
as well. But Carrefour merged with Sabanci whetatted working there
and | asked to my wife ‘where is the wage, the waglconditions you are
talking about?’ All of the procedures changed affter merger and every-
thing became Turkish style. We now work for a wamgilar to minimum
wage.”
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5.5 Realin Germany

55.1 Introduction

Real is the hypermarket chain of the Metro Grotiglelveloped through a series of
mergers and acquisitions since the 1980s includiskp, Allkauf, Kriegbaum and,
finally in 2006, 85 German Wal-Mart stores (cf..3)3

Managerial structure above store level

Real Holding GmbH, an indirect subsidiary of Me&G; is only active in Germany
and operates with four companies:

(a) real,- SB Warenhaus GmbH (most stores),
(b) zweite real,- SB Warenhaus GmbH (former Wal-Mtotes),

(c) dritte real,- SB Warenhaus GmbH
(new stores: long opening hours, no collective egrent 2007-8),

(d) vierte real,- SB Warenhaus GmbH (stores to be clokid).

Most of the following information will be on the fimacompany, real,- SB Warenhaus
GmbH which in November 2010 included 245 hypermisrke

The German market is split up into seven distrdoutdistricts (Vertriebsbezirk) in-
cluding all stores of the four holding companiesaded by a distribution manager
(Vertriebsleiter); within distribution districts ¢éhe are some four or five districts
headed by a district manager (Bezirksgeschaftsjeite

Next to the sales operations hierarchy here is alselatively independent struc-

ture/hierarchy of merchandisers who ultimately repo the food and non-food ex-

ecutive managers at corporate HQ and support stiegory management. They are
responsible for assortment development, pricingdpet presentation and promo-
tions. The lowest level of merchandisers is resipbemgor one product group (e.g.

ambient or electrical products) at the stores lgghlanto one district.

Personnel management

Employment contracts with all in-store managerssateup by five regional personnel
managers who report to the labour director (Arloiiektor) at corporate HQ; this se-
verely restricts the room for manoeuvre of storeagers who are no longer able to
negotiate salaries with any of their employees.

5.5.2 In-store management structure and skills

Types of hypermarkets

Stores are grouped into three categories (smalldlemiand large) as can be seen from
the following table.
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Table: Store types at Real

Sales Sales area Employees Team Number of
(FTE) managers* stores
small <18 m€ < 5000 m? > 65 4-6 39
middle <34 m€ <7000 m? > 95 7-9 128
large >34 m€ > 7000 m? <95 10+ 78

* incl. department managers (none to two)

In-store managerial structure

Until 1999, Real stores had four levels of hiergrdietween category team managers
and the store manager there were two departmeragesas responsible for food and
non-food (called Marktleiter). After Real merged 1898 with Allkauf, where de-
partment managers did not exist, they were abamtah®&eal, too. Since then cate-
gory teams are being merged reducing the numbetsaofi leaders. Later, in small
and mid-sized stores department managers were ddnmtteam managers and the
position of a team leader responsible for incongogds was abandoned. And pres-
ently, this position is being abolished also agi¢éastores. There are usually no deputy
team leaders.

Within stores today, there are basically threellew€hierarchy: store managers, team
and/or department managers, and staff. Detailkisfstructure depend on the size of
the store: Besides a store manager (small: Mar&t/eniddle and large: Geschaftsle-
iter), every store has two deputy store manageesetare either department managers
or team leaders. Usually all department/team masagjeo act as duty managers for
one week every few weeks.

At small stores there are 4 to 6 team managersr{[Egar), e.g. responsible for ser-
vice counters (‘Frischeservice’), food, non-fooddaheckout. Mid-sized stores have
7 to 9 team managers including five to seven fawdl ron-food category team man-
agers, and there also is a team leader for admatist. At large stores, there are at
least seven category team managers, and the adeamager is ranked department
manager and also is the line manager for the chiddkam manager. At large stores
the manager responsible for service counters i8 @aked department manager,
while at small and mid-sized stores he might hbid tank in some occasions.

Departments and category teams are organised arifiss
Organisation of work

The organisation of work within stores has fundataén changed about every ten
years (phase three being much shorter) since thest®

= A thick staffing with sales assistants and ‘firales assistants’ (Erstverkaufer; be-
low team and department leaders)

= More and more items were replenished by vendonsl($trieservice’); store per-
sonnel was thinned out and ‘first sales assistdngisame abolished.

= Real set up its own distribution infrastructureg(omal distribution centres); paral-
lel to this, an in-house replenishment team of #loputo 60 people (‘Warenser-
vice’) was established that would do most of thdeeishment between 6:00 and

193 This might be different at stores that had beéshtp e.g. Allkauf or Wal-Mart.
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10:00. At some stores replenishment teams also aammeer night (and at some
stores still do).

= A few years later, management acknowledged thatsiystem did not work prop-
erly, and the present structure was establishediyMarkers from the replenish-
ment team were taken over into these category teflaonghis reason many of the
team members do not have retail-specific vocatitnaating.

Today, the basic organisational units are teamst miwhich are responsible for a
certain product range. On the number of teams/tl@pats in stores of different sizes
cf. above!®

The biggest team is the checkout team consistingpdd 50 part-time workers. Trials
with self-checkout systems have been abandonedIsTio put sales personnel on
checkouts in busy hours were also abandoned.

In terms of headcount, within food the ‘fresh seeVvisection/department is the big-
gest including counters for fresh meat, fish, ckegbakery, and also some back of-
fice activities, esp. for fresh meat. Service cewmntfor fresh meat frequently have
only one vocationally trained (full-time) butchévi¢tzger) available, who frequently
also heads the ‘fresh service’ section/departmBms might leave the meat counter
for much of the day without someone being respdadibr the operations of the
counter [D10].

The following information relates to one ambierdrte(Trockensortiment) at a large
hypermarket [most information from D12}

The team consists of 12 members: team leader (naalé)deputy team leader are
working full-time; all others are female part-tim@rkers (4 or 6 hours per day; five
days a week). The female deputy team leader hascaiional retail training and had
been working part-time; she now is trained to besdeam leader.

Team ambient includes the sub-sections of cannedupts, delicatessen, basic nu-
triments and sweets. Three subsections, packaged baggi/Knorr, and spices are
served by suppliers’ teams/employees (vendor reghlerent; ‘Industrieservice’);
here the team leader has to do random controls.

The team leader starts work at 5:30 with an inspeaif the department/section and
decides about critical issues, i.e. what has tddee first by the workers coming in at
6:00 to prepare for store opening at 8:00. He désmdes which pallets are needed for
replenishment and (usually) brings these palleteécend of the aisles.

They do not use trolleys; and pallets are (usuattynmissioned specific to sub-
sections, but not in shelf sequence.

Usually about seven workers come in at 6:00 andwatil 10:00 or 12:30 (incl. half
hour break), and some until 13:30. They usuallykniara defined sub-section; but
they have to be flexible helping out in all subtg®ts.

Before store opening at 8:00 their work is direddgdhe team leader and focuses on
removing empty card boxes, removing of scatterexhst disposed by customers (in-
cluding those from other sections; fresh items nmastbe returned to the respective

104 A store also employs e.g. specialised cleanimgomel.

195 This store had a total of 12 or 13 teams/departsndood is made up of the following teams: am-
bient, beverages, spirits, fresh self-service (dapy products), fruit and veg, detergents and cos
metics, fresh service.
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departments and must be written off), filling (dlaegest) gaps, changing price tags,
tidying end-caps in order to achieve a nice optagglearance, and potentially com-
pletely remolding end-caps (mostly for special potiomns).

From 8:00 until the end of their shift workers mpsto replenishing (there might be
30 to 50 pallets per day in this section), combingith best-before-date control and
up-fronting.

In this section, no subcontract workers are usattdmporary workers. The agency
is told on Wednesdays how many workers will be eéeoin Fridays and Saturdays.
Usually these are the same people every time (&8@%4). The store can ‘order’ spe-
cific people — who have shown to deliver good werknd reject others.

Only some of the food sections of the store arfestahroughout the day: fruit and
veq, drinks (due to potential problems with botteposit machines), and dairy. When
in other sections, like ambient, all team membersudlly at 13:30) and the team
manager (usually at 15:00) have left the storeselsections are looked after by team
members of other sections.

Besides directing his team members (on ‘stylebelow) and at times acting as duty
store manager’’ a team manager has several other mostly “admatiigt’ [D12]
tasks.

Product ordering is fully automated, i.e. when tloenber of items on stock falls be-
low a defined level, an order of a defined numideitems is triggered by the inven-
tory management system. Both, minimum threshold randder quantity can be ad-
justed in the system by the team manager.

But, most important, the inventory management systeas to be kept alive every
day” [D12] by correcting for numerous kinds of eg.oStocks according to the sys-
tem and real stocks always differ. One of the niasks of the team leader is to main-
tain data accuracy in the electronic system. Thaone from two ends:

a) The team leader compares the number of iteatsstiould be on stock as shown
on his MDE (mobile data entry) device when scanrihmgtag on the shelf with
the stock available on shelf or in the warehoudeef(e stock-taking might be very
time-consuming).

b) The system generates warnings on his compbtartatems with untypical sales
movements. The team leader then tries to tracentbake in the system’s article
movement database and makes corrections accordingly

This maintenance of the electronic inventory managg system may account for up
to half of the team leader’s daily working timedlunding ordering activities related to
aligning real and ‘system stock’).

The assortment can not be changed by the teamrjdadene can make suggestions
to the merchandiser. The general shelf layout (ujeam) is also defined on higher
level merchandise management. A ‘Real Managemeste8y (RMS) defines the
sequence of products on shelves, but single pr@ddiating might be slightly
changed by the team manager — usually in coordimatith the merchandiser.

1% This leads to problems because during this teaentleaders do not interact sufficiently with their
team [D10].
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Most ‘far-reaching’ decisions of team managers @ual merchandising relate to
end-caps carrying advertised products and speffealsovhere sales are less predict-
able and decisions on how to fill up any gaps nhesiaken.

KPI data are provided every week, e.g. on salesyeisection and per key supplier,
hours worked, that can be compared with those leérostores in the same region.
This information may be used to organise specildys (e.g. in the main aisle) in
coordination with the merchandiser in order to psasles of underperforming items.

Team leaders also sometimes exchange iinBocbetween stores (frequently by
using their private car).

5.5.3 Part-time work and working time management

Types of contracts

Of the around 32,500 employees of Real 29.4% Hadl-ame contract, 62.1% had a
part-time contract, 3.5% were mini-jobbers, andlijn5.0% were various kinds of
trainees. In terms of hours worked, full-time enygles accounted for 41.5%, part-
timers for 57.5% and mini-jobbers for 1.0% of tdiaie (trainees are excluded from
this calculation). Relating to the collective agreamt, most workers receive a salary
(Gehalt) while those in the warehouse receive aewaghn; for details cf. collective
agreement in country study).

There are presently on average about 2,000 extemmdkiers in Real stores (distrib-
uted very unevenly across stores). Around 1,00Dese are temporary staff (Leihar-
beit), mostly working at checkouts but also at mervcounters and other sections.
About another 1,000 are employed with external sotractors (Werkvertrage), most
of these working as shelf stackers — usually oatsigdening hours or in the early
morning.

Most of these 2,000 external workers are mini-jobb@nd their hourly wage is
clearly below the wage of the collective agreenienthe retail sector (also cf. coun-
try report).

It could be the same companies that offer temposgaff and subcontracted work.
Real used to have contracts with up to 100 diffie@mpanies, working under a
broad variety of conditions; these contracts hashlset up independently by district
and/or store managers. Recently Real strived tealmate this business and their
number is down below 30.

Staffing

On numbers of full-time equivalents and managerstanes of different size cf. table
above.

The extension of opening hours in 2006/07 was wob@mpanied by an equivalent
expansion of staffing. ‘Structures were simply tstined’ [D10].

It seems to happen frequently that managerial ipositlesp. team managers and dep-
uty store managers) at stores are not occupiedder do reduce wage costs. (This
leads to problems of corporate negligence whichpaesently discussed at company
HQ, esp. by HR managers.)
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The number of attributed workers and their houesderived from sales figures of a
section; but other criteria are also taken intaaot. One interviewee compared staff-
ing at Real with staffing at Kaufland where staffwwas considered to be much tighter
than at Real.

Flexibility of working time

Most shop floor workers seem to have fixed schedulais includes one Saturday off
per month.

When setting up work schedules, Real takes intgideration the needs e.g. of single
mothers or of workers that depend on public trartsfgpeen field sites; rural areas);
problems like this are handled sensibly [D10:1].aNlopening hours were extended
(until 22:00 in 2006/07) the problems that workeegpresentatives had expected ul-
timately did not come up.

During the first months of 2010 every employee warage worked about 1.5 hours
overtime per month. This seems to be a relativaly\olume.

Sick leaves: Usually notes come in early in themmgy, and then work tasks have to
be restructured within the teams. Longer sick Iegfer a few days) can be covered
by temporary staff. Sometimes colleagues from atleetions also are ordered to help
out.

Electronic time management was introduced in aRO05. All data can be read by
works council members. All changes/manipulationslata are traceable in the sys-
tem. Before this system was introduced, accordingrte interviewee, manipulation
of working time accounts sometimes happened.

Team managers have to organise their working tiemably [D12]; but demands in
terms of duration and position of working time ateviously much lower than at dis-
counters.

5.5.4 Training and career patterns

Training

Due to the changes in work organisation (cf. abewtggre many of today’s sales peo-
ple were taken over from a replenishment team ¢basisted mainly of untrained
shelf stackers (Packkrafte), many employees todapal have retail specific voca-
tional training. At other stores this is probablyitg different.

Real offers two-year as well as three-year vocati@iducation and training (VET)
courses. Generally VET is targeted not so mucheaeldping future sales assistants,
but to build a stock of potential future team legdend managers [D12].

The judgements on the value of vocational retaihtng are inconsistent. According
to a regional HR manager there is a fundamentdkrdiice between two-year
(Verkaufer/in) and three-year (Kaufmann/-frau) vemaally trained personnel; she
put this very simple: While the former would e.@t ¢ghe wine from the shelf for the
customer, the latter would be able to give advinettee quality of the wine. Most
other interviewees were quite critical about thiieaf vocational retail training.
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Career patterns: internal vs. external recruitment

According to the HR manager [D1], team leaders h#wee-year) vocational train-
ing, followed by at least two years of working expace, before they take part a 9-
month in-house training programme.

One interviewee [D12] denied this and referredisodeputy team leader, who had no
retail specific vocational training and who willglrably become his successor — but
this might be rather an exception.

Temporary workers are very rarely taken over aspaym employees [D10].

Real also offers training as retail assistant (Hdsabsistent) to young people with
extended secondary education (Abitur), who thert starking as team leaders.

Gender and age

Age structure of employees (headcount includinopées) at the end of 2010, was as
follows: 5% were teenagers, 15% were in their 288 were in their 30s, 33% were
in their 40s, 25% were in their 50s, and 3% wergéds or older.

Real had a programme for partial retirement umid government subsidies to this
programme were terminated in 2009. But the comsaitlysubsidises some early re-
tirement.

About 76% of all employees are female (2009). Tast wajority of the women are
working part-time; while nearly all men are workifudl-time.

Checkout workers are almost exclusively female-pamers. Several years ago there
had been students working at checkouts; but wighatrailability of temporary work-
ers they are no longer hired (according to onenidge/ee they would not work for
these low wages).

In some non-food sections, esp. electronics/etedtappliances, sales staff frequently
includes male full-timers.

Among team managers little more than one thirdfeneale. Among the 330 store
managers there are only about five women. Amonglifierent area managers there
are no women at all, except for a few HR managearghe level of distribution dis-
tricts.

Duration of employment

Job tenure in 2009 averaged 12 years. This wasugpln the following way: up to 1
year 6%, 2 years 8%, 5 years 7%; 10 years 23%,ed5sy23%, 20 years 18% 25
years 7%, 30 years 4%, and over 40 years 4%.

A food team manager reported that his team (all a@nmas not changed much since
the late 1990s and includes only two or three petit joined later. He stated that he
preferred these long-time employees because theywkvhat do“, and they are pre-
pared to work hard when necessary (which younglpespuld not).

Management style

The (little) information available, especially froome interview, is somewhat incon-
sistent. On the one hand he insisted that his tgasonmade up by experienced work-
ers who know what to do, on the other hand he camgdl that they needed much
direction since they tend to “focus on replenishargl forget other more important
tasks like controlling for best-before-dates”.
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Comparing his work today with that of the times whe worked at the same store,
then belonging to a small independent group ofeths®res, in the 1980s a team
leader said “I am no longer a trader, | am an adiator,” and “... we are increas-
ingly becoming sales people with check lists.”

Grievances and work climate

Real might be one of the grocery retailers in Gelynaith the least grievances, ex-
cept for problems with/of temporary and especisllipcontracted workers.

5.5.5 Industrial Relations

Union density
Union density at Metro Real is relatively high, lextact data are not available.
Collective agreement and pay structure

Real’s parent company Metro is one of the most gimgamembers of the industry
and employers association HDE. Metro Group and rabgs subsidiaries, including
Real (cf. above) are bound by collective agreement.

Experiments with one or two stores — including fingt store to open until midnight
(in Lubeck) — that were transferred to a separatapany (‘dritte real,- SB Waren-
haus GmbH’) were short lived and were terminate20@8.

Real fully applies the collective agreement; ibre of the few grocery retailers who
pays the collectively agreed (gross) wage to nobbgrs [D9].

Team managers are paid as ‘Substitut’ (pay brddkas in collective agreement).
Plant and company level interest representation

Most of Metro Group’s holding and operative comganalso are subject to codeter-
mination. Real Holding as well as two of the opagtcompanies (cf. above) have
formed supervisory boards (Aufsichtsrat) where wosk representatives (mostly
works council members and trade unionists from VYeatke their seats.

All Real stores do have works councils. Real wartsncils are clearly dominated by
Verdi. In addition to the works councils requiregdlaw, Metro/Real management and
real,- SB-Warenhaus company works council (Gesanntbsrat) have an agreement
setting up an additional intermediate represemasioucture: there used to be five
regional joint works councils (coinciding with tinegional responsibilities of the five
HR managers; but this structure has now been cllaaliving a smaller number of
stores to set up a joint works council facilitatc@mmunication between these works
councils and also between works councils and tuaiten secretaries.

Experience of industrial conflict

Employees of various Real stores regularly pami@gn warning strikes and strikes
to support Verdi’'s demands in collective bargaining

5.5.6 Concluding comments

The hypermarket divison of Metro, Real, is the hesetimultiple mergers of various
smaller hapermarket chains, many of them with a lbrstory dating back to the
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1960s and early 1970s. The growth of hypermarlsetestricted by German planning
regulations; in addition to the generl problemshgpermarkets, e.g. due to demo-
graphic changes, Real has lost its former n umber gosition in the hypermarket
segment to Schwarz Group’s hypermarket chain KadfldMetro Group has indicated
agein and again its willingness to sell Real.

5.6 Realin Poland

5.6.1 Introduction

Real has been present in Poland since 1997, whenfittst hypermarket opened in
Szczecin. In 2006, Real took over Polish operatmnte French retail network Ge-
ant, and 19 outlets acquired from the French compaare rebranded to Real. As of
2011, there are 54 Real hypermarkets in Poland.

The Real network has a legal form of a ‘partnersioimpany’ §potka komandytowa
while each outlet is a separate establishment atedas an individual employer in
terms of national labour law.

There is only one format maintained by Real in RdJaa hypermarket, with a capac-
ity above 2,500

The head of Real is a foreign national (Rafael &astSpain), yet the Metro Group
operations in Poland are led by a Polish executive.

As of 2011, there are four regions, each corresipgnith a cardinal direction. A re-
gion is headed by a regional director.

Economic performance of the store is evaluated do@asean outlets’ profitability.
There are three classes (A, B, C), distinguishesitgordance of the results of ex post
analysis of economic performance. In the classh&, ¢utlets which managed to
achieve a positive financial result (profitablek @ancluded. In class B, the stores
which reached the ‘break-even point’ are classifiédally, the outlets which ended
up with a financial loss are assigned to the dlass

5.6.2 In-store management structure and skills

National IR system does not have significant inflcee on management and skill de-
velopment in stores, mostly due to the fact thataoléective agreements (either com-
pany level or multi-employer) are in place and wbake representation does not
have adequate power to affect the state of afilaitsat area. Organisational structure
of a Real hypermarket in Poland (Chart 1) is sintitathe organisational structure of
stores in Germany. Even the German work titlesraferred to, albeit informally,
when specific managerial positions in the orgaiosal ladder are mentioned.
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Chart 1: Organisational chart of an outlet

Director » Health and Safety
(Dyrektor, GL) Inspector
* HR specialist
« Office assistant

Manager Manager Manager
(Kierownik, ML) (Kierownik, ML) (Kierownik, ML)
Food Non-food Back-office
Manager Manager Manager
(Kierownik, TL) (Kierownik, TL) (Kierownik, TL)
Deputy Manager Deputy Manager Deputy Manager
(z-ca kierownika, (z-ca kierownika, (z-ca kierownika,
TL) TL) TL)
* Meet/cold-cuts * Electronics » Checkouts
* Cheese » Home appliances * Logistics
* Fruit/vegetable * Sports equip- » Security
* Fish ment/toys
* Beverages * Textiles
e Chemical products

Orders

v WoYkers ¥

Unions claim that in outlets with unsatisfactorpancial performance the second
layer from above (managéderownik ML) is often eliminated, in search of person-
nel cost reduction, even though the fact may notobmally recognised (that is, the
positions still exist in the structure but remaacant).

As the company asserts that internal recruitmesgspimportant role in Real, and in
most cases, recruitment process starts interralisgthermore, internal recruitment is
appreciated for the following facts: “it allows shorten the process, is cheaper, has
undisputable motivational impact, because it shthesstaff that the company offers
opportunities for development and promotion. Besidieis not affected (or affected
only slightly) by the problems related to sociatlgrofessional adaptation.” (quotes
from the statement released to the author by thgpeay).
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At the selection stage, various methods are appliegending on the level of hierar-
chy. In particular, the following methods are us¢gpecific levels:

= shop-floor (basic) positions — interview by a dtrsgpervisor;

= gpecialist (skilled) positions — interview by a lBpartment staff and the su-
pervisor; in addition, specific proficiency teste aun regarding, for example,
analytical skills test, language proficiency testanputer skills test etc.;

= managerial positions: interview by a HR departm&atf, competence tests,
AC method (multi-dimensional behaviour assessmeganding to perform-
ance of various types of tasks), language profaydasts, interview with a di-
rect supervisor.

External recruitment is used in case of unavailgbdf suitable in-house candidates.
External sources employed by the company in theuitezent process include: the
company website, recruitment websites (such as wwraeuj.pl), public labour of-
fices, HR agencies, peer recommendations andsseldextent, newspapers.

As far as promotion is concerned, duration of empient is not a primary factor. On
the contrary, periodical assessment plays a decisile in the process. For a shop-
floor staff, promotion is made based on positivaeleation issued by a direct supervi-
sor and approved by a manager from an upper lévielecarchy. Regarding middle
and upper level positions, promotion is grantetiéf prospective candidate’s potential
and competences are assessed favourably (sevgmsgrbuore competences being a
key measure).

Multi-tasking seems to be of growing importancecading to the unions. It is re-
flected in the content of the employment contractere scope of responsibility is
reportedly unspecified, and only the hierarchiation is defined (who reports to
whom).

In each store the director is assigned a ‘pay bidgéich is calculated as a fixed
percentage of the turnover of the outlet. It amsueportedly to 7% of turnover, as
claimed by the director of the hypermarket visited.

As reported by the company, in 2010 Real staffivecetotal of more than 80 thou-
sand hours of training.

Shop-floor staff receives basic formal trainingtsas health and safety training and
HACCP training (via e-learning platform), as theg &ired. Customer-service train-
ing is also available. Formal training is admimistk by internal trainers, who had
been previously prepared by employer to underthkerésponsibility. Subsequently,
shop-floor staff undergoes on-the-job traininggminformal way), while performing
their tasks. Thus the mode of training may be dlesdras ‘learning by practice’.

Real is also engaged in human capital developmemégis aiming to build up its
own human resources capacity. High-school studenéy take advantage of
“Metroedukacja” programme, which facilitates a ntdptvocational practices based
on agreements made between stores and local tathigt-schoolstéchnikg. Thus
far around 700 students participated in the program‘Metrostudent” programme
targets university students who may receive schbips to cover tuition for a three
year studies (for a bachelor degree) in the Hig@whrool of Commerce in Wroctaw
(25 participants). University graduates may enntd ithe International Trainee Pro-
gram (ITP), in which two graduates every year avergtraineeships in Real subsidi-
aries abroad and afterwards are offered managegions. The company also con-
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ducted an ESF-funded project "Academy of custoreevice” for its staff. Report-
edly, total of 9.500 Real employees participatedhiose training activities until au-
tumn 2011. On the store-level, trainings for opasabf forklifts and other technical
equipment are held on regular basis

5.6.3 Part-time and working time management

As the Polish law permits, all stores in the Reatiwork work seven days a week.
Opening hours are flexible; usually a hypermarkebpen from 8 A.M. to 10 P.M.

Monday to Saturday and 9 A.M. to 9 P.M. on Sundélsvever, the hours differ: the
hypermarket may open at 8.30 A.M. or 9 A.M. ancselat 9 P.M. Monday to Satur-
day and close at 8 P.M. on Sundays.

According to self-released data, in 2011 the comgdaad employment of approxi-
mately 11,000. However, since 2008 the volume gblegment has been decreasing
(see table below).

Table: Employment in Real Polska

Year Number of employees
2008 11,000 (12,900)**
2009 11,100 (12,500)
2010 10,500 (11,600)
2011 (1st half) (11,000)

Notes:

* the figures represent average full-time equiveden

** the figures in parentheses represent total numbemployees at the end of the reference period
Source: Metro Group Annual Reports and Real Polska

In 2009 the SHAPE-2012 strategy began to be imphkadein Poland, resulting in a
cost-cutting, also affecting the personnel costsiciwwas also identified during the
field research as one of the factors behind dedafirtee volume of employment.

As reported by the company, majority of staff (7} i%6employed full-time. The re-
maining 29% works part-time, of whom: 5% is worksnfi 0.25 to 0.5 of a regular
(full-time) job, and 24% between 0,51 to 0,97,%atgular (full-time) job.

Cashiers are usually employed at %, sometimesf7a8regular job, thus their remu-
neration is reduced accordingly when compared @b dha full-time staff. Consider-
ing the basic pay of a shop-floor employee to bBl RI450, it is easy to calculate that
a basic pay of a cashier working at % of a regjaris slightly above PLN 1,000
level. The union representative suggests it mightbmajor reason behind the com-
pany’s propensity towards reaching to TemporaryrmsgeNorkers (TAWS).

“Who is going to work four hours a day? She needsavel to work, and

it costs money. It's easier to fill out the gapshwihe leased staff. They
call the agency and say ‘| need someone for thréeun hours’ and they

send a person needed. It becomes the problemdagdncy to solve, and
it is no longer the problem of the store.”

77% of the employees are employed on the basismfired term contracts, whereas
the remaining 23% have fixed-term contracts. Axdesd by the union representa-
tive, a new employee is hired for a trial periodtoe months; they are then offered a
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steady contract, usually on fixed-term basis (st year or two at the longest). Af-
terwards, they may sign another fixed-term contfaptto five years). Finally, having
successfully completed the initial stage of emplegtnthe worker is offered a non-
fixed term contract. By comparison made by a uniepresentative, who prior to
2006 acquisition of Geant hypermarkets had workgld the French network, Real’s
personnel policy differs from the Geant’'s approaafjarding employment contracts,
because the German chain is more likely to hirgpdtamr staff permanently, while
the former operator usually offered fixed-term caats to the basic level personnel.
Employment structure in Real is highly feminize@% of staff are women, while
30% are men. Real staff is fairly young, as therayye employee is 38 years old; a
typical female employee at 39 is slightly olderrthger male colleague, who is aged
35. According to the company, the average numbengiloyees in an outlet amounts
to roughly 200 persons.

5.6.4 Industrial Relations and Interest representation

Trade unions are active in Real chain since asy eas11999. The Real store in
Szczecin was the first ever private retail operatbned by a multinational company
in which a trade union had been successfully estaa. Founding of the “Solidar-
nos¢” union in the Real outlet marked the beginningled pioneer organising cam-
paign in post-communist Europe. According to tatadrom the company, union or-
ganisations are present in 39 locations, inclu@AdNSZZ “Solidarné¢” unions and
two organisations belonging to the ConfederatiorLabour (OPZZ Konfederacja
Pracy) associated with the national confederatiem All-Poland Alliance of Trade
Unions (Ogolnopolskie Porozumienie Zgkow Zawodowych, OPZZ). According to
the “Solidarné¢” union, its membership is around 1,000. No datieniswn on mem-
bership of the Confederation of Labour union, yahight be assessed at 100 mem-
bers, so that altogether unionisation rate couldrbend 10%.

No collective agreement is in place and the prooéssterprise-level social dialogue
is hampered by its decentralised structure: eadletolrepresented by the director)
stands autonomously as an employer via employeegeptation. Fragmentation of
union structure lessens their bargaining powergchviwas acutely visible during pay
negotiations in 2011.

Following the enactment of the Information and Gdtagion Act of 2006, works
councils (or similar non-unions representation beflivere established in most of the
Real outlets. Due to the decentralised structuresach outlet a separate body is to
operate. Currently, there are 12 works councilgl en24 hypermarkets so-called
‘employee forums’ (fora pracownikéw — J.Cz.) haweeib established in a way stipu-
lated by the Clause 24 of the Information and Ctiasan Act. While the members
of works councils established originally (2006-2Pp@#&re appointed by trade unions,
for the second term the general ballots were ftkld,to the amendment to the Infor-
mation and Consultation Act made in 2009, followthg ruling of the Constitutional
Tribunal of 2008, which deemed the right of theamsi to appoint work councillors in
unionised workplaces unconstitutional. With workaiecils’ prerogatives being lim-
ited and vague, the body has no significant infbgeon the state of industrial rela-
tions.
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5.6.5 Concluding comments

Real in Poland has been going trough a difficuliqug marked by stagnation in the
network development and a steady fall in the vol@iemployment. Since 2010 with
another noticeable deceleration in the numericaeld@ment of the network, and
negative effects of economic slowdown impacting ¢bmpany, there have been nu-
merous rumours (none officially confirmed) regagdanpossible takeover of Real op-
erations in Poland by one of the major global tetai In mid-2011 U.S. Wal-Mart

emerged as one of the contenders in the race waradte Polish Real operations.
However, as of summer 2012, no takeover has takee p

5.7 Realin Turkey

5.7.1 Introduction

Real established its head office in Turkey in tearyl997. While Real’s initial goal
was to open 25 stores in Turkey, today Real sexvés customers in only 12 stores.
Real has been downsizing for a few years. It cldsexstores in last few years and
seems to close some more in near future. One ointkeviewed ex-managers ex-
pressed that the stores could be sold to anotimepaoy (namely, to Wal-Mart) when
they reach a particular profit margin.

Organisational structure of Real is as shown atiféig.. One of the ex-managers indi-
cated that especially managers with higher salasevdismissed to reduce the cost,
but great majority of these people prosecute ferr tteinstatement. As a result of the
case, Real had to pay high dismissal compensatiotiee former employees. It was

also expressed that the turnover rate is so higthatoin the last eight months 7 top
managers were dismissed. One of the ex-managemhaumes the situation as fol-

lows;

“There are many unhappy people looking for a nelw’jo

The easiest way to cut the cost is reducing thebeurof employee for Real which
cannot make profit for about 13 years in Turkeyd &mo district managements were
removed from the organisation structure said onth@fex-managers..s. Stated food
director was not employed for about one and a yedis and also non-food director
was not employed for four months. So there is ardiendency of reducing the num-
ber of managers and even abolishing some managesdions at Real.
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Figure: Organisational Structure of Real
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It is explained that all executives were Germanvieen the years 1997 and 2003, and
then Turkish managers were employed. However, beeesk-managers claimed that
most of the executives -included CEO- resigned Uiszaf the poor working condi-
tions and some of them were dismissed. The numibstaffi in human resource de-
partment was reduced from 18 to 8. Training depamtnunder the human resource
department was closed and the personnel were dischig-or that reason, there has
been no training for about two years at Real dadek-manager.

The host country effect is very dominant in Reate@f the participants explained it
as follows:

“Real HR policy began as in German style and tHendystem is ruined becoming as
a Turkish style.”

The main performance indicator for HR Departmenthatstores is both the number
of the personnel and the cost. The ex-store mandgsdared core human resource
policy depends on the cost of personnel not toekdbe 5 % of revenue. If the rate
exceeds, the number of personnel decreases witletmining the factors such as
productivity, performance and motivation said tlestore manager by giving an ex-
ample from the store he worked for:

“The total personnel were 1000 at first. Some @nthworked with weekly contracts.
But the number of personnel reduced to 180 witlptiieies determined by the head-
guarters. Real just concentrates on numbers andhgefgoals but not focus on hu-
man. The most difficult task was to reduce the mumabstaff for me. | had to dismiss
personnel without giving any reason in one and k fmanth. Workers are like slaves,
have no importance. The most important think isStipercent goal.”
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5.7.2 In-store management structure and skills

At the stores there are two group managers workimdger the store manager as food
and non-food managers. Interviewed workers staie ttiese two groups have their
own separate product acceptance sections and somkers of these groups work at
the store and some of them work at the office. Tesaders are positioned under the
group managers. There are 7 sub-sections undefotite department, namely dry
food/candies, detergent, fish, meat, milk, bakgrgcery. Team leaders of these sub-
sections report to food group manager. Four subese; which are consumer elec-
tronics, garment, seasonal products and houselvaldsg and their team leaders, op-
erate under the non-food group. Each sub-sectiomiy a team leader and an assis-
tant team leader. Assistant team leaders substitateeam leaders when they are not
in attendance. Participant workers mention the tta&t anyone who wants to be team
leader should be in close relation with the managemand get along with the group
manager and the store manager. Size of the teanhk#ders’ are responsible of dif-
fers according to the sections. Such as, one oititkers points out that 7 workers,
including the team leader, work at the dry foodisecof the store he/she works, and
the team leader is directly responsible for anyllohjob concerning the section from
stocks to warehousing, from price labels to workensork at the section.

However patrticipants reported not only the numideworkers reduced but also the

number of managers at the top and operating mareagdavels was reduced. One of
the participants gave examples from the store hé&edoas a manager; at the begin-
ning the number of 22 team leaders cut into 12,tapdnanagement changed in every
2, 5- 3 years.

Interviewed workers, who work at one of the mogpydar stores of Real, reveal that
158 staff is working at the store including pantéi workers and team leaders. Yet,
firm workers and promotion workers other than Realvn workers also form a sig-
nificant amount of labour for Real. On the issuteiviewed workers point out that
promotion workers only perform tasks of promotirggwnproducts and tasting prod-
ucts at the store; however, firm workers work altmesactly like Real workers only
they get their salaries from the firm they work.fat the hypermarkets workers of all
sections except checkouts are full-time workerdschvicause troubles in maintaining
labour flexibility, but the company tries to retaguantitative flexibility of labour
through firm workers.

The personality and leadership style affect theivabon of workers. One the ex-
store managers expressed that;

“Management participation system completely depemishe store manager’'s per-

sonality. For example, | was regularly doing a negtwith my workers every Mon-

day. Even we organized some activities such abvdbidburnament among the de-

partments to motivate the employee. Indeed peasad to be appraised. When | said
to cashiers ‘your job is too significant, if youeanot working here our job does not
have any meaning’ they surprised with an apprecratBecause cashiers are gener-
ally unskilled personnel from a conservative farmihyg environment, their job expec-
tations are extremely low. Store manager’'s personahd management style are re-
flected to the others, and department managerdd@ving the store managers. ”

The store managers do not have a full autonomgieastores; they are dependent to
the upper management. One of the ex-store manggeesthe example below:
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“The concept of Real in Turkey on store size, margelabelling, and product posi-
tioning are exactly the same in German system. Whes a store manager, | tried
to develop a new concept as a “Ramadan Street @haslthough the proposal was
denied by the Head Office, | applied that concejtihaut informing them. When one
of the executives came, he saw the concept andl itkand then we were the first
store initiating the Ramadan Street practice amoadjsstores at markets.”

Similar to other hypermarkets’ practices, Real hegavily on internal recruitment for
hiring new personnel. Performances of all employsmesevaluated once a year. At
the beginning workers evaluate their own perfornearay filling out the performance
evaluation sheets and grade their performancesiyg scores such as A, B, C and
D). Then the section managers and store managatsag® these self-administered
performance sheets, and communicate their perfarengrades to the workers in in-
dividual interviews. Workers, who get performancadg A for 3-4 times, are brought
together in the golden fish pool where team legderstion managers and store man-
agers are chosen amongst. In other words, the mydisie method is used for person-
nel promotion. According to this method, persortodbe employed in the vacant po-
sitions are chosen from the golden fish pool amsh foromoted. The two interviewed
ex-managers were promoted with this golden fishhiogkt

No significant formal qualifications are needed foanagerial positions. However
one of the ex-store managers underlined the lactonfidence of top German man-
agers to Turkish employees by giving the examplevize

“Top managers had lack of confidence on Turkish legge although they have
higher education with higher qualifications. Evé&ough | was graduated from a uni-
versity in Germany, had my master degree in the Bi®Ahad an experience in this
sector, | faced with that distrust too.”

Participants mention about various training prograsuch as checkout points, per-
sonal selling, inventory, product purchase, effectommunication, job safety and
customer relations at the stores. The store masagerresponsible for determining
the need for training. They distributed a trainfagn at the beginning of the term and
employees are free to choose any of the trainiey tish. It used to be a managers
training program in cooperation witBosphorusUniversity but the cooperation was
ended and the employee trained in that program dismeissed.

Real gave an apprenticeship opportunity to Vocafidmade High Schools’ students
who were studying marketing and retail departmer2009. HR directory expressed
their foresight of every market to study with aaiehigh school under the program
called “Real-co-op”. HR director explained the mpmag as follows:
(http://www.real.com.tr/Real_stajerler.html;
http://www.yenibiris.com/HurriyetIK/Oku.aspx?ArtelD=5678-05.05.2011):

"Sector offers multi-faceted career planning onhgasale, logistics, purchase, fi-
nance, marketing and security. That is why we sthtthe program. But young people
are not aware of these facts. We want to explaenctireer opportunities to them. We
initiated the pilot program at Bé&tas Mehmet Ali Buytkhanli Vocational Trade High
School at where our primary goal is to introduce tietail sector, to explain how im-
portant it is by providing extensive career oppaities both to the students and their
parents. In May, we are going to explain all thetéaabout this field to the new stu-
dents and their parents in the meetings and fair.”
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There is no involvement of employee representativescruitment of employees and
skill development.

There is no indication for re-skilling or de-skilg.

5.7.3 Part-time and working time management

Due to presence of an organised union, there isigraficant grievance concerning

the organisation of working time. Part-time and kiog time management is organ-
ised reliably. But there is no indicator on welfatate related issues matter in work-
ing time allocation at Real.

At Real most of the section workers are males wdgiE@shiers are predominantly
female part-timers. Interviewed workers mentiont thaly one of the team leaders
working at their store is a female worker; on thkeo hand there are some female
workers amongst the administrative personnel i@ HR department. In addition,

participating workers point out that major partloé workers is below the age 40. All

managers and team leaders are full-timers.

Part-time workers of Real work 5 hours daily andn@dirs weekly whereas full-time
workers work for 45 hours a week. Breaks organasecbrding to the Labour Act.
Workers have an average 45 minutes daily break.n/there is a need for over-time
work, the workers are paid for their over-time wohkterviewed workers mention
that they as part of the clock in-clock out systibiey need to punch entry cards but
the management generally tolerates 10-15 minutks/sieWorkers work over-time
especially at holidays and weekends. Most of thekers are willing to work over-
time to gain more money. Over-time work is not uasd tool of rewarding obedient
workers. Shifts are organised centrally on stovelland announced one week in ad-
vance. Interviewed workers state that there arevork shifts at the Real store, as
the store is open between 10:00-22:00, the finftss$tarts at 7.30 in the morning and
lasts till 15:30 in the afternoon, and the secohit £overs the interval of 15:00-
23:00. In addition they describe the shifts as such

“Workers of the first shift organize product sect$ prepare displays, check expiry
dates of products, check promotional products (mtiomal products are changed in

every 15 days) and make the store ready for custotiiethe store is opened for cus-

tomers. After the store is open for customerswtbekers take a break between 10:00-
10:30, following this section workers depart foe tvarehouse and start organizing
the warehouse. Workers of the second shift maiohk at the warehouse and go for
organizing the sections if necessary.”

One of the ex-managers expressed that the wageawdow while they have heavy
workloads without any career planning. By stressireggsalary of deputy managers at
the headquarters of Real as around 2.000TL, hgzsththe system as follows:

“The main weakness in Real is the human resourgarti@ent. In this department
employment and the payroll are the main duties.ddPartment is not significant for
the company. As employee is not an important des¢éhe company, nobody create
added value for the company either. | think, thademarters in Germany do not
aware of this reality, if they are still do not eaabout it.”

At Real all section workers are paid almost theeséawuel of salary (slightly over the
minimum wage) while skilled workers (i.e. bakeryetd) butchers, etc.) are paid
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higher levels than other workers. On the other haag levels of workers do not dif-
fer with respect to their performances. Even thopghformances of workers are
evaluated annually, high or low performances doleatl to disparities in pays of
workers.

5.7.4 Industrial Relations and Interest representation

Tez-Koopis Union is legally organized at Real. The unionimattampaign started in
2004 and ended in 2005. During the organising c&gnpsome organiser workers
were dismissed. One of ex-managers explained tbieps as follows:

“Of course, Real management did not want the tradien and lay off some person-

nel. There was a pressure from Germany not to ddbeprade union and the unioni-

sation was accepted as the failure of managemeiiurkey. At one of the meetings
when Real management said they were so good aamagement that the workers

did not need a trade union; the union expressedhtheagement was too bad so the
workers wanted to be member of a trade union.”

However in 2005 Real achieved to be recognized sigded the first collective
agreement. Real is employed around 2.000 employeesl.480 of them are union-
ized.

The second ca was signed in 2007 at Real and itigectie was signed in 2010.

During the collective agreement negotiation, in @0disagreement was arisen on the
“wage increment”. The company expressed that becatinancial loses they could
not increase the wages, on the other hand the @xpressed that they could not ac-
cept this reason that depends on the unrealigtation rate.

The company also threatened the union by closiegstbres if they go on a strike.
The Union called Real hypermarkets’ department marsaand 3 representatives
from each 13 stores to a meeting and made a demsialisagreement with the work-
ers together. (http://www.haberler.com/real-detk4tibplu-sozlesme-sureci-2098395-
haberi/).

As a result of the negotiations between the Unimh Real managers, the new collec-
tive agreement signed in Ankara on 5th of August2010 (for the period of
01.01.2010-31.12.2011) between Real and Tez Kpd@fore an issued strike warn-
ing was realised.

According to the collective agreement in 2010:

= Wage increase: For the first half of the year 386, 2econd half of the year 3,
5%.

= Second year the wage increase will be made inatieeof inflation
= 10% increase on food cheques.

= This year there will be no increase in social bi#sdfut the second year the
social benefits will be increased in the rate dhimon.

The collective negotiation for the period of 012012-31.12.2013 has just started
and is expected to be ended in a few months.

Union representatives at work are the significapresentation mechanism. They are
playing crucial role in the grievance procedure aathmunication with the manage-
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ment. Union representatives have a strong influemrcestore management to fit in
with the Labour Act.

5.7.5 Concluding comments

All the workers we interviewed have been satisfigth their working conditions.
One of the workers expressed her work satisfaetsosuch:

“If I am going to continue working at the retailirgector, | would not think of work-
ing for another store; after all, the store | woitr is a German store and we have
better working conditions than other markets. Beaeaof this, workers in our store
have been working here for a long time”.

However the managers have not generally been isdtigfith their working condi-
tions and salaries. So the turnover rate of masagdrigher than that of the workers.
It can be said that Real has the highest turnaterfor managers among the multina-
tional hypermarkets.

5.8 Tesco in the UK

5.8.1 Introduction

At the moment Tesco operates 2,482 stores and gm[d87.669 people, (Tesco
company website 20.05. 2011) in the UK. They omefadr store formats: small con-
venience stores called Express, Metro the cityieersf its convenience format, Su-
perstores which are the classic format and havee swon-food sections and Hyper-
markets called Extras which have a very wide rapiglvod and non-food sections.
Each format has its own operating principles amparing structure (I, 8).

The first Tesco Extra in the UK was opened in 189Pitsea and the number of
stores has increased by about 20 a year, mainlgobyersions from Superstores.
Hypermarkets were a format which Tesco learnt foiher food retailers when it be-
gan to internationalise and the format has beamsplanted back into the UK. We
were told that the size of UK hypermarkets rangemf400 to 800 in terms of num-
ber of employees (I,1afhe two hypermarkets investigated had workfordes50 (|,

9) and 543 (I, 12). Both stores have seen a lagdaction in the headcount over the
past few years.

Tesco shares saw a 16% fall in December as likdiersales fell 2.3% in the six
weeks to January 2012 and this was far sharperftvrasther food retailers. Recent
reports indicate that Tesco plans to pay ‘hundogdsillions of pounds to fix the su-
permarket’ providing more discounts, more staff d&etter fresh food ranges (Wal-
lop, 12 Jan 2012). The company will now sacrifiseimdustry leading profit margins
of 6.1% and has said that the days of huge oubwh thypermarkets selling non-
foods are over; Tesco will not be opening so maaxes in future (ibid). Over 8000
more staff costing £200 million are due to be rageruto improve customer service in
fresh food and larger stores in particular (Leretal. 19.4.12). Analysts argue that
Tesco has underinvested in its UK stores while eotrating its expansion on Asia,
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Eastern Europe, the US, banking and the Internest@® 2012). However, pre tax
profits and revenue are up and Tesco still has 80%s market share in the UK.

Management structure above store level

At the top of the hierarchy the board of directdetegates the daily management re-
sponsibilities of Tesco plc (which is also callée tGroup’ in the company‘s docu-
mentation) to the Executive Committee. Tesco agpdim new CEO, Philip Clarke
who took over in March 2011 from Sir Terry Leahyhavwran the Group from 1997.
The appointment of the new CEO led to some chamgése Executive Committee
and few of the original Leahy appointed staff rem&everal executives have been
brought back from overseas and the managementisieulbas been overhauled by
introducing new regional chief executives and a t#tvmanagement board (Leroux
19.12.11).

The overall organisation structure of the TescouBrbas been described as ‘sort of
matrix structure’ (I, 1a). Below the Executive Coittee we find the heads of the
business units UK, Europe, Asia, US, Services angd?ty (ibid) based at the head-
guarters (HQ) in Cheshunt (Hertfordshire). Addiaby, we also find integrating
functions such as HR, Finance, Supply Chain, Buyind Corporate Affairs at the
Group’s HQ. Tesco was been described by a senioagea as very centralized in its
decision making and organisation and all its staresidentical in terms of layout etc
wherever you go in the country (l,4a). The compdristinguishes six work levels,
which range from work level 1 for frontline empl@geat the bottom, which is the
biggest group of employees, of to the small hundfdBoard members and top man-
agers situated at work level 6 (The Times 100, 2pQB47). Store manageyEa very
big hypermarket would be level 4, level 5 are tbp 100 directors and most host
country CEOs and 6 is board level (I, 1a & 2a).

At the store level: “The store manager managestive and then he reports to store
directors who manage typically a group of 20 tosR&es who report into an opera-
tions director who runs a format. So that will bleypermarket format or convenience
format” (I, 2).

Performance indicators for hypermarkets

The organisation of work at Tesco is highly stroetuand increasingly monitored by
highly sophisticated technologies and control systewhich replace former work
tasks. Tesco is continually developing more sopaiteéd operational and computer
systems which are also being rolled out internafign Tesco also operates a Bal-
anced Scorecard approach which they call the “BigéWheel” (see Appendix 2). It
defines and lays out Knowledge Performance IndisafPIs) and a “traffic light
system” in place to monitor and warn:

“Our entire business is run against the steeringeliThen within each of those seg-
ments, let’s say finance, you would have target &etyour failed, your shrinkage i.e.
the loss on your business... the stores will be giaegets literally from everything
from finance through people, through the work ieslin the community, through its
customers and how we deliver for our customers,agadtationally, so productivity —
the availability of product for example. So theseai very detailed, a very consistent
approach in every business... a store would absglktelw where it was meant to be
and where it actually was against its sales tdrdét2)

The latter is described as follows: “We have tafights system, so if you hit your
budget you are green; if you don't hit it you areleer; if you are miles away you are
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red; and if you exceed it you are blue. So litgrglbu can track sales by hour, by a
minute. They would track sales certainly by the daly. So the sales are what locally
in the store you’d really track. You are eitherkom at your sales or your other costs
coming into line” (interview 2a).

One hypermarket manager (1,8) pointed to the grgvemphasis on performance in
Tesco and the increasing sophistication of perfocaaneasurement with accompa-
nying pressures on management and staff: ‘youinaréed and celebrated if you de-
liver the numbers... | am under no illusion if | delr red | could potentially lose my
job.” His own key KPIs for the store are what hdiscthe killer KPIs, the ones that
really drive the business: ‘Sales, shrink, | dapieue and waste.” The second hyper-
market manager supported the fact that there aesdime measures based on the
steering wheel for each store, there are centrdlefines (I, 11). He explained how
line and senior managers are on PRP so any salamyases are related to perform-
ance-red performers get just their base pay, amlpeoportion of the pay rise, green
would get the pay rise and blue twice the pay Saployee KPIs on the checkouts
include scanning rates, offering to pack bags tmtamers, idle time etc (I, 12). The
performance targets for employees are, unlike fanagement, not pay related, it's
more a case of the possibility of eventually losyogir job if the targets are not met
according to one USDAW rep who has represented rassvhsciplined for not meet-
ing pick rates in the dot.com area (1,5). All th8MIAW reps at area and national lev-
els referred to the issue of unrealistic perforogatargets in the stores, which are a
focus of talks between USDAW and Tesco; the compareed to decide is it accu-
racy that you want or is it productivity or is ngagement? You can’t have them all!”

(1,7)
5.8.2 In-store management structure and skills

There was no evidence of management structure lahsl Iseing influenced by the

national IR system. They were both company develagpestems and reflected the
Anglo-Saxon focus on generalist management skifisparticular leadership and
management of people. See later sections on hosugrermarkets only put new staff
into stores as the government gives them monewgiview-jobs of 20 hours or more

(1,6)

Positions of management and levels of hierarchy

In one of the hypermarkets investigated the hiénamomprised 7 senior managers
including the store manager, 36 line managers @epartment heads for deli, bakery,
checkouts etc) and 50 team leaders (I, 11). Ke@adments which work largely in-

dependently included dot.com with 60-70 staff, ptaey, telecom shop, opticians.
Food departments include dairy, counters, frozeimevand spirits, grocery, back
door. Non-food departments include clothing, healtid beauty, home, toys, books,
health, seasonal areas. A line manager is resgerfsibeach area with team leaders
and teams working under them (ibid). A similar sptwas mentioned in the other
hypermarket (I, 8 and I, 9). Employee numbers v&&@ (I, 9) and 543 (I, 12).

The team leaders interviewed pointed out that domemanagers report to other sen-
ior managers such as checkouts to the customdcesemnanager and some have direct
reports to the store manager including pharmacyamtidians, dot.com, compliance
(1,10).
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At one time there would have been 60 managers tiagaio the store manager but
this has been reducing —management jobs have beglgamated and there has been
an increase in team leaders for cost saving iSgu8% Tesco has got rid of the sec-
tion manager level and given a wider responsibtlityhe line managers. Team lead-
ers under the line managers then manage the digyteupervision of staff, getting a
preferential rate for doing so. Managers reportdhiing back on the overall wage
bill year on year: ‘One of the toughest parts & jbb is trying to deliver the Tesco
promise, the Tesco format and standard within yeage budget. But we all struggle
because the wage bill gets screwed and screwed.doWns).

Management contracts are 35 hours minimum and€tlaee no maximum hours..
you're expected to be here when you need to be’.h@irell), whereas non-

managerial staff work to their contracted hours aredpaid overtime if they work ad-
ditional hours. The other manager pointed to th#sacial hours and long hours in
retail and his concerns about firstly because It iwcrease his cost base-covering
more hours for less pounds- and secondly on a pak$evel, at the moment ’at least
| guarantee to my family to be home around 6pm8JlHe is contracted to work a
minimum of 13 Sundays a year in order to keep uthowith staff and the trading.

Importance of personality/leadership styles In ngaraent

The management style at Tesco could be describbdthdureaucratic and participa-
tive. We have already referred to highly hierarah&tructure of whole group and to
bureaucracy, indicated by high levels of formalmatof the organisation processes
and their visibility and how the managerial consgstem (Steering Wheel approach)
is set up. The bureaucratic approach is supponyedely IT technologies, which al-
lows Tesco to measure and control its daily openatin great detail. Thus, we find a
highly standardized form of work organisation imres which according to some
studies (Bozkurt 2011Y". also goes hand with a continuous deskilling ohaggrs
and employees, visible in the removal of previowsiifled and semi-skilled work in
stores. However, interviews with senior corporatenagers indicated that there is -
despite high formalisation and high standardisati@ome room for managers ‘to
make a difference’. Store managers seem to regeitain leadership skills deemed
necessary to motivate staff, organise the workaesdepartment and team levels to
meet both centrally set KPS,

Corporate managers interviewed stressed that foiorsenanagement positions in

stores and above general management skills arakriigs argued that general man-

agement “is a key thing rather than specialiseglegdat’'s people who have the con-

fidence to take on a range of different roles” dmitew 1b). They also emphasized
that because of increased standardisation of wayanisation managers need leader-
ship and people management skills besides professexpertise in order to meet

company targets:

The emphasis on generalist management skillsctsfide typical Anglo-American
approach to management education which we finderMasters in Business Admini-
stration qualification, for example. Such an applodavours general managerial

07 see also presentation “Hard Target, soft skMsnaging productivity between head office and
shop floor in British supermarkets” of Odiil Bozkattthe University of Surrey at th&' 4f March
2011.

198 See also Grugulis et al (2011) ‘No place to Hd&he realities of leadership in UK supermarkets,
in Grugulis et al. (eds): Retail work, PalgravesBgstoke.
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skills over specialised professional managemenlisskvhich, in contrast, are more
valued in Scandinavian and German companies. Tmageaent style seems also to
be patrticipation oriented reflected in the parthgrspproach of Tesco and USDAW,
which is unusual for the Anglo-American institutadrsystems.

The two hypermarket managers presented their iolésrms of leadership: ‘It's a
very broad thing. You are responsible for everyghihat happens in the store, you
manage and lead.’ (I, 11). The importance of bamgeople person was also empha-
sized: ‘Here you have interactions with customarish staff...| love working here.
It's a great people job...You are on your feet ablatt you are always with people, out
with people, working with them.’ (I, 11) The incetag pressures of the job, however,
have been indicated earlier when we consideredpeance targets and the pressures
to deliver better and better results. One managted to the sharpening of his man-
agement mentality and less tolerance of poorlygpering staff (I, 8). This underlines
potential between managing the targets and creatgapd environment for people to
work in particularly if those targets are becomlags and less achievable from the
managers’ point of view.

Despite this both managers saw room for autonoms i@anager argued they have a
lot of freedom: ‘There is a level of discretioratiwe still have got and 1 still think
that's what's keeps us enjoying the job...there igeqa degree of discretion as long
as you do the process, deliver the numbers antielddésco way.’ (I, 8) Other areas
of autonomy mentioned in the interviews include hbwy organise work teams, in-
jecting personality and culture into the storepuiting into refresh programmes ‘de-
ciding what will work here for our customers’ (I1)1 the negotiation involved in
agreeing store budgets with their boss where tiseseme room for influence: ‘Some
budgets can be skewed because of things that fegopehed during the year and you
need to try to take out this noise and level itimgéhere is some room for flexibility
and negotiation. He has a pot which does not chbhogéhere is some flexibility” (I,
11) Managers also influence the application of gantargets within the store so
‘there is a general target of 3% waste on produtd five grocery a waste of 1.5%
and the bakery 7% to help them build up their bessn(ibid).

Generally, however, both managers underline the gegear pressures with the em-
phasis on delivering the numbers and performand®d®ming more transparent in
this process. This is linked by them to the higtdynpetitive UK market (I, 8). Every-
thing is measured in great detail ‘So if you've gated performance on anything you
can’'t hide’ so in managers have to focus on ‘ggttive big stuff right’ (ibid).

Recruitment and qualifications of managers

The company has a long tradition of supporting upwaobility of employees into
managerial functions, especially at middle and lolegels: 'Over 90% of our store
managers.. come from within the shops, not neagsghe same shop, but then
within the shops.” (I, 2). Tesco sees itself as exitocracy where it is possible to
move up from the bottom to board level as in theecaf the former CEO. Internal
promotion is facilitated by a programme called “©ps”, which “basically helps
people to do bigger or different jobs and anybalgligible to go for that. We aim to
bring people through the business. ... At each stage will be signed onto an “op-
tions programme” which runs for a certain duratiangd then there is a panel that re-
views you and signs you off‘(l, 2). External re¢nuént is seen as crucial where
Tesco has moved into new business areas, suchkmdand real estate and needs
to recruit expertise externally (ibid). One penselnmanager pointed to a variety of
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schemes to get into Tesco-external recruitmentedrimcluding for managers with
other retail experience, the graduate scheme wihene come in directly at senior
team level and the internal the management trajdpgions, where all the learning is
done in the store and then they have 12 weeksmkaein other stores (1, 9).

Our store managers underlined that it is a big pétheir role to ‘deliver people
through the chain’ through the Options programméckvidlevelops management in-
ternally (I, 8) and they have performance targetstliis area. One of our managers
had worked his way up through the ranks and onegraduate who had had previous
retail experience before he came to Tesco. Oneegpérsonnel managers had worked
their way up through the Options programme from ag®/ Clerk position (I, 9),
whilst the other personnel manager was a gradubte hvad previously worked for
Arcadia then came as a clothing line manager ted esd worked towards her per-
sonnel manager post through the Options progranmiid (

In terms of the management teams around the stamnagers, the majority have still
worked their way up through the stores althoughetireere a number of graduate re-
cruits and one manager based in London area sagké® a tipping point coming
where the senior managers are becoming more geatbased whereas 25 years ago
graduates were a rarity in food retail. Howeverisbes Tesco as also doing very well
in terms of growing the next wave of managers tbhoits internal structures (I, 8).
The other hypermarket senior team had fewer graduamnly 2: ‘Most people will
have worked their way up.. whether someone is dugtte or not, there’s not an issue’
(1,12).

Tesco has developed its own training schemes, dmduapprenticeships, a founda-
tion degree, a talent management programme and@ Peademy for the education
of managerial staff of work levels 3-6. The Acadeanys to provide ‘broad general

managers who can do a variety of jobs in the bssin@, 1b). The first graduations

from the Foundation Degrees were in 2010 and apeywar retail degrees undertaken
by staff members. Tesco also runs a Talent managesabeme for its top 500 man-
agers worldwide (1, 2).

Lower level employees are trained in store andftine (I, 1a). For them “there is a
day or day and half induction which cover all tloets of legal responsibilities, health
and safety, food hygiene, finding your way roune $tore (how we work particularly
around customers). You will then be trained on jite that you are doing” (I, 2).

Tesco’s apprenticeship training programme is imR&kKills and in the ‘craft areas’

such as bakery and the counters (I, 11). The appesnare all existing members of
staff already so they learn while they are workjhd). All team leaders go through
an internal management training programme (I, T0p USDAW area rep (5) had
positive views about Tesco’s ‘Options’ scheme, whtfte company will give em-

ployees training whether there is a job availablea and sign them off as having
completed the training. They are the only compahyg will train employees for a job

which doesn’t yet exist. In addition, ‘Tesco wikypon anything they (USDAW) want
to train the reps on’ (I, 5). There was, howeverenidence that USDAW reps were
involved in internal training areas apart from th8DAW role in staff induction and

the learning reps role to build basic literacy ameheracy skills of the workforce but
funding from the government for this is under tlrea
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Duration of employment

The duration of employment seems to be high atd,esspecially for middle and sen-
ior managers. “Senior people tend to stay a laomg tiSo if you look at the directors, |
think the shortest service is 10 years. Most ofrtheve got 20, 25, 30 years. The
CEO has got almost 35 years service. So, senietdegnd to be long serving. Store
managers and our senior team from stores tend teilye very stable as well, very

long serving in the UK.’ (I, 2) However, as mengohearlier, since the departure of
Terry Leahy as CEO there has been an exodus ofdengng staff from the higher

levels of management, the reasons given are usdillgment reasons.

For lower level employees, the USDAW area rep (gued that the majority of
Tesco’s employees stick with Tesco because itastfgest payer in retail. However,
there is some movement of staff from the otherthige food retailers into Tesco.
Our interviews with management supported this viéW.interviewees stated that
staff turnover is low at 3-4%. One personnel managinted out that: ‘Three years
ago it was a struggle to manage to staff the stoe if we open a new store we get
thousands of applications...it's an advantage, yon gat some fantastic people.
.People might not want to stay forever but actuallge they get in normally they
start to see it's actually not that bad, it's qu@tgood company, they can get on. There
are people we can really develop’ (I, 12). The tdaeaders’ view was that turnover,
where it happened, was mainly younger workers ngpwin to college or university
(1, 10).

5.8.3 Part-Time and Working Time Management

Influence of national IR system

Although not mentioned by any respondents, legmstabn working hours provides a
framework for working time management in the UK s the fact that employees
can still agree to opt out from it in writing. Th&ational Minimum Wage is exceeded
by Tesco and they have also ended all sub-minimatiomal wage payment for
younger staff in an agreement with USDAW. Otheuéssassociated with their Part-
ner ship Agreement are covered in the IR sectiorkef issue in retail is Sunday
Trading whereby the larger stores are only alloveettade for 6 hours on a Sunday.
A temporary change to the legislation is due tanglemented during the Olympics
but there is concern from the unions, churchessdoe managers in our interviews
about the effects on staff of a permanent extensfomours, which some employer
organisations are pressing for.

This was not mentioned in the interviews althougfienence was made to the need to
work 16 hours to get working tax credit (I, 6). $Has now been increased to 24
hours in the recent economic budget. Childcareessuere only broached by inter-
viewees in terms of Tesco showing some flexibilibyvards staff with childcare
needs.

Contracts and hours

Senior management information on contracts wasithidite UK in stores it would be
around 70% part-time and 30% full-time. The averhgars...it literally does vary
from sort of 32 hours down to 8 hours. The averagdout 20, 18 hours to 22 hours”
(I, 2). In-store and USDAW interviews confirmedghMost shop floor workers are
on part-time contracts ranging from 8 to 30 houveeak (I, 7; 1, 9; 1, 4a; I, 5). Hours
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vary but the team leader covering checkouts stit@d16-20 hours was usual for the
staff in that area of operations and the peak flaythe hours to reflect trading were
Friday to Sunday (I, 10). Most managers, on themliand, are on full-time contracts
including team leaders according to senior managerviewees and the USDAW
reps.

The Partnership Agreement with Tesco includes wdffetiers in the workforce in
terms of pay and benefits with a deteriorationanditions over time for newcomers-
double time gradually disappears then time andfddraovertime shifts from 1999.

The Tesco-USDAW Partnership Agreement 1997 makesigon for temporary,
permanent, flexible and inclusive contracts. THetfme working week is 36 and half
hours. Temporary contracts are used to cover padit and maternity leave and are
normally 12 weeks in duration. Permanent contraotger all staff not on temporary
contracts, which is the majority of the workforédexible contracts can be temporary
or permanent and are used to increase hours wéingrpatterns are high e.g. end of
the month, school holidays, club card mailingsjdayt cover etc,. Staff are recruited
on an agreed number of hours (10-16 hours usuatigagree additional hours on top
of this. These are used in dot.com in particulaenshstaff are contracted for a mini-
mum of 12 hours then they have opportunities t® fip so they have to be available
for a 36 hour window should they be needed (1,M9st other shifts apart from
dot.com are static (ibid). A store manager seesraltin the use of flexi workers who
have a short hours contract and the opportunityoteome overtime (I, 11). Finally
inclusive contracts are for staff taken on to wark agreed number of Sundays-
minimum of 13 and maximum of 45 per annum. Theypaid at the premium Sunday
rate.

The Partnership Agreement further stipulates thedc® should not use casual or
agency staff in their stores (I, 7) and this wasboout in our interviews. The only

area where agency workers could be found was tarigg guards (I, 12) and in some

stores the cafes are franchised out to Costa fimple (I, 11).

Fixed shifts and flexibility issues

In stores they have morning, afternoon and eveslmfjs which is about service as
most of their custom is from 8am to 8pm then tlghnshift which is all about replen-
ishment with maybe one person on the checkouf) (IS8t shifts are becoming rarer;
staff now have to be more flexible around theiftshil, 9). However, the hypermar-
kets have a large enough workforce to be ableve gyme off and make adjustments
for childcare issues (I, 12).

Stores use software to schedule shifts and the& éempliance manager and store
manager role. A store manager stated that they bawgputerised schedules for the
checkouts, counters and dot.com but not for theraiheas yet ‘the aim will be to go
to that across the store but we are in our infancliose areas’ (I, 11). However, most
staff have predictable shifts and work certain dagd certain hours. Just the flexi
workers work 2 weeks in advance (ibid). Both mamag@ and union interviewees
said that the shift rota in Tesco is usually wetl as the smooth operation of the store
depends on it. Tesco has stability of shifts-samftisseach week so employees can
organise childcare and have a life outside of wgréa).

In terms of overtime allocations line managerstgetr budgets 4 weeks in advance
and then they can plan the booking in of their bwer slots (I, 10). Overtime, when it
is available, tends to be on a first come, firsved basis (ibid). However, the limits
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on wage budgets have meant overtime has been edndeteam leaders pointed out
that they often cannot cover for staff sick abser{dad).

Grievances re working hours

One of the USDAW area organisers sees working handsflexibility as the key is-
sues for all employees in retail (I, 5). It is abowving people into working different
times of day to suit changing shopping trends. Héhe workplace representatives
have to negotiate about this on an individual basisvhat the needs of the particular
employee are although Tesco are said not to béondbad if an employee has child
problems or carer issues (ibid). Stores also now weore people to work Friday and
Saturday nights and staff have to be flexible dter7 days of the week now rather
than 5. Due to their agreement with Tesco the UBDdational reps did not think
that members would have problems refusing to wattkaehours beyond their con-
tracted hours unlike in the discounters and othaes where there is an expectation
often that you will work extra hours (I, 7).

Company pay levels

There is general agreement among all the resposntliesit pay levels and the benefits
package in Tesco are the best in the retail sédtibr for employees on the shop floor
and managers. USDAW national reps point out thedtexer others may say about
their partnership agreement with Tesco it has Y@éeéd the base pay across the food
retail sector. We do have the best benefits package&lo have a big say in that’ (1,7)
There is no age differential in terms of the paymatter what age the employee is
they get the same rate. The national reps see tiwbptachieve in Tesco as the stan-
dard bearer for the sector-they then try to achtbeesame conditions in the other big
4 food retailers where they have a strong pres&adesbury’s, Morrison’s and Co-op
(ibid).There is also added location pay dependingvbich band the store is in-this
seems to depend on the local competition for staff.

In addition there are a range of share and sawpgens as well as a wide range of
other staff benefits such as discounts and othé+oad (I, 12). All staff get 3.6% of
salary as free shares, for example (I, 8). Therbasever, a multi-tier workforce in
terms of rates paid in Tesco for overtime and Syndarking as well as sick pay enti-
tlements depending on when staff joined the comanindicated earlier. The reduc-
tions over the past 10 years (July 1999 is thedeatg) for new staff joining are said to
reflect general reductions which have taken platess the retail sector (I, 7)

On gender issues in pay, interviewees said that ¢beld see no issues if staff are
paid under a collective agreement as everyone ggtsthe same rate (I, 5; I, 12).
However, there is some evidence of women manageriivg in certain areas of the
stores such as tills whereas men work in areas asche warehouse and fruit and
veg. (1,5). The latter areas may be rewarded agl@eh level or lead to faster promo-
tion. In this way a gender pay gap could arise.

5.8.4 Industrial relations

Influenced of national institutions

Issues mentioned include the fact that the opeamgf Sunday Trading had a huge
impact on the sector and is an ongoing battle f8DBAW as some want an extension
of Sunday Trading and the opening up of Christmay, [Easter Sunday etc. The na-
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tional USDAW reps underlined how contract terms gffuenced by legislation:
changes to the law on holiday provision, for exampheant that they had to look at
their terms to reflect the new legislation. Tesceravalready giving above the mini-
mum and also have the stipulation that working @aak holiday is voluntary unlike
other retailers. Tesco have tried to get rid of thiit the union has refused to agree to
it (1, 7)

The conservative government is seen as a threanfboyees’ terms and conditions
and the union movement generally, their influercenégative (I, 7). The national
reps, for example, discussed the negative effdcthanges to Working Tax credits
on employees and are having to work differentlyhvatConservative government as
they have less access to decision makers (ibidhaglament respondents gave few
references to national legislation other than tptbase issues are dealt with by na-
tional level management and the policies then fedrdto the stores with training
where needed (I, 12 and | ,9). This is also truthefpartnership agreement with US-
DAW.

Main trade union

The regional organiser stated that union densityisiregion is around 60% and esti-
mated density in Tesco to be around 60% when theage union density for the pri-
vate sector is 15-16% (1,4a).. A key issue withuwment is the fact that a large pro-
portion of retail workers are on part-time contsa@tnging from 8 to 30 hours a week.
This fact, rather than gender or job type, wasisnview affecting workers’ readiness
to join a union. The USDAW area reps pointed tdedénces in store densities, for
example one Tesco Extra has 92% density (I, 5)tlbahges from 61- 90% (I, 6). The
national reps estimated approximately 57% of td6ir,500 membership is female,
19% of the membership are young workers (I, 7).nihie reduction in jobs in manu-
facturing more men have come into the retail sedtderestingly, USDAW repre-
sents all Tesco employees ‘to the top’, includitgyes managers. The management
wing of USDAW is known as SATA and represents siafin line manager level and
above to HQ level including admin staff. The nasibreps pointed out that SATA
densities in the stores are high but the overaibitg is reduced by HQ density being
only around 20% (I, 7).

None of the respondents were aware of Tesco’s mestipeof an employer associa-
tion. The only employer representative body memttbwas the British Retail Consor-
tium which appears to represent the smaller retaiteterms of lobbying government
bodies (I, 7).

Collective agreements

Most of the agreements in retail are national oags Co-op, Sainsbury’s, Tesco,
Morrison’s. Area reps appear to have little invohent in the negotiation of these
agreements apart from implementing them day to @ayhe ground. The Tesco
Agreement with USDAW is seen as vital in the argast everyday work. There are
two parts to the agreements with Tesco-the pattieegyreement deals with facilities
etc, then ‘Policy for People’, which is really agber version of the staff handbook,
contains all the current terms of the national agrent. Conditions can change at any
time through negotiation and this is usually foe thetter for employees. Wage nego-
tiations with Tesco take place annually at natidoalm level in the spring, all US-
DAW reps will be briefed on it then the staff wile told the actual rates by their store
managers. Tesco extends the conditions to non-nrsmbee only area store and per-
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sonnel managers saw as different for members veasght to take a trade union rep-
resentative into disciplinary meetings (I, 11).

The national reps told us that in the national fiothere are 51 trade union represen-
tatives in different working groups which have bégentified by both the union and
Tesco and important for meeting future prioriti€sey receive regular updates and
have involvement in shaping national strategiesfangxample, training and devel-
opment, job roles etc (I, 7). The national agreeiare said to deal with all the tradi-
tional areas of working conditions such as pay,réoholidays, premia, the benefit
package etc (ibid). What they manage to negotidath Wesco has repercussions
across the retail sector.

Strikes/industrial action:

When we asked the regional organiser (I, 4a) alhdther the partnership with

Tesco allowed the use of strikes in certain situtihe said it would be ‘nigh on im-

possible’ to organise a strike among food retaitkecs. The national reps underlined
strongly that the partnership deal is not a nketagreement (I, 7).The regional or-
ganiser saw the aim as to ‘play the game’ to getltest deal for the members. If
management take action against the workforce, éingye that Tesco is not acting in
the spirit of partnership and have some optionexert pressure in these ways. He
was also clear that USDAW is there in Tesco tontkf@embers’ interests (I, 4a).

One of the area organisers had a similar respangadstions about industrial action-
that there have been no strikes at least in his anel issues arising are mainly indi-
vidual grievances (I, 5). The other area organggeed with this assessment: “the
days of hitting the fist on the table are gone.dvmofficials have to negotiate the best
outcomes for their members” (I, 6). Food retaibrse of the poorest paying sectors
and staff cannot afford to lose their jobs or tatdustrial action and lose pay. Also
“the attitude of the company and the managersaisittyou don’t want to work for us
there are millions out there who do”. In her vithere are very few collective issues,
she deals mainly with individual issues. The jdbaion has, however, been leading
to more appeal cases in retail generally as menavergetting more prepared to stand
and fight rather than just leave their job. The agers also tended to view conflicts
in terms of individual grievances, disciplinarieslaappeal cases (I, 11).

Despite the absence of overt conflict, the Naticepls stated “that’s not to say we
don’t have issues with Tesco...sometimes we do hdfereht views on subjects but
we try to work together to find a solution thattsuhem and suits us” (1, 7).

Pay levels

In interviews with both managers and union repgas, as mentioned earlier, stressed
that Tesco aims to pay better than its local aricbmal competitors (interview 1a, 2a
and 4a) and that the pay structure is annuallyere®d (interview 2a).

Both USDAW area reps said Tesco pays above avandged retail. Tesco also have
a generous share option scheme for staff involangndividual staff allocation of
free shares (pro rate). There is a save as yousehagme where employees can put in
money each week and buy X amount of shares attaircg@rice. An example of non-
wage benefits negotiated include extra holidaysvorkers.

Store representation structures

Tesco has had a partnership agreement with USDAMESL998, which means that
USDAW is the sole union representing and negotjatin behalf of all grades of staff
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up to and including section managers. The partne@greement has extensive in-
formation on trade union facilities for represenid including 19 areas of training
opportunities, both trade union and company. Theegent includes a section on
security of employment, recognising ‘that it ispgime importance to all staff ‘(p.26).
Tesco commits to try to plan recruitment to matechgl term staffing requirements
and will make every effort to maintain continuitiy @mployment as a major aim and
objective.

Tesco operates the partnership on the basis o thwels of forums. The store level
forum meets 3 X a year. Forum reps (1 per 50 sta&ffnbers) can be any employee.
Every department has a forum rep elected by thaartiment to be their voice. There
are 2 reserved seats on the store forums for USxd/the section manager. The
main concerns raised in the forum are said to brllysabout facilities-not enough

equipment to count stock, not enough uniforms ckéos etc (I, 8)), although the

other store manager mentioned management relaipengdo (I,11). Other issues in

the forum include business update from store managalth and safety issues from
compliance manager, any new issues and corpordeges(l, 12).

Management interviewees underline the role emplogps are expected to play in
helping management to improve business operatidieshave no evidence of a key
role being played in terms of influencing job desidescriptions, working time allo-
cation or organisation of working tasks but sudués are dealt with in the different
working groups with Tesco’s management at natideadls within the partnership
agreement and enshrined in Tesco’s Policy for Redptument (I, 7).

The USDAW area reps deal directly with the storemaggers and take issues members
have raised up with them direct. Sometimes they @ésl with the area manager level
in appeal cases and some issues can go up toxh&ewel- director level (I, 6). US-
DAW reps in her view are treated with respect by tanagers “as the union could
contact their management hierarchy” (ibid). The WSD area reps did not view
Tesco’s managers in general as authoritarian, @thasome managers are said to
overstep the mark (I, 5). This is seen as an iefurdividual managers in the stores
not as a company issue. Both store managers edtpnoblems they had had with
USDAW reps in store but “You realise when you hdeee a couple of jobs that you
have to work closer” (I, 11).

Above store level rep structures

The next level is the store director forum-againyMausiness focussed and its mem-
bers seem to be management dominated althoughithareep from each store and
the USDAW area organiser is involved. One persbmamager told us that the next
level is called the area forum and this is heléw Wweeks after the store forum. It is
run by the personnel manager group and the areageanThe store forum elects one
of the store forum reps to represent the stordiatlével. The final level is national
forum mentioned earlier dealing with long term ati@dtegic policies affecting staff-it
includes a rep from each store director group stbees personnel director, USDAW
national officer, divisional officer and 4 suppa@atea officers. This is the level at
which the employment package is negotiated anntlaglye are 10 national forum
reps on the pay review project team, all of theomflUSDAW.

Use and role of partnership agreements

There has been some criticism from members wittfBDRAW of the partnership with
Tesco. USDAW was faced in 1997 with the possibitifyde-recognition by Tesco
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unless they were willing to sign a partnership agrent. The membership supported
the agreement in a ballot 4 to 1 in favour butehesve been some calls since then to
review it (Blyton and Turnbull 2004, p. 252). On&DAW area rep argued that ‘If
we didn’t have it as a partnership, each of us @aa off in opposite directions’ (I,
5). Both area reps saw the partnership agreemegmsasve and echoed the views of
the regional rep (I, 4a) that ‘Other unions woubdd to have our agreement’ and
USDAW density levels especially in the retail seciithe area organiser described the
meaning of the partnership for him as USDAW uniepsrbeing involved in Tesco’s
working parties and influencing decisions on wagad conditions. The USDAW
reps see as they are negotiated with the comphid).(One store manager said the
union the hierarchy of the company as very prosti@p floor but there is the possibil-
ity of the middle managers not rolling out whatisetmanagement want in their in-
terpretation of company policy (I, 6) “Tesco arawerofessional in the way they
deal with things at top and store director levetanetimes lower management or line
managers may not know all the policies and mightdradapt it to his own way but
they have to follow it...The Partnership Agreemend #ime staff handbook are your
boxing ring” (I, 6). Similarly store management seMBDAW as positive it was just
that at store level the reps can be a bit blinkéketil).

USDAW national reps underlined the importance & #greement as constitutional
“there’s a framework that’s been developed and exbtey Tesco so it goes out to
stores and actually that manager then is obligedoid within that framework” (1, 7)
but they emphasised the importance of keeping telesiels high ‘because obviously
that for me is what gives us more influence in Beskthink the membership realises
it is not the benevolence of Tesco’ (ibid The dimle they use with Tesco is that if
they want to be number one then they need to béoauone in their terms and condi-
tions of employment too. They present this as win-gituation for the company if
they want to attract the best people (ibid). Thegss that partnership it is not the
easy “it is tough for them, tough for us. It is Blygresource hungry, time consuming,
we are involved in a lot of areas of the businesschv frankly some companies |
don’t think would even engage with” (ibid).

In terms of the criticism of complicity with Tessomanagement, the national reps
emphasised that the proof is in the superior wagesworking conditions in Tesco
compared to other food retailers and the highesitietevels of membership. They
believe they are delivering to the membership anicaf of that is in the growing
membership figures. They have been alarmed at tonsliin other European coun-
tries where they expected better organisation &mdtares: “I'm listening to some of
our European colleagues, they are obviously lookangs in terms of some of the
structures that we’ve got in particular on the parships, on the forums...I think they
are looking for us to help them establish somenoé¢ ways of workings’ (I. 7). US-
DAW are not only seeking to transfer conditions ateded with Tesco to other UK
food retailers but are looking at ways colleague®ther countries could promote
similar terms and conditions in the stores in whitedir members operate (1, 7).

- 189 -



5.9 Tesco in Ireland

5.9.1 Introduction

Tesco first tried to enter the Republic of IrelgiRDl) in the 1980s but failed. It re-
turned in 1996 with the takeover of the Irish rétgi operations of Associated British
Foods, namely Powers Supermarkets Limited and uflssidiaries, trading as
Quinnsworth and Crazy Prices. Tesco is the langsatler in Ireland; in 2011 it ac-
counted for 27.1 percent of the grocery market Iffiee2011) employing over
14,000 people in 131 stores in Ireland with safe&3abillion. It has 88 supermarkets,
20 hypermarkets under the ‘Tesco Extra’ brand, Z&xdonvenience stores under the
‘Tesco Express’ brand. It stores offer a combimatbopening hours of either 7am to
11 or 12pm or 24 hour opening Tesco Ireland’s profirgins are also said to be con-
siderably higher than the parent compahislf Times2009; Pope 2010; Hennessy
2011). Tesco has dominated the Irish market forestime, although it lost some
ground to its nearest rival Dunnes in 2008 and 2@89market share has been in-
creasing again more recently (Ruddy 2010). Howether,foreign-owned hard dis-
counters Aldi and Lidl are growing strongly (sekl¢éabelow).

Table: Grocery Sector Market Shares in the Republic of Ireland April 2011

Company Market Share Percentage change since 2010
Tesco 27.1 +0.4

Dunnes 23.6 -0.1

Supervalu 19.5 -0.3

Superquinn 6.4 -0.5

Lidl 6.1 +0.4

Aldi 4.2 +0.9

Kantar Worldpanel in Ireland (Shelflife 2011).

Centralisation and UK-isation

Tesco began reducing the size of its Dublin hedideofrom May 2009 onwards, it
originally had around 400 staff; it now has aroufi® employees. Many of the jobs
that have gone have been in skilled areas suclh, legging, commercial and retail
finance, marketing, human resources, propertyestodering, staff involved in the
company’s mobile phone arm, and even corporateakpesponsibility. Irish manag-
ers state that all the main decision are now madie UK, new campaigns and
strategies comes from the UK and Irish stores tteare to roll them out, usually be-
ginning with their flagship store in the North otiblin. Managers state that there is a
lot of pressure to increase profitability comingrfr UK management.

In 2009 Tesco launched the campaign ‘Change fordGits was supposed to result

in average price reductions across its stores @gie2Zent, largely as a response to the
mass of shoppers crossing the border to shop ithslor Ireland in the wake of a sig-
nificant shift in the value of the euro. Howeveraiso involved the centralisation of
its distribution system, using more internationgb@iers and putting pressure on lo-
cal suppliers to drop prices Several Irish managéate that this is also part of a
benchmarking exercise with UK stores, or as oneitput. Change for Good is an-
other attempt to UK-ize all Irish storeBish managers also state that Tesco behaves
differently in the UK, because of greater competitirom Asda and Sainsbury’s. One
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ex-Tesco manager stated (Pope 2011)in.the Republic, they see themselves as in-
vincible

Structure above store level

In general terms the formats are not as big astitres in the UK as this is a much
smaller market. However, management in Irish stbr@ge the same training pro-
grammes as the UK includir@ptionsand use the sanf&teering wheeh training as
in the UK. They also have the same work levels Tiere are als@alent Manag-
mentprogrammes for store managers and above. Above Isteel there is one coun-
try manager (level 6) and two Operations Direc{@Bs, level 5) one for hypermar-
kets and one for the other formats, the hypermati@tfor the ROI is based in the
Northern Ireland office. Below the ODs are sev&talre Directors (level 4) and these
each look after between 15-25 stores. Store Diredtmk after particular regions or
groups of stores e.g. those around the outskir@uidflin are in group 5, this group
has about 17 stores.

Performance Targets, Absenteeism and Outsourcing

The most important performance indicators for thshl stores are sales volumes,
waste and shrinkShrinkis either items missing, wasted or damaged whiely fare
not able to account for (some of it may be theft)senteeism is also measured and
with the crisis has fallen to about 2.5 percerauad 2007-2008 it was around 4 per-
cent and around 2003 it was 8 percent. There amermhny other targets at the de-
partment level for example targets for replenishinagrd packing, checkout scan rates
which are measured everyday (currently 800 iternspar is the target. There is also
a pick rate for dotcom workers. Workers are alsessed on their smile, polite man-
ner with customers, good eye contact and wearieg ttame badge, checkout staff
must also ask every customer if they have a loyedty;| Don’'t Queueand basket
compliance are also common to all stores. Nonehefdore activities are subcon-
tracted out, the only exception appears to be mysteoppers anéersonnel Direct
This is based in India and provides standardisiereand procedures regarding basic
employment relations issue such as warnings ow @bsences and disciplinary
measure. Tesco still have a specialist employnssweér in Dublin but this is referred
to in difficult or special cases.

5.9.2 In-store management structure and skills

There is no obvious impact of national institutibsi@uctures on skills, training takes
place in-house or in employment in other retail Exyygrs. However, the institutional
setting is very important in terms of the pay andditions of work (see section 4 be-
low). Many line managers have come through thegamid don’'t have degrees, those
above this level deputy store manager and personaeager and store managers of-
ten (but not always) have university degrees.

In-Store Management Structure

The Structures Programmiatroduced in 2006 changed the in-store hierastightly
and gave different names to the existing rolesrdated the additional layer/position
of team leader (see table). Team leaders do nadrgeextra pay for taking the role,
but have the same pay rates as the lowest leviroes assistant. However, once ap-
pointed as team leaders they can then enteOffteons management training pro-
gramme.
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In one hypermarket there were 229 employees, withirz managers and 10 team
leaders; whether or not a department has a teaterle@pears to depend on the num-
ber of employees in the department. In a largeesitdrere they may be around 40
checkout staff there are likely to be 2 team lesud8tore managers are usually classed
as level 3, but some maybe level 4 if they areharge of a very large store. Person-
nel manager may be level 2 or level 3 dependingxmerience size of store etc.

Table: Changes in in-store structure

Before After Structures Programme Level in Hiergrch
Store Manager Store Manager 3/4

Personnel Manager Personnel Manager 2/3

Trading manager Deputy Store Manager 2

Section Manager Line Manager 2

Informal supervisor Team leader 1

General Assistant Customer Assistant 1

One other feature of the structures programme hatsitt now takes longer to get an
increase on the pay scale, but this was probakhynagprise that was made to get the
banded hours agreement (see section 3 below). &8&f@®6 workers got an annual
rise with each year of service up to a maximum gééars, now workers have to wait
1.5 years before they get a move up to the nexspale. Pay rates and overtime rates
are completely different to the UK and Northerddrel for example in the ROI there
are different rates of pay for working days andhtsg Workers performance is as-
sessed on things like pick rates or scan ratemddnce and feedback from Mystery
shoppers. Workers have their performance revievited, &, 8 and then 12 weeks and
if OK after 6 months and then annually thereafédr training is rolled out from the
UK and there is a standard induction for all staff.

Departments in Stores

The size of each store is based on its sales voliimene of the larger stores (e.qg.
75,000sqft) there are 16 line managers who arenssdple for their own departments
or night duty roles. In the four stores where ini@wvs were carried out over half the
line managers were males. The departments in tbre svere Grocery, Non-Food,

Stock Control, Deli and bakery, Chill, Produce, iirend (checkouts); Customer Ser-
vices and Trolleys; Electrical; Clothing; Complian¢payroll, legal audits etc); 3

night managers; Dotcom manager. Larger stores nsayhave pharmacy, optician

and restaurant departments.

Team Leader andLline Manager Roles

Team leaders do the scheduling of hours for theraddment and themselves at least
one week in advance and this is then checked bjirteemanagers (LM). TL's also
follow up on attendance, problems with customdrsy tcover for absences and do the
welcome backo work routines after sick absence. When mysstrgppers reports
have been seen by LMs they are then shown to #me teaders (TLs) and they are
then posted on the wall for workers to see. TL:oauiscipline workers, only LMs
can do this, LMs can also move staff around frome department to another with
about one weeks notice, usually with the agreeroktiite personnel manager, but this
is usually avoided if possible as workers may dbgganay not have the appropriate
knowledge.
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Automation and Deskilling

Workers use a electronic fingerprint system to klocand out of work, but there is
no substantial evidence of de-skilling, most joles @ready low-skilled, the only sig-
nificant area of automation is self-checkout, hogrethis has not as yet taken over
from the main checkout activity.

5.9.3 Part-time and working time management

Contracts, hours and pay

Some Irish workers have been employed for manysyaaifesco and its Irish prede-
cessor Quinnsworth. These workers usually have r380ars per week (full-time)
contracts and some of them have been employed lynQuorth and then Tesco for
25 or 30 years. In some of the older ex-Quinnswsihes there can be as many as 40
percent of employees with Quinnsworth ‘pre-96’ caots (see industrial relations
below), stores with high proportions of pre-96 caaots are referred to by manage-
ment as ‘non-conforming’ stores.

Pre-96 employees have better terms and conditiwans post-96 employees, pre-96
employees cannot be forced to work on Sundays enérditled to double-time pay-

ments for working on Sundays and triple time forrkiog Sundays in December.
Most also have full-time 39 hour per week contraetsking Monday to Friday. The

remainder of Tesco employees (post-96) have cormpuunday working and only a
1.5 rate for Sundays. Until 2006 Tesco hired thgontg of their post-1996 staff on a

part-time basis with a guaranteed 18 hours workwesk on a five over seven day
roster.

LMs have the discretion to give additional hoursnicrease part-timers weekly hours
to a maximum of 39 hours (the full-time equivalefthis provides Tesco with flexi-
bility in meeting demand, but also allows LMs teexpressure on staff, in that addi-
tional hours can be increased or cut on the groohdsusiness required flexibility".
There is also a financial incentive for Tesco tduae the number of longer-serving
worker’s hours as they progressed up the increrhpatascale. Pre-96 workers can
also earn more than newer workers, the lowestirsgarate at level 1 is €9.36p.h, the
pay level for the top of the Customer Assistantes@avel 1) is €13.20p.h, however a
typical ex-quinnsworth pre-96 employee could egmntai €15.00p.h. Tesco’s pay is
slightly higher than at their main rival in the RDunnes.

Union officials suggest that Tesco has persistenidy to get all their employees on
the lower rate of pay and off the 5 day week to‘thday flexible rosters’ on which
all post-96 workers are employed. This has led tdiade and conquer’ strategy,
where local managers have tried to weed out the9@remployees, constantly re-
minding newer workers that they are paid lesstiersame jobs. Despite senior man-
agement’s preference to try to remove pre-96 faletemployees, workers and team
leaders like having these full-time workers asravides a more predictable schedul-
ing pattern on which to base the large numbersadttpme workers.

‘Banded Hours’ Agreement

In 2006 Mandate and SIPTU negotiated an agreemiht™esco to give part-time
workers greater earnings security, with a new ‘leghidours’ agreement. All part-time
employees were put into bands of 5 hours startid@a23, 28 and 33 hours contracts
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with the possibility to work up to a maximum of B8urs p.w. These contracts could
only be extended for an additional five hours peekv This was later changed to a
minimum of 20, 25, 30 and 35. Although in pracfiaet-time workers report that on a
20 hours contract it is normal to work 30 hoursyweek. If management at store level
want to reduce the hours of part-time workers foveer band (e.g. 30 hours to 25
hours) management has to negotiate any such chetiyéhe local trade union offi-
cial (not shop steward). The new arrangements ead lto some disputes, leading
Mandate to ballot for strike action in 19 storesewehsuch bands had been reduced,
but these difficulties were largely resolved withaation being taken. To some extent
this has reduced management’s ability to reward @nadsh employees with addi-
tional or less hours. There is no banded hourseaggat in Northern Ireland. The
minimum hours contract is now 20 hours the onlyegtion is for some students who
only want to work weekends. Line managers and aliaxe a full-time 45hr per
week contract. With the exception of pre-96 workatsTLs and CAs are part-time
workers, they may have 25 or 30 hours contractsubually work a full 39 hours in
practice, about one-third of CAs have 30 hour @, whilst two-thirds have 20 or
25 hour contracts.

5.9.4 Industrial relations and Interest Representation

Tesco has a high union density in the ROI and ihénunusual position of having a
form of closed shop/union membership agreement twithunions SIPTU (but only
in five of its stores) and Mandate. Many union merstnever actually fill out a union
application form; they pay their union subscripateducted through the company
pay roll as a requirement of their employment cacttrWorkers have to request not
to be a union member. This means that a numbees¢d employees may not know
they are union members and even if they do mayeanterested in the union or its
actions, what one official described as a ‘membprsh conscripts’ as opposed to a
membership of ‘volunteers’. This agreement is notty legal in the Irish context,
but based on an agreement that already existdw @uinnsworth stores As a result
around a third of Mandate’s total membership isT@sco, which on the one hand
gives a Mandate a very strong presence within emepany (with almost 100 percent
union membership amongst CAs and Team Leadersklbotputs them in a poten-
tially vulnerable situation with regard to Mandatéinances, should Tesco decide to
overturn this agreement. Tesco does not recogitiser @inion for Line Managers or
above, despite the fact that quite a managers mayion members.

Until 1999 there were 42 different pay scales ddpenon the geographic location of
each store. In 1999 these pay scales were redagastttwo different rates either ‘ur-
ban’ or ‘rural’ at slightly higher rates. Most otheetailers also followed this pattern
leading to a situation (despite pay increases undépnal social partnership) that
Tesco’s wages fell behind that of other retail&s.Tesco refused to raise wages any
further a national strike at Tesco was organisednfantioned above). After the first
day of stoppage and the further intervention of lthbour Court an agreement was
reached on a new single national pay rate anduita scale applicable in 27 stores
was abolished. Workers also accepted the Labourt@ooposal to give them a six
percent average pay increase in addition to the BiF social partnership agreement.

Overall one could argue that Tesco Ireland has e adversarial industrial relations
climate than in the UK, there was also a natiobdtesin 2001 when 10,000 workers
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took part in a one-day work stoppage in July tlestryIn early 2002, an Equality Of-
ficer (EO) adjudicating on an alleged sex discriaion case at Tesco made the un-
usual move of criticizing management and unionsefogaging in what he termed a
‘war of attrition’, with both sides expending si§jpant personnel resources in fight-
ing it (Sheehan 2005). Although relations seemaweehbeen more cooperative since
2002, there have been a number of industrial despuut perhaps not quite as on the
same scale as previously.

The overall effect on pay and conditions of alktis that there can be considerable
variation within and across different stores, aliffo most employees are on similar
pay rates and are to some extent ,fully flexiblegy are not as flexible as UK workers

in that they have banded hours (see above), theralso still a considerable number
of pre-96 ex-quinnsworth employees many of whomeh&® hour weeks, better sick

pay arrangements and who often only work Mondagdyri One manager estimated
that were also as many as 43 different sick pagreels in operation in Tesco in the

ROI which again dates back to Quinnsworth and wariocal agreements that were
signed into contracts.

Staff Forums and Union Representation

Unions already had a well-entrenched network ofpssi@wards at Tesco from the
beginning. However, in the face of the Europeanodrinformation and Consultation
of Employees Directive adopted in 2002, Tescoatetil negotiations with Mandate
and SIPTU to establish a system of ‘consultationrfts’. A voluntary agreement was
reached in 2005, before the directive was trangpa#e Irish law (this was in any
case transposed one year late in Ireland in 200@)oving to design its own custom-
ized indirect/collective employee representativestdtation forums, Tesco Ireland in
effect pre-empted the directive (Sheehan 2005). ddreement provides for a Store-
level Forum, a Regional Forum and a National Comgaarum. The regional forum
takes place every three months and usually hassbap steward from each store.
Management and union representatives receivedrtgaon how the forums are sup-
posed to operate. The structure is based on uejmesentative participation as op-
posed to direct employee participation and stovelléorums are supposed to take
place on a monthly basis and the minutes of suctings sent to the relevant trade
union. If meetings do not take place on a montlagib then the stores will be asked
to state the reasons why not.

Most managers seem to have a positive view ofdhanis as they think they help to
resolve grievances before they get out of handthatitheir experiences with shop
stewards is generally positive. However, Mandat $@ne concerns about the long
term potential of these forums to undermine uniocannels. One Mandate union offi-
cial stated that:

The problem with the forums is that they tend ssigate grievances before they are
properly resolved and may channel grievances awam fthe union, there are al-
ready some occasions when this has happened aratmimed our role

The staff forum in each store is made up of fowopbe, the store manager or deputy
manager, the personnel manager and two shop stewalttiough there may be as
many as 5 shop stewards in each store, only the serior shop stewards usually sit
on the forum. Key Performance Indicators and o#itendard issues as laid down in
the Staff Forum agreement are always on the agehdweetings, but shop stewards
can also raise matters that they wish to discusgriofficials only become involved
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at the regional level if there is an appeal hearglgting to a disciplinary process
against a worker. Most of the issues that comenupeetings from the shop steward
side are inadequate notice of scheduling, breakgimen by line managers and part-
time hours. If problems cannot be resolved at tbeedevel forum within 3 months
then the issue will go to the regional forum otaken up by the union. Interviews
with customer assistants and team leaders sudggghere may be little communica-
tion between the staff forum and the bulk of empks/ in stores, most employees
have had little knowledge of the staff forum or Wwhsa purpose is. It is interesting to
note SIPTU do not support the staff forum so in3h&ores which are organised by
SIPTU there are no staff forums.

There is no direct role for the forums in trainithggse are much more about passing
on information regards store performance and tlaaa@h to air grievances. The most
common worker’s grievances are over schedulingaafr$ or inadequate hours and
time off etc, breaks not given to workers, line mgers not fulfilling promises to
workers, incorrect calculation of payments for loworked above contract. Most
workers say that they have little involvement viltke forums unless they have a prob-
lem in which case they might take it to the shasird if the TL or LM does not re-
solve it.

5.9.5 Concluding comments

There is little evidence that the national instdnél arrangements affect management
skills as these seem to be largely developed irséan within employment in other
retailers or other employment etc, institutiondahgre appears to be little or no influ-
ence in this regard. Most aspects of training,qiedi and procedures are the same as
in the UK. However, there are a number of areasdbareate variation from the ‘UK
model’ of Tesco. One is the nature of expansioa Intland; this was based on the
takeover of an existing company which was alreadlgnised. This means that exist-
ing pre-96 collective agreements and employmentraots provide better terms and
conditions than for new workers, this also providedtrong union presence in the
company from the date it opened its first storé¢h@ ROI. Although the number of
workers employed on the pre-96 contracts has ghgdwaluced over time, they are
still a significant feature of employment relatiosisTesco in the ROI. The fact that
Tesco agreed an informal closed shop with mandate lme the result of two factors
the way Tesco normally operates in the UK but peshmore importantly, a feature of
the strong union presence already establishedeircdmpany. It is clear that Tesco
would like to ‘fully flex” all its workers in Irelad, but this is far from straightforward
with the existing number of pre-96 contracts arelgtrong union presence. The staff
forums represent a strategic management respompsamfp the EU Directive, they
appear to have more value for management thanahdavce which have little direct
involvement. The strong union presence is far niog@ortant for workers in that un-
ions have been largely effective in maintaining pag working conditions for most
workers.

USDAW which organises Tesco workers in the UK aratthern Ireland is not pre-
sent in the ROI. Mandate is the Irish retail woskanion and is very different in its
orientation to employers; SIPTU is also represemesl stores in the ROI and is Ire-
land’s largest general union. Due to an informakament with Tesco, Mandate and
SIPTU have union members in nearly all stores afigh membership density of
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close to 100 per cent amongst TLs and CAs. Whi8DBW is arguably more akin to
a company union usually avoiding confrontation witsco, Mandate and SIPTU are
more independent and willing to challenge Tescthencourts and through industrial
action where deemed necessary. This more indeperfderhaps adversarial) ap-
proach may be the reason that Tesco workers hase dlgle to negotiatdbanded
hours’ contracts for all Tesco employees, this gives wmlka more secure working
arrangements than that in the UK, as working haarmot be so easily reduced by
line managers. Irish workers also seem to have mbpopensity to take industrial
action in comparison with their UK counterpartst bgain this may be a feature of
the more pluralist institutional climate in the Rand the difference in the nature of
the unions organising Irish workers.

The combination of the previous ownership and gfranion presence and the na-
tional institutional arrangements which have beesrarpluralist in orientation for

much of the post-war period in Ireland, which ist@mpized by social partnership,
third-party dispute resolution bodies such as tigh llabour Relations Commission
and Labour Court and, other tripartite instituticueh as the Joint Labour Commit-
tees (referred to in the country report), have alsged a part influencing the nature
of employment relations and working hours and galls at Tesco in the ROI.

5.10 Tesco in Poland

5.10.1 Introduction

Tesco entered Poland in 1995, originally througlownfield’ type of investment, but
in 1998 also began to develop its own network.0@12the total volume of employ-
ment in the company amounted to nearly 29,000, lwhiould make Tesco the sec-
ond largest retail employer in Poland.

As of 2011 Tesco Polska operations consists of:
1. 127 hypermarkets, of which
* 74 hypermarkets (including 5 Tesco Extra ou}lets
» 53 compact hypermarkets,
2. 253 supermarkets (including 18 operating un@deicSlogo),
3. 28 petrol stations.
There are the following formats of stores in théighoTesco network:

= Tesco Extra hypermarket — in Poland it is an ‘udgh hypermarket , with a
capacity of no more than 12,000 m2, distinguishgdlrange of additional
services offered (e.g. optician, pharmacy, teleprgaies and photo services);

= Tesco hypermarket — outlet with capacity of 5,020800 m2, with approxi-
mately 20-50 thousand products on sale;

= Tesco compact hypermarket — outlet of 2,000-5,0Q0 with approximately
10-13 thousand products on sale;

= Tesco supermarket — outlet of up to 1,000 m2, wapgproximately 3-5 thou-
sand products on sale;
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= Savia supermarket — outlet of 80-1,043 m2, withrapinately 7 thousand
products on sale.

Territorial structure of the company is two-ties, there are two separate forms of di-
vision maintained, one for hypermarkets and onestqgrermarkets. As of hypermar-
kets, Poland is currently (2011) divided into setregions’. However, as HR Direc-
tor asserts, the territorial structure is flexibled may be adjusted to the changing de-
mands of the market, with number of stores ser@asgnajor criterion. The number
should not be higher than 13-14 outlets per region.

In functional terms, there are following functianghe corporate headquarters:

* Finance;

= HR;

= Marketing;
* Purchase;
= Logistics;

= Operational support;

= Shopping arcades;

= T,

= Corporate law;

»= Real estate and investment;
= Security and loss prevention;
= Location analysis

There are five Work Levels (WL) in Tesco PolskdjriEated in a parallel manner to
the structure in the UK, except for WL 6, whichisn-existent, as it applies to Tesco
plc only. According to HR Director, the WL (refedréo aspoziomy odpowiedzial-
nasci in Polish, literally responsibility levels) deftrans in Poland are coherent with
those in the UK. As of a relation between WL to gusitions in the organisational
hierarchy, it is as follows:

WL 1 — shop-floor jobs, direct contact with custosje
WL 2 — specialists and lower-level managers,

WL 3 — managers,

WL 4 — directors,

WL 5 — President (CEO), board members (Vice-Presgjdéce-President for Finance
(CFO), Vice-President for Operations (COO).

In 2007 Ryszard Tomaszewski became the Presidérgsmfo Polska, as the first Pole
(non-expatriate) to receive a nomination.

The “steering wheel” model has been introducedalai®d under the name “Kompas”
(Compass).

It is not clear what segments of the ‘steering Wheatter most in each country for
performance measures in store.
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5.10.2 In-store management structure and skills

National IR system has little influence on managetmend skill development in

stores, mostly due to the fact that no collectigeeaments (either company level or
multi-employer are in place) and workplace represteon does not have sufficient
capacity to leave their mark in that regard.

The organisational structure is depicted in therCha the next page.

New employees undergo an induction training ainimgrovide them with basic in-
formation and skills necessary to perform theirnetusafely. The form of induction
training is — among other factors — determined bpegal legal regulation, which
stipulates a mandatory ‘training for the positi@n'struktaz na stanowisku pragyf 8
hours for any newly hired member of staff. Inductmrogramme, called ‘Welcome to
Tesco’ Witamy w Tesgogoes beyond the basic requirements set by latv avidura-
tion of three weeks. During the first five days ewnemployee receives theoretical
instructions on their jobs and is also able to retite service-area in order to study-
by-observation. After the first five days, a praatj on-the-job training begins, in-
cluding not only attending his or her workplacetbg employee and practicing their
tasks with their supervisor but also taking parsjecific training classes suiting the
needs of the specific position. Finally, a new emgpk is tested with regard to knowl-
edge and skills they are expected to have acqdingdg the induction training. Test-
ing is conducted with a standardized tool (a chsfkbut the assessment (and the fol-
lowing decision regarding the future of the traineemade by the testing person,
which is the direct supervisor. To employees wheehpassed the trial period, spe-
cific ‘training sets’ are offered.

Tesco Academy (Akademia Tesco) programme has a&so inplemented in Poland.
Under that heading ‘all off-site training and demwhent programmes’ are placed.
Training needs are usually first identified at thepartment level using standardized
competence models. Each employee is eligible foiratividual development plan’
(indywidualny plan rozwojulPR). As mentioned in an interview, ‘operationatid
‘managerial’ training is differentiated.

For each position in the employment structure $gecompetences and skills are
identified. The whole map of skills and competen@sgiired for all positions is por-
trayed as ‘Tesco Tree”, whose branches (i.e. dpeskills) stem from a trunk of

‘leadership’.

Focus is kept on developing leadership skills ammoagagers. “As for leadership, we
offer, for instance, ‘options’opcje, special programmes which everyone who wants
to climb up to a higher position is expected tcetakhere are many specific training
tools applied in options, like coaching, mentoritepching how to set IPRs, Twist,
which is a week spent at the shop-floor in ordelern by experience how basic-
level staff works and how to provide best poss#elevice to customers” (interview).
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The company has attempted to build steady relatgtisvocational schools. In 2010
Tesco launched a cooperation with secondary-levehtional schools of a trade pro-
file, aiming at encouraging students to chooseraeran commerce in general. The
initiative is based on the concept of HR managemnflocal outlets visiting schools
of that type in the area. The results have beearitbes as ‘promising’. On the other
hand, the concept of developing vocational prasticecooperation with vocational
schools has proven a difficult challenge. Underentrregulations, it is a student of a
vocational school that is responsible for seekind abtaining a vocational practice
for themselves with a specific employer with vittyano assistance provided by
school. In order to by-pass the bureaucratic baribe company attempts to estab-
lish contacts with local school superintendent gtfar, the pilot programme has been
implemented in Cracow).

Furthermore, other human-capital development progras have been devised to tar-
get secondary-school or university graduates (fos¢ who graduated up to two years
prior to enrolment in the programme). In 2010, &@ltof 40 places in the graduate
programme were prepared. 2011 is the first yeanduwhich a joint development
programme for university graduates is conductedafaroup of countries of CEE
(Czech Republic, Hungary, Poland, and Slovakia) &ntkey. The programme is
based on unified curricula and consists of two etagach lasting a year: the first
stage takes place locally, upon its completion ssessment of trainees is being con-
ducted, and those who successfully pass the satestay continue the programme
for another year abroad.

The “traffic light system” has been implementedmonitor employee performance.
The assessment is run on quarterly basis. Ther@ardights with red indicating un-
satisfactory performance (far below a non-negotigbyellow — below the target,
green — reaching the target and blue — above.

5.10.3 Part-time and working time management

As the Polish law allows for trading on Sundaykstdres in the Tesco network work
seven days a week. However, only hypermarkets @eaenl 24 hours a day, whereas
smaller outlets work shorter hours: compact hypeketa are opened from 6 to 24.
As a result, daily working time is divided into éar shifts: morning (6-14), evening
(14-22) and night (22-6).

Out of 28,528 employees, majority (87%) work futhe. Among the remaining 13%
working part-time, most are cashiers-assistantsa€§lonally, employees in other po-
sitions work part-time. On the other hand, as dnthe interviewees remarked, there
are cashiers working full-time. Cashiers are usuathployed at % of a regular job
(rarely ¥2), which is a typical pattern in Polishaienetwork. The rationale behind
such method of employing cashiers is the employ&rsie for workforce flexibility.
As daily rhythm of sales in a hypermarket is uneweith rush hours occurring in the
morning (9-12) and late afternoon to evening (1§-part-time employment of cash-
iers is seen as a key to the problem.

According to the statement by the HR Director okdee Polska, the employment
structure in the company is highly feminised (“Tessa women”, as the HR Director
put it). As of 2011, 77% of Tesco’s staff are feeyalhile the remaining 23% are
male. Furthermore, the female/male ratio remaiaisiston all levels of hierarchy:

- 201 -



= WL1-79%;

= WL 2 -65%;
= WL 3 -50%;
= WL 4 - 30%.

Trade union representative reflected on the phenomepointing to low level of
wages as the primary reason behind the prevalenfmmale workforce in the com-
pany. “Still (in Poland — J. Cz.) it is a man wlsexpected to be the family bread-
winner. With that kind of money it is hard to suppeife and kids, it is even difficult
to support yourself, if you are single. From whaek, most of the guys working in
our store have other jobs, like doing merchandisomgur suppliers or working else-
where after hours.”

Educational background of Tesco Polska staff vawesr 40% of employees have
full secondary-school education (finalised with #vdt examination, equivalent to
German Abitur), 21% - vocational education, and%d9 university education (with

either Bachelor or Master degree).

Sales representatives of Tesco suppliers are allawestores. Furthermore, Tesco
employees are permitted to undertake such jobs lafters. Sales reps who are not
Tesco employees are allowed to enter the storetoamllect stock and transport it to
the sales area and eventually place it on sheh@rding to the store director, sales
reps usually get along with the Tesco staff on gdatythe tensions or conflicts over
interfering with each others work are rare.

Multi-skilling is a widespread phenomenon. “It ai@isproviding support to cashiers
by employees working in sales units or in the sujppg units or the other way
around [...] They all have ‘sales assistant-casltit#€ written in their employment
contracts” (interview with a company representgtives a result, such workers alter-
nate between checkouts and other tasks such ddngtamr cleaning. Multi-skilling
affects only basic shop-floor workers, while spbsia such as bakers or butchers are
excluded from that work-organisation scheme. Inigtidon of multi-skilling corre-
lated with decrease in use of temporary agency &eril AWS).

Tesco Polska does not regard duration of employmaepay-determining factor.
Wages are not seniority-based. “We only have tvpesyof a rate: a ‘starter rate’ and
an ‘established rate’. In the first year of empl@yt) an employee learns his job, so
his wage rate is 10% lower than a regular rate.

5.10.4 Industrial relations and interest representation

Industrial relations in Poland are pluralist andaentrate at the company level. In the
national-context of industrial relations, Tescocisnsidered to be a fairly union-
friendly employer, even though there is no colleetagreement in place (but there is
no single collective agreement in the whole regadtor).

There are five trade unions in the network bueatept for the largest union ‘Solidar-
ity’ are present in only one outlet respectiveljrieTremaining four unions are: Sier-
pien’80 (Tychy), Solidarn&¢’80 (Gliwice), Konfederacja Pracy (€zochowa) and

ZZ Pracownikéw Handlu (Gdynia). Solidarity is presé 120 outlets, of which over
60 are hypermarkets and has approximately 2,500b@emThe size of the other four
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unions are unknown, however, all the unions combiméght have a total of 3,000
members, so the unionisation rate in the companiddee estimated at 10%.

There is an ‘agreement on co-operation’ in Tesclskaosigned originally in 2002
between the board and “Solidarity”. In 2005 theeagnent was renewed for a non-
fixed time. Currently, negotiations are underway &iview of amending the agree-
ment. The agreement defines the mutual relatiohsds® the company and the un-
ion. No collective agreement is in place and, agiogrto the unions, the prospects of
concluding of such in a foreseeable future are meeas the unions have no sufficient
bargaining power. However, the unions are consuteavork-organisation and pay-
related matters, which are reflected in ‘work regioin’ and ‘pay regulation’.

Union induction programme was tested for one ydanary 2011-January 2012),
and the pilot phase was taking place in two stdfesvever, the programme was not
prolonged for 2012.

Employee forums are institutional form of repres#ion transferred from the UK.

Forum has limited prerogatives, it mainly focuses matters related to work-

organisation but never discusses the issues ofagmgint relations, which explains
why the relationship between the forums and tradens is not competitive in nature.
There are no conflicts between forum and tradensmiBorum meets regularly, every
six to eight weeks. Forum consists of represergatof all units, who are elected for
one year term. The form of election is in fact kefthe discretion of employees, who
may choose whether to vote openly or decide irceeséallot.

There are three levels of forum: store, regional aational. In each store one dele-
gate is elected to represent the workplace ingg®mnal body, and in each region one
representative is chosen to the national-levelnforkegional forum meets once a
guarter. There are separate forums for hypermagketsupermarkets.

Works councils in Tesco Polska does not exist; EHdkereof is explained by the fact
that the “Solidarity’ trade union is a represen@tunion in line with the regulation of
the Polish Labour Code, so by virtue of agreematit the company board, it serves
as information and consultation body towards theleyer.

Polish delegates (of the ‘Solidarity’ union) paigiete in the European Works Council
(EWC) in Tesco.

5.10.5 Concluding comments

In Poland Tesco has earned a reputation of an eepleith a fairly good attitude
towards employee representation among other mtitiimea chains. Furthermore, the
parent company has managed to successfully tramspapecific form of employee
participation developed in a home-country (forumjts foreign subsidiary. The un-
ions in Tesco have been often characterized asree @xample of “cooperative orien-
tation”. Nevertheless, the bargaining power oféhgloyee side cannot be overrated,
considering the fact there are still no collectnggeement in the company.
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5.11 Tesco in Turkey

5.11.1 Introduction

By 2011 Tesco-Kipa operates in a total number & dt®res both ismall and large
store format¥®. Tesco-Kipa in Turkey is ateveloping stage With 47 hypermarkets
and 76 express stores. In the small format stqe® B00 M in size are deemezk-
press storesvhereas stores between 300-1000imsize are considered as supermar-
kets. The large format stores, on the other hampeise stores over 2000%im size.
Stores between 2000-5000 in size are calletlypermarketsind stores 5000 Trand
over in size are deemétktras Extra stores contain other shops, photo shop®pnd
ticians apart from the hypermarkets. At the same tstores are classified from 1K to
15K’s according to store size irfrflK = 1000m).

There are two separate boards at the top managehdmsco-Kipa: the Executive
Board and the Board of Directors. Strategic densiconcerning Tesco-Kipa are
made by the Executive Board while the Board of &wes performs as the executive
top management unit. The Executive Board, whiaklested to direct for three years,
consists of 10 members. Only four members of tiesgmt Executive Board of Tesco-
Kipa are Turkish nationals. The Board of Directavhjch is assigned by the Execu-
tive Board to manage for three years, comprisesifiembers: CEO, Operational Di-
rector (CCO - Chief Operator Officer), Commerceedtor, Human Resources Direc-
tor and Marketing Director. Only the Commerce Dice@and the HR Director of the
existing Board of Directors are Turkish nationals
(http:/ltesco.kipa.com.tr/PDF/FaaliyetRaporlari/6fart 2011 28 agustos%20%202
011 _yonetim_kurulu_faaliyet_raporu.pdf).

Figure 1: Organisational Structure of Board of Dire  ctors

Director of
Human
Resources

Director of

Operational Director of

Director Commerce Marketing

Operational Director is the top manager that masiagel controls all operations of
Tesco-Kipa. According to Tesco-Kipa’'s organisatiosttucture the team of COO
consists of the following: Operational HR Direct@upport Office Director, two

199 Tesco is the sector leader or at least the selepgest in all the countries it operate excepk@yr
in Turkey it is the fourth largest company in tloed retailing sector. One of the participants elari
fies the issue by recalling the goal of Tesco-Kasa'being the best retailer, not the largest”. She
mentions that Tesco-Kipa carries a very well-defiaad detailed investment research and accord-
ingly invests only on areas where it can profitd dhe company aims to open 40 new stores in
2011 and 70 new stores in 2012.
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Format (small and large formats) DirectdPsSupply Chain Director and IT Director.
This team of COO is in charge and accountableldhaloperations of Tesco-Kipa.

In Turkey Tesco-Kipa assigned directors for thgéaand small formats following the
opening of the extra stores in 2010. Each formectbr works with his own team,
which comprises budget planning, marketing andniongl analysts in order to shape
the relevant format$. In the organisational structure of the large fatrstores, the
large format director is at the top of the formatmagement where regional directors
and store managers report to him/her.

On the other hand, the organisational structuren@dll format stores is different than
the large format, such as two operations directos,for express stores and the other
for supermarkets, work under small format dire¢tgure 2). In Tesco-Kipa’'s Turk-
ish market operations, 7 regional directors assigoespecified regions in the organ-
isational structure of large format stores whe@asgional managers work in the or-
ganisation of small format stores. Since the serfaea of Turkey is much larger than
that of England, number of stores per region is.|&elated to this issue, Participant
No. 3 states that regional managers in Englandesygonsible for around 20-25 stores
while in Turkey they are responsible for approxiehatlO stores.

Figure 2: Organisational Structure of Tesco-Kipa
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Operational Small Format Large Format Support Office Supply Chain T Direct
HR Director Director Director Director Director IFEctor
Operational J Regional
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Regional J |_ Store
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Store J
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5.11.2 In-store management structure and skills

You can find the organisational structures of egprstores, supermarkets and hyper-
markets in the Appendices 1-2-3. Stores are cladsifom 1K to 15K’s according to
store size in M(1K = 1000n). And for instance, 98 personnel are working &Ka
store. But we do not have any number of managetsaitores.

10 |n Turkey the format directors were assignedH®ydompany after the opening of the extra stores
in 2010. In this fashion, large format director e responsible of the extra stores and hyper-
markets, and the small format director got contfdhe express stores and supermarkets.

In Turkey teams of format directors do not ineduh HR analyst yet. However, Participant No. 3
mentions that depending on the increase in the etsntif stores and employees of each format,
the teams of format directors would develop asittude an HR analyst.
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There is no tendency of reducing the number of marsa Store and deputy manager
contracts do not stipulate unpaid over-time; thaytipularly work overtime at the
weekends and holidays.

Although the company systematically tries to ineoBmployees more closely in their
work and the business of the company, the perdgratid the leadership style di-
rectly affect the quality of work the motivation employees. For example if the store
manager starts the working day with a smiling fand greetings, the motivation of
employees would be higher.

Tesco-Kipa focuses on internal recruitment in rég@ars. In line with this approach
the company started the “Optional Manager Trairmggram™'? in 2004, in which
qualified employees are trained to become manageeny eligible position. The
program is open to all employees who wants advant¢es/her career and who has
the potential of developing into a manager. Witls thptional program, employees
take the opportunity to advance their careers,amd result Kipa gets the chance of
generating resources for any level of managemesitpat of the optional training
programmes, Tesco-Kipa has provided 3.646 houtsaofing in hypermarkets and
1.430 hours in express stores
(http:/ltesco.kipa.com.tr/PDF/FaaliyetRaporlari/oharlst_2009 february 28th 2010
_board_of_directors_annual_activity_report_Eng.j0805.2011).

The program, which is an adaptation of the origma in the UK, is being continu-
ously improved, and provides training for manageimmositions such as Regional
Director, Store Manager, Regional Human Resourcasager, Group Manager, Hu-
man Resources Manager, Checkout Services Chiefjrsinative Chief, Department
of Commerce Chief, all positions at the Head Offiegpress Stores Regional Man-
ager, and Store Executive. The participants oftthming program are selected via
interviews held at pre-set election centres. Upompmetion of the training program
the trained personnel is evaluated by a decisioelpand if the panel approves of the
success of the candidate, he/she is assigned apgrepriate position. Optional Man-
ager Training Program paves the way for eager mpdavement-oriented workers to
become managers (http://tesco.kipa.com.tr/pagastksal_yonetim.asp-20.04.2011).

The interviewed workers mention that they haveaus# in their employment con-
tract as “Workers could work in any Tesco-Kipa etpfor this reason whoever com-
pletes the optional manager training program is thensferred to any store that lacks
managers. They also state that their store mansgerto work as a butcher; although
such cases are rare, it is still possible for waake become managers. On the other
hand, interviewed workers also emphasize possiveurs to certain employees (like
nepotism) in the training program, and the occasiamere unsuccessful trainees
could graduate or on the contrary successful tesirmuld not manage to graduate
from the program.

Besides optional training programg;résh Schodl also give opportunity for re-
skilling and managers and employees do not seéndioation for de-skilling. Tesco-
Kipa trains employees of fresh food section forezkipe at thé-resh SchoolKipa
employees seek to improve customer satisfactiomdbyeving expertise on ready-
food, meat, fish, chicken, bakery products, opet lailanded delicatessen and green-
grocery products through training programs of thesk School. Until now 75 em-

112 Optional Manager Training Program consists of tategories, which are “Accelerated Training”
and “Long Term Training”.
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ployees participated in these trainings and 51afrttem are granted their certifica-
tions.

Even though Tesco-Kipa focuses on internal recreriinin recent years, the company
developed a new external recruitment scheme irmlpothtion withizmir University
of Economics (IEU). Tesco-Kipa started the joiRketail Management Option Pro-
grammé with IEU in September 2008. In the first yeartbé program students take
extra courses on retailing and Tesco-Kipa stafivigies coaching to the students in
practical applications of these courses. Duringdioggram students get a two-month
summer apprenticeship program in which they haeeatbportunity to work both at
stores and the Head Office. Following the extrarsesi specifically designed for re-
tailing sector and coaching support from Tesco-Ksfadf during the second year of
the program, the students are aimed to work atdngpany after graduation. In addi-
tion, the most successful two students of the prmogare sent to the UK for their ap-
prenticeship period. This way, Tesco-Kipa aimsiltddng-term highly qualified per-
sonnel requirement with fresh graduates who haegeialized in retail management. 4
students out of 19 who graduated the Program i®,280d 5 students out of 9 who
graduated the Program in 2010 started to work atd«ipa Head Office. Tesco-
Kipa places particular importance to this ProgramcW is unique to Turkey. Such
that, managers of Tesco-Kipa believe the future BESD the company would be
graduates of this Program. Almost all of the frgsaduates build their initial work
experience at Tesco-Kipa via this program and menith the organisational culture
of Tesco-Kipa.

Though it is not legally required, Tesco-Kipa hasrfed “Employee Forums”, which
is a type of worker representation, upon its owefgrence. In the forum system re-
gional and national employee forums are held peraily at stores, the head office or
distribution centres with the participation of exyges and managers. Employees de-
termine the agenda of the forums where action phae@sleveloped on debated issues
and pursued afterwards. However, employee forumsaidave any involvement in
recruitment process.

Auxiliary tasks, such as cleaning and security isessat Tesco-Kipa are performed
by subcontractors. Besides subcontractors’ workietsyviewed workers point out
promotion workers, who are basically responsibleplacing, preparing and promot-
ing products of specific brands, also perform mafsthe tasks that store workers
should carry out, i.e. replenishments.

5.11.3 Part-time and working time management

Due to lack of a collective agreement in Tesco Ktha working time is regulated by
Labour Act (see Country Report).

Tesco-Kipa employs 8.588 workers, of which 7.528%3 are full-time and 1.066
(12%) are part-time, by November 2011. However,cbdsipa aims to increase the
number of part-time workers. There is no team leadenanager as part-timer.

In Turkey, the main breadwinner is male in houseétd@kee country report). Conse-
guently, female jobs are seen as secondary jobserieless, most of the female em-
ployees are employed in service sector. By Nover2bad, 36% of all Tesco-Kipa
workers are females (3071 people) and 64% are nflebdS people).Most of the part-
timers are cashiers and most of the cashiers analés. Other employees of the
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stores are mostly males. For instance, store manage typically males. Participant
No.3 states that there is only one female storeagemat large format stores (and also
only one female store manager candidate in thewgititraining program), but also
adds that the number of female managers is aliiglieer at small format stores.

However there are female employees working at dmeigistrative departments of the
stores, i.e. human resources managers of the siceassually females. After telling
that most of the section workers are males PaatitiNo.3 also states that there are
female section workers too, but females do not $eekromotion after getting mar-
ried since following their promotion from sectiorofker to group manager or store
manager they should be transferred to anothemdiigh would bring up the issue of
their husbands’ job fact which are assumed to leeptfimary employments of the
households. Therefore, Tesco-Kipa started a neyegrealled Women Leadership
Network in 2011 in order to increase the numbefeofale managers (beginning from
chiefs and group managers). In this project thepaomg organizes meetings to draw
together female managers and female manager caéesligomotes optional training
programs to female workers and conducts leadershipses for females.

The established practices do not allow workers tokwcertain times during every
week. They have to be able to work all possiblerfiobepending on the circum-
stances of retailing sector, sometimes it beconszessary to change the posts of
workers spontaneously or daily. Rosters are orgdn store level and announced
one week in advance.

Job definitions and occupation groups are compaaigtimore clear and definite in
large stores of Tesco-Kipa; however, in small qob definitions mostly could not
be defined as clearly as they are in large stonelsusually every one performs all
kinds of jobs. With a project conducted in 2010acland specific job definitions are
formed for each level of worker at Tesco-Kipa. Nesgruits are handed these job
definitions when they start working. Existing workere also provided with their job
definitions and trained correspondingly. Howevedeimiewed workers come to be-
lieve that there are not any clear job definitiahshe store. For example, a fresh food
section worker might easily sort out shelves, oamother instance bakery cooks are
forced to clean the dishes.

Breaks are organized reliably according to the ual#at.

Employees generally work over-time at the weekemt$ holidays and most of the
workers would like to work over-time to gain moreomey. Over-time work is not
used as a tool of rewarding obedient workers.

There are no important grievances about the orghaors of working time. When
some grievances about working time occur, empldgaens could discuss to solve
these issues.

Tesco-Kipa has a pay structure rather distinct tbdrer retailers in the sector, in
which pay levels differ with respect to both theuma of jobs and living standards of
cities.

5.11.4 Industrial Relations and Interest representation

Tez Koopis union started organisation and unionisation dttiziat Kipa stores a
short while before Kipa was purchased by Tesco avewber 2003. The union
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started off unionisation at Kipa in June 2003 apgliad for workplace majority veri-
fication to MLSS and got the authorisation for eotive bargaining in May 2004.
However, Tesco-Kipa appealed against the callpwahg this appeal the court con-
cluded against Tez Koolg-in 2006. Even after the call of terminating théhauisa-
tion, Tez Koopks continued unionisation activities at Tesco-Kipad aapplied for
workplace majority verification to MLSS once momdaattained authorisation in July
2010. Tesco-Kipa again appealed the respective aradl the court concluded in fa-
vour of TezKoopks in March 2012. Now the final decision of Supremeu@ has
been waiting.

Tez Kooplis's struggle for unionisation at Tesco-Kipa that bagn continuing since
2003 is acclaimed and supported by both nationdl iaternational labour unions.
Even Sosyals which is the greatest rival of Tez Kodpsupports Tez Kooj in this
great struggle. UNI Global Union, of which Tez Kebgds a member, tries to develop
an agenda on the issue at international level. é3eptatives of UNI encourage work-
ers by frequently visiting Tez Koolg-and Tesco-Kipa stores.

There is union freedom according to the TUA. Howedaring the recruitment of
new workers in the period of 2006-2008, Tesco-Kipposed on the applicants the
condition of non-membership to Tez-Kobper resignation if they were already un-
ion members. The Tesco-Kipa management told wonkéis left Gima and Tansa
(local supermarket chains) and applied for job$esco-Kipa that they had to resign
from union membership for admission. The managerkieetv well that Tez-Koojs
was the recognized union in Gima and Tan¥sdorkers who are leading figures in
unionisation activities are also being watched lgirt superiors and psychological
pressure is exerted upon other workers by makiagthware of this watch. In some
cases workers are offered promotion and variousratteans of career in order to dis-
suade them from union membership. And at the osgamprocess some of the union-
ized workers were also dismissed.

Since authorisation of collective bargaining prece$ Tez Koopis still continues,
there is not any signed collective agreement. T#3pa is the only retailer among
multinational hypermarkets operating in the Turkmnshrket that has not signed a col-
lective agreement yet.

Due to lack of work councils and worker represaatasystems in Turkey, trade un-
ions play a critical role in representing and ddfeg interests of workers. However
the most important procedure that represents wsrkem esco-Kipa is the “employee
forum”. One representative is selected for eacrestothese forums, and these repre-
sentatives discuss problems of store employedseategionally and nationally held
forums (http://tesco.kipa.com.tr/pages/kurumsal efiom.asp-20.04.2011). Participant
No.1 states that the system had also avoided waton for quite a long time. He
also mentions that store representatives at the sane have functioned almost like
union representatives in the forum system by saying

“We used to held store forum once a month and gathéhe employees,
and they let us know all their problems. But it wd#§icult to gather 150-

200 employees at the store, so we told them tatselpresentatives and
started to meet with these representatives. Otlsenltow could we cope
with the union all these years? The later the umeaches the workplace
the better it is.”
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Participant No.2 indicates that the forum systemaify starts with the election of
representatives. Employees of each department vamésvio be forum representatives
apply to HR department, and the HR department-ajgorindividuals begin their ac-
tivities for being elected as representatives. Hamemanagement looks for some
requirements (i.e., not being warned before orb®ing fined for any act). Each de-
partment of the store elects its own representatiseParticipant No.2 states, such as
two representatives for administrative departmeng representative for dry food de-
partment and again one representative for frestl fpartment are to be elected for
representation at the forum; and the employee vett® most of the votes becomes the
forum representative. These department represeegathen elect workplace repre-
sentatives among themselves; workplace represesgasimilarly elect regional rep-
resentatives and in the end regional representatieastitute the national workers
forum. Store forums are held once a month withghdicipation of store manager
and HR manager whereas regional forums are held omevery three months and
national forums are held once a year as particgoaotify.

However, interviewed workers claim that forum reggngtatives are mostly elected
amongst quiet and calm workers, and these worlensl ot advocate adequately the
problems of workers in front of the management.

The most significant industrial conflict at Tescg& is the law suit on authorisation
of collective agreement against Tez Kdgphat continues since 2003.

5.11.5 Concluding comments

It appears that Tesco do not have a uniform atitieevards trade unions in different
parts of the world. While Tesco headquarters havestablished discourse that Tesco
employees are free to be union members, this miythee for the UK stores but not
for other parts of the world, particularly for Tesk The nine years long experience of
Tez-Koopis in unionisation at Tesco-Kipa stores plainly cadtcts the Tesco claims
that unions are not rejected at Tesco workplaces.

5.12 Lidl in Germany

5.12.1 Introduction

Lidl, the hard discount chain of Schwarz Group,rapes around 3150 stores in Ger-
many, with annual sales of above € 15 billion. ®¥C and on average 85 stores are
forming 37 operational regional sales units (IGCL20 These regional units are for-
mally made up by two separate companies: one dorgisf the regional HQ opera-
tions including the RDC and the other consistinghef stores. These companies, both
in the form of GmbH & Co. KGs, are formally indeglemt, since their manager, the
regional manager (RM), acts as owner of the Gmbth@sompany’s general partner.

The formal form of incorporation was introducedfie early 2000s. There are proba-
bly two reasons for this. In 2000, companies inocged as GmbH & Co. KG (a le-
gal German specialty within Europe) became oblieghublish basic financial re-
sults, by the split up of its regional companiesstnwould fall below the threshold.
Further, in 2001, the Works Constitution Act wasamged, slightly improving
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chances to set up works councils. The split-upegianal operations helps to avoid
the emergence of works councils based on 8§ 4 BetW@rks Constitution Act)
which would extend the basis of works councilsigetit HQ and RCD operations to
also include harder to organise stores; the splitdgo precludes joint works councils
(Gesamtbetriebsrat) that could be formed by workencils at single stores and HQ
works councils.

The management structure is highly standardisech Ezgional unit, depending on its
size, has one to three sales operations manag@Mg)S Below these there are dis-
trict managers (DMs; Verkaufsleiter VL); each DMe&sponsible for about 5 stores.

Store performance is measured by some uniform atalis across the country. These
are sales per hours worked and sales per labots, @swell as waste and inventory
loss.

5.12.2 In-store management structure and skills

Staffing, tasks and hierarchy

Stores employ between around 8 and 20 perSdrBtores are managed by a store
manager (SM; Filialleiter FL), who is assisted kgually one deputy store manager
(DSM; SFL). Some shop assistants also work as mhailyagers in case of absence of
SM and DSM,; besides some experience, the formdifigadion for this is quite low
(especially first aid and OTC qualification). Theseno further hierarchical differen-
tiation or (formal) segmentation between cashialesspersonnel, except for a small
number of employees with ‘marginal contracts’ (rjohbers)'

Personnel responsibilityMini-job contracts can be set up by SMs; emplogtreon-
tracts with shop-floor workers are set up by DMsiptoyment contracts with SMs
and district managers by regional managers (alway®ordination with immediate
line managers). Disciplinary power is arrangechim $ame way.

Shop assistantisales personnel/cashiers) have two main tasg®aldng (incl. tidy-
ing shelves, turning stock and arranging special-fiood offers twice a week) and
operating checkouts. Both activities each takewarage about 50% of total working
time. Other activities include cleaning (floors lwimachine; shelves, etc.), baking
bread etc. (mostly) from frozen dough pieces (heenhkintroduced recently at Lidl),
or changing tags (above shelves).

There is always a first, a second and (usually)i@ tcashier. A first cashier might
typically work an estimated 90% of total time a& theckout, she is the first to open a
checkout when customers want to pay; second cashirut 60%, and third cashiers
about 20%. All cashiers operate on separate chéskma have their own cash draw-
ers (for the time of their shift) and cash up & #&nd of their shift. Store managers
usually attempt to limit daily time of checkout Woof one employee to four or five
hours, because longer hours lead to too many neistak

13 Smaller stores (three aisles stores; Drei-Gatigh#in) with usually less than 1000 m? employ be-
tween 8 and 15 people. Larger (four aisles) stenegloy a few more.

14 But it seems that in some regions Lidl is expeniting with some specialisation: store managers
assign certain tasks and responsibilities — liksHrproduce or non-food — to single ‘specialists’,
perhaps for one shift but also for a longer period.
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Restocking at discounters like Lidl is very hardygibal work!*® due to high turn-
over and because most of the time, complete boxes to be moved instead of single
items. But still (according to one interviewee)lepshment is preferred by most em-
ployees over checkout work where mental concentraséind ‘friendliness’ are re-
quired (except by workers with e.g. back complifits

In addition to ‘normal’ shop assistants, a smalinber of mini-jobbers are employed
— but there seem to be significant regional difiees how this is done. One mini-
jobber, usually a student or a pensioner, mighil falt-door house-keeping tasks
(like cleaning parking lot; usually about half aoun a day). Other tasks like window
cleaning, gardening (lawns and hedges) are sulzatt to specialist firms. In some
regions, two to three other mini-jobbers work a®sdhachtelhilfen’ for about two
hours in the morning or in the evening; they coidsdé half-empty boxes on the
shelves, remove empty ones, and turn stock. Inr gdggons, employees on mini-job
contracts have to come in helping out with all lsired tasks™’

SMsmainly do the same work as ‘normal’ employees (oterwiewee estimated this
at 70% of their working time), except they rarelgriv at the checkout — only if no
one else available. This is because SMs have flekxible and someone who sits at a
checkout cannot quickly leave this place. Othekgad SMs include:

Ordering: most products are ordered every secogdfdahalf of the assortment, re-

spectively), products with a use-by-date are omiereery day from RDC. Orders

from RDC are placed electronically via a handheldB/gadget (Mobile Datenerfas-

sung; mobile data entry) device. The device shdwddst orders made for every sin-
gle product and by comparing this information witle amount of products on stock
the number of boxes needed is estimated and thkement by typing it into the device.

This takes up to half an hour per day and has tddme before 10:00am; data are
automatically transmitted to the RDC. (In one inse&awe were told that incoming

goods are not controlled in detail since a palletyrmontain e.g. 30 different items

which cannot be checked without unpacking). Mostdpcts are ordered from the
RDC; produce is ordered daily from an independdmblesale market (Fruchthof) by

telephone, usually before 8:00am (incoming califrwholesale market) based on a
list of items and prices provided by HQ. The nood@ssortment is delivered twice a
week by RDC in centrally assigned quantities; thishe same for advertised food
products; store managers do not have any influendais.

Stock/inventory taking is done every four weekgha late evening; it takes two to

three hours and is done in the presence of the PNhbarly) all employees of the

store. At stores where inventory losses are low liais to be done only every three
months.

Other ‘managerial’ tasks are: supervising all taskgening and closing the store; de-
veloping the personnel roster (cf. below); dealwith orders that come in from re-
gional HQ (e.g. visual merchandising; price changeaily accounting.

15 There are frequent complaints about health proslespecially among elder workers; in ahrd dis-
counters this means workers in their late 30s ar 40

A special problem: One employee at an Aldi stbrg,this might be the same as at Lidl stores, told
that a violence-prone drug addict regularly stealgain products (coffee, salmon etc.) for private
re-sale; she and her colleagues do not dare taheapolice fearing to be ‘stabbed in the back’ by
this person at a later occasion.

This distinguishes Lidl from Aldi Nord and Aldii8 where no mini-jobbers are employed, but
also from discounters like Netto that employ aéangmber of mini-jobbers.

116
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DSMs take over potentially all tasks of SMs, ifsheare not in store; but esp. roster-
ing seems to be kept in the remit of the SM. Shegistéants while acting as duty man-
agers are being paid an additional allowance.

Management style

Management at Lidl has been described as a “syilsidiinlHamann and Giese 2004,
Schramm-de Robertis 2010) including a high levepefsonal control’ (Edwards
1979) allowing to build up pressure on single empés. This pressure could be built
up especially on workers who

- are pregnant

- are frequently ill (avoiding sick pay)

- are (no longer) high-performers

- do not show full flexibility

- are indebted, as they are assumed to be indmstdal

- are critical, demand their rights,

- support trade unions, works council initiativés. e

The company was systematically collecting all kinfisnformation on their employ-
ees. These seem to be directed towards collectiftgmation on employees that
could be used to ‘justify’ dismissals on groundscohduct (with immediate effect)
and/or to build up pressure (e.g. warning noticéegre used to be e.g. inspections of
employees’ bags, lockers, cars etc. Mystery sheppith ‘difficult’” shopping carts
could easily trick cashiers into making mistakes2008, the German media unveiled
that several regional Lidl units had installed secameras, even in rec rooms, which
caused a huge scandal in the country. And littler Jat was found out, that Lidl had
set a database on employees’ diseases — aggratiaimgpage problems of Lidl, and
finally leading to the dismissal of the head ofllsdSerman operations, Mr. Mrd$®

Real or insinuated offences, and frequently pettgnces, were used to start interro-
gating or ‘grilling’ employees: a group of managédsstrict managers and others)
spent hours with the ‘offender’ in the rec roomgstging her or him to sign a ‘volun-
tary’ agreement terminating the employment contfaathebungsvertrag).

At Lidl, there certainly was — at least at manyioegl units and stores — a ‘System
LidI': labour relations were based on mistrust, @omed with bullying and high levels

of various forms of legal and illegal control — anwdh pressure on workers to work
extremely hard, including unpaid over-time and gmg breaks. The managerial cul-
ture of “tough guys” (“harte Hunde”) is describeg $traub (2012) for Aldi and was

probably quite similar at Lidl.

The highly personalised and discretionary form aftool made the working climate
for single employees highly dependent on the pelggrof their line managers:

“You hear this again and again when you talk tdf.sTdney insist that it is of crucial
importance: is the district manager a human pesgancan talk with, who is ap-
proachable, open-minded towards reasonable argspms that someone who sim-
ply dictates orders from above, who ruthlessly enpénts targets. For the people this
is of absolutely central importance — of surprigingentral importance ... primarily
collaboration with store management, and then digkrict management.” [DO5]

Following Verdi’s organisation campaign (cf. beloand the scandalous reports in
the German media, since around 2009, a changedtasred: middle managers are

18 But only a few moths later he rejoined the conypashead of Lidl UK.
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now, e.g. on their training courses, told to treatkers fairly — and according to a
usually not uncritical store manager — many donev®ugh some others, especially
those that have been with the company for a lomg,tistill do not. Electronic time

recording, too, was introduced in 2009, making ghectices of incorrect time regis-
tration more difficult.

Training
Among sales personnel/cashiers (i.e. excluding-jobtiers), the share of employees

with retail-specific vocational training seems ® dlearly below the national average
(one estimate given was 40%; D09).

Most cashiers/sales staff have been trained onotheSMs have to systematically
check a number of competencies and tick them of& araining list (‘Einarbeitungs-
bogen’); on-the-job training might take up to halyear.

Most Lidl stores offer vocational training. Judgertgeon the quality of this training
are contradictory: While some interviewees crigcizzhat, because of tight staffing,
experienced employees do not have any time to\m#vied in training and that train-
ing tends to be learning by doing, other interviesvstated that the training courses
offered by the company were excellent.

Training contracts used to be for only two yeargrRéufer/in); and only a smaller
number would be allowed to add another year to tnecaufmann/frau. Successful
three year trainees might then have a chance pydmeoted, to act as duty managers
and to become DSM or SM. For a few years Lidl alfers three year courses to new
entrants; according to a regional HM manager, lwdhts to attract better trainees,
especially for further development as SMs and f@kynas DMs.

DSMs and SMs used to be recruited among (frequerifly female) workers with
three-year vocational training; but increasinglgythare also hired externally; these
start as store manager candidates (Filialleiter @mwv, FLA) with a fixed term pro-
bation contract that can be extended for up toyears. One interviewee stated that
the majority does not make it to become a SM athedw.

5.12.3 Part-time work and working time management

Contracted hours

Frequently the SM is the only full-time employeeSNAs sometimes also have full-
time contracts. SMs usually work a considerable wmhof over-time and are ex-
pected to work whenever necessary (as stated imetmployment contract). 50 hours
might be seen as the regular working week (cf.\aglo

Nearly all sales personnel/cashiers are part-timpl@yees — usually half-time, i.e.
around 80, and sometimes up to 120 hours per mofitigy are expected to be very
flexible and to be able to work from 6:00 in thermiag until 20:00, or in some re-
gions even until 22:00 in the eveniny(as stated in their employment contract; ‘Ker-
narbeitszeit’).

119 At Lidl opening hours in most regions are frord@to 20:00 Mondays through Saturdays. Stores
are closed on Sundays.
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As mentioned above a small number of mini-jobbeesveorking very short hours, up
to tow or three hours a day (usually students osjmers). Finally, many stores em-
ploy vocational trainees (cf. below).

There are no fixed term contracts, except for mieicovers. There are no tempo-
rary and no contract workers. A special role isypthby security personnel: many
stores are attended by a uniformed security guadily all the time. They are em-
ployed by security firms engaged by regional Lidmpanies. Security guards fre-
guently help out with all kinds of ‘smaller’ taskiey put away items dropped some-
where by customers, they help attaching postershey assist customers finding
some items.

Flexibility

Since 2009 Lidl SMs are supposed to (and usuallyseéd up_work schedulesvo
weeks in advance. Work schedules must be displiaynd back office / rec rooms.

But still, “Flexibility is essential“ (‘Flexibilité ist das A und O’; D09). High flexibil-
ity is not only required in terms of the situatiohworking hours but also in terms of
(short-term) adaptation, e.g. to cover sick colless shifts. This seems to be ex-
pected not only by superiors (SMs, DMs) but alsccbjeagues as a matter of soli-
darity and mutual support. Employees are expedidubtable to conme in and help
out at short notice (telephone call). Important@piments or other duties might be
accepted as excuses on special occasions, butgudarly. ‘There is a moral respon-
sibility for everybody to do this’ [D09:7]. Refugirflexibility might lead to a warning
letter and ultimately to dismissal. In cases of eyaecy, employees might be ex-
changed between stores (within one district).

Over-time

Over-time is very common. A majority or even neallemployees work overtime.
According to one interviewee overtime accounts dbileast 20% or total working
time at the stores she had information on.

Most employees would like to work more hours thaanted in their contract; allow-
ing SMs to ‘reward’ certain employees by assignthgm additional hours. This
seems to be a common practice at Lidl stores.

Employees frequently seem to be expected to wonkesonpaid overtime, e.g. for
setting up their cash drawers before the store opeiefore a colleague leaves and
the official shift begins.

Unpaid over-time

The manipulation of overtime documentation, whiciswdone manually by store and
district managers used to be a common grievancaildeeeded). In some cases
documented overtime was even charged againstesasie] and even more drastic sto-
ries are being told (cf. also Hamann and Giese 28@fhramm-de Robertis 2010).
But, according to several interviewees, the situmeems to have improved signifi-
cantly with the installation of electronic time nsegement in 2009, and a more gen-
eral change in LidI's management style.

Linked to the problem of working hours (and undaffsig) is the problem of denied
breaks (and frequently also self-denying breaksiyally not interrupting work dur-

120 Employment contracts allow for up to 30 km trdingl distance.
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ing official and legally required break times wouldt automatically be detected by
electronic time management systems.

Another frequently heard grievance relates to theaphere in the stores; and there
are many examples of bullying, shouting, and veddaise (cf. also Hamann and
Giese 2004); this too, according to several inemges, seems to have changed dur-
ing the last years — even though some long-estedulisnanagers are said to not really
have changed.

5.12.4 Industrial Relations

Union density at the stores of Lidl is extremelwldt is considerably higher at their
distribution centres; but exact data are not alkgla

Collective agreement

It is unknown in which way Lidl is a member of temployers association HDE, be-
cause formally all companies belonging to the graopld have to be members of the
regional sub-units of HDE. But, Lidl applies thdlective agreement; and even pays
slightly more.

Pay structure

Lidl pays slightly above the level of the colleeiagreement. All sales person-
nel/cashiers (except some mini-jobbers) are foymathployed as cashiers, and thus
receive the collectively agreed extra pay for cash{Kassenfunktionszulage; about
4%) — even if they only spend a small part of theirking time at the checkout. Ad-
ditionally hourly wages are 20 Cents above coNectigreement; and an additional
Christmas bonus is paid. But, the discounters’ éigihare of employees without pro-
fessional training would allow lower average payisdof. 4.1.4 on collective agree-
ment), especially for new employees. In additidrg low average age also reduces
LidI's wage cost; there seem to be only very fearesemployees in their mid 40s or
older — partly because many stores have only opdagdg the last two decades and
partly because employees who could not cope wihht#tavy work load were forced
to leave the company.

LidlI's top manager, Gehrig, had announced in 20D the company will pay at least
€10 per hour to all its employees (including mivipers):?* For unskilled entry level
employees, this would imply wages clearly abovecthlikective agreement.

SMs earn around 4,000 €, but there is no (or)itil#ditional payment for frequently
considerable amounts of overtime, as common fonagars’ (Leitende Angestellte).

District managers earn from 4.000 € and get a compgar they can also use pri-
vately.

Plant and company level interest representation

Lidl is very hostile towards trade unions and tg attempts of employees to establish
works councils.

121 The background to this, linked with a demandaferational minimum wage, probably is that some
of Lidl's competitors like Netto—Markendiscount gpaying considerably lower wages. In July
2012 Lidl andounced to increase its minimum wageldiding mini-jobbers) to € 10.50; while
Netto-Markendiscount announced a minimum wage 056.
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There exist five works councils at store level (timoHamburg, two in the Stuttgart
region and one in Bamberg (end of 2011). Storesdéstdbution centres are formally
incorporated in separate companies making it mdfieudt to install workers’ repre-
sentations (cf. 5.12.1). Management have been kesyile toward employees that
tried to establish works councit€: In 2005, Lidl even closed down a (profitable)
store in Calw where a works council had been waykff It seems that this hostility
has recently slightly decreased: the foundatiothefsecond works council in Ham-
burg in 2008 has been somewhat easier than thlédirst one in 2007.

5.12.5 Concluding comments

From the first half of the 2000s until the late @80Verdi had conducted an organis-
ing campaign for Lidl stores; where it had metdeopposition from the company.
The campaign had focused on a critique of workimgdetions and argued for the ne-
cessity of works councils (Schreieder 2007; ROIIRE. Bormann 2011).

On the one hand, the campaign had ultimately leal $access, especially after addi-
tional pressure came from the German media revgaliandalous practices of Lidl.

The company seems to have significantly changeshasagerial practices leading to
improved working conditions at its stores.

But, on the other hand, in terms of organisingadampaign was not very successful:
the number of works councils at Lidl stores isl stthall and trade union membership
amongst Lidl employees has not risen steeply. @bmmonstrates the enormous diffi-
culty of employee representation at small estatvieshts within the German institu-
tional framework, even when they belong to hug@emtions:?*

5.13 Lidl in the UK

5.13.1 Introduction

Overall structure of Lidl UK

Lidl entered the UK market in 1994 and runs moentB80 Lidl stores at the moment
(Lidl UK website, accessed 24.04.12). At the HQhe UK we find the Managing

122 stores with works council are also isolated fritv rest of the company: They are excluded from
short-term exchange of personnel with other stokesl they are not allowed to have vocational
trainees, which would mingle with trainees fromentistores at company organised courses or at
vocational school.

Further, in some cases, where employees attenptset p a works council, these stores were in-
corporated as an independent GmbH & Co. KG fatifitatheir closure (their workers then would
not have to be taken on by other stores in the sagienal company).

A comparison with the organisation campaign ofVH& the drug store chain Schlecker ten years
earlier should account for the completely differsitiation of the two cases. At Schlecker, many
workers were paid below the level of the collectaggeement; and at that time this agreement had
been generally binding (Allgemeinverbindlichkeitdérung). In this situation, HBV could assist
workers to pursue their right to a higher wage; amndks councils would also help in this direction
since they are responsible for classifying empleyia® pay brackets. In contrast, Lidl has always
followed the collective agreement, and thus a egffiaictor for the success of the Schlecker cam-
paign is missing.

123

124
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Director, followed by the Operations Manager anshediR functions (see also figure
below). There are 8 Regional Distribution Centi@®Cs) across the UK. These are
located in: Belvedere, Bridgend, Enfield, LivingstoLutterworth (Magna Park),
Newton Aycliffe, Runcorn and Weston-Super-Mare. Hmany stores are managed
by one RDC is related to geographic location. Thiedznd RDC e.g. is responsible
for Wales and the West Country (including - Glodeeshire and South Gloucester-
shire, Herefordshire, Worcestershire, Cheltenhawjn&n, Powys and South
Wales).

Management structure above store level

For the region Wales and the West-Country; we firfdegional Director (RD) and 2

Sales Operations Managers (SOMs) - one for Waldsoae for the West-Country -

and perhaps 8 District Managers (DMs) just for Waikyou count in that every DM

controls four stores (interviewee 3). One SOM cevarwide region’. However, there
exceptions for large stores such as the Bridgemet, st large store in Wales with a
£100k turnover per week. The DM only covers thig ame other store (ibid). The
following organisation chart was provided by Lithi® manager (SM, 3):

Managing Director

l

Director of Operations Director of Human Resosrce

! !

Regional Director Human Resources Manager

|

Sales Operations Manager l

l

District manager Personal Welfare Coordinator

l

Store Manager

!
Deputy Manager

!
Duty Manager

|

Sales assistant

Performance indicators for store

Interviewee (3) explains that there are three otmgortant performance indicators
for stores which: “productivity, waste and invemtdoss. There are standard targets
which can be adjusted by SMs in agreement withr tbs. How this operates in
practice is that if you are within your set targttsy tend to leave you alone-I have
not had a visit in ages because the store is getatf you miss your targets even
slightly then you get visited. "The most importarfithese is sales-productivity. They
look at turnover in pounds and pence divided byrniimaber of hours for that day the
resulting value must be a minimum of 220. An examgiven was: £10,000 Turn-
over/ 45 hours (i.e. Total number of hours workgdb staff in the store that day) =
222 productivity.
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5.13.2 In-store management structure and skills

Levels of hierarchy, management functions and rofe&M, DSM and duty managers

UK Lidl stores usually have, related to size/parfance, the following number of
employees and functions in stores: 1 store mandg2rdeputy managers and 2-4
duty managers and a variable number of sales astsstusually on part-time con-
tracts. Large stores with a high turnover and custobase, e.g. in Torquay, have a
larger number of employees. This has 38 membeckjdimg 2 SMs, 6 deputy SMs
and 9 duty managers (Intouch 2011). In larger starerk roles and managerial func-
tions seem to be more differentiated; every merobéne team has their own specific
role; ranging from “shop floor supervisors” throughight shift workers” (ibid). In
smaller stores with lower turnover, we would filchit SMs are interested in making
sure that staff is multi-skilled, because if not Skked to be involved more in daily
shop-floor tasks.

A greater amount of turnover per week in £ is diyelinked with number of staff in
stores. The more staff a store has the greatelble to train and increase the number
of duty managers. The following managerial tasksstrared between SM, DSMs and
Duty Managers in stores (interviewee 3):

= Check price files have updated onto till systemsesw price changes are in

effect.

Check all tills are operating on the correct date.

Check previous day’s completion of electronic climc&nd clock out.

Work delivery with staff in the morning.

Break off from working the delivery to complete niiog orders by 9am dead-

line (Including chiller, meat & poultry, freezer dioread areas).

Check picklists for discrepancies against delivgugntities.

Complete daily manager checks

Temp checks on chiller bays & freezers.

Store checks & Security checks.

Quality check Fruit & Veg area and check ticketifigegal requirement).

Check layout and ticketing of convenience bay ihectversus memo. (Legal

requirement).

Clear down warehouse and process waste onto BdoteGfystem.

Complete Fruit & Veg and Ambient orders by 12pmdtiaa.

Ensure all staff take required breaks by coveriigtiequately.

Maintain “Priorities” i.e. Fruit & Veg, Bread, NorFood and Chiller.

Remerchandising. When levels become low they radstdal or relocated.

Other tasks include preparing for a Thursday/MondayNon Food tabled

up, price changes prepared, promotional productschrendised into the cor-

rect presenters in the correct format as per menstruction.

= Complete transfers and recalls as required.

= Complete rosters. This task has completely chamg#te last 2 weeks; it has
now become more automated.

The SM and the deputy store manager (DSM) usuadik\as normal employees. But
usually either the SM or the DSM is around. Theyncd take the same rest days and
or holiday/annual leave periods and mirror eackemtte. if the SM does the morning
shift the DSM does the closing shift. Only in certaituations it is possible that both
are at the same time in the store. The only spewalagement function which seems
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to be exclusively allocated to SM is rostering, revehen DSMs arédully trained to
complete rosterg3): this is ‘one of the few ‘controls’ that separate and distiisty
them from DSMs”He also mentioned thas6me SMs become very possessive of this
function as they get the first choice on rest days preferred shifts{ibid).

There seem to be at least four issues which infleevhether they will get involved
in daily work routines: a) personality/managemenwliesof the SM, b) size of store, c)
performance of the store and sometimes also dpéngonality/management style of
the DM. Lower level employees reported that thegidied either to leave because of
personality/management style of the SM or to movanother store (e.g. 2; 5). More-
over change of the DM could influence daily workitioes, both positively and nega-
tively (e.g. 3 and 6). In short, the SM’s intergsbeing supportive and encourage de-
cent work can be seen as important leadership iskdrder to get the job done and
meet performance goals. However, there are limitisow far you can beat the ‘sys-
tem Lidl’ “because there are so many demands on time manageh@aulture is so
hostile and aggressive. If you are not outspokeceitain circumstances that will be
seen as weaknessds one of our SMs put it (3).

Duty managers are characterised smieone you can trust with the keys, money etc.
These staff are paid and operate as sales asssstgnto the time the manager leaves
the store for the day then they operate as dutyaganand are paid extra for that
time” (3). Offering an employee a duty manager roleeensas first step to a DSM or
even SM role. Sales assistants have to do evekythay are asked to do by store
management.

Role of trainees in stores

We have evidence that trainees, e.g. for DSM and Dlegs, need to start from the
bottom up and work for several months in one or $taves, doing everything includ-
ing cleaning, shelf-stacking etc. (interviews with6, 7 and 8). SMs need to train fu-
ture DMs ‘and these DM can potentially move up to SOM, hstwihil be in a differ-
ent region if it takes place(interviewee 3). This can be very tricky task 8Ms, be-
cause when DMs have finished their time as traintbey are asked to come back to
his/her store and assess the performance of timedrastore. Interviewee 3 also
stressed that a trainee’s time in store might \agording to ability of trainee and
how ‘successful’ the trainee is. Factors that dffiee latter are (ibid):

= Personality clash with established team/traineragan

= Ability/attitude of trainee.

= Emergency cover requiring trainee to be placed diffarent store preventing
continuous training/development.

Measures to prevent fraternisation of employees

Lidl had a policy in the past to avoid ‘fraternisat. However, this has slowly been
disappearing. It is not such an issue anymoredgples and friends should not work
in same store. However, meetings between storeoyiegs and SMs outside work
context are still discouraged

Unpaid over-time

Unpaid overtime used to be common for all employees&idl stores and still is
common especially for salaried staff (store, DSM &Ms). They especially — in-
cluding district managers - need to step in anckwimpaid overtime when store turn-
over and performance is weak. One interviewee W) worked in store and as a

- 220 -



DM, estimated that SMs and DMs usually work anywheetween 65-100 hours a
week. Unpaid overtime (and being on call all tmeet) was also quite wide-spread for
non-salaried Lidl staff in the past. Examples giware mainly related to problems of
store management not running the stores properlghadreates a ‘need’ for unpaid
overtime and to the use of unpaid overtime to gdise disobedient or non-
performing employees (e.g. 4 and 7).

However, since the HQ has introduced a new clockingystem (PZE & PEP) the

amount of overtime seems to have dropped, espetialhon-salaried staff. The new
technology keeps a more accurate account of emglvpeking hours. It was actually

introduced to discourage the extensive use of unpaertime (3). We were told (ibid)

that there was an accident with a SM who faintedstvalone in the store and was
found later by members of staff. That is why the ld@specially keen to discourage
managers [from] staying on late and arriving veaghe(ibid).

An example why overtime seems to remain a problenséalaried store staff is be-

cause DMs often make decisions at the last miruast minute decisions might oc-

cur, for e.g., because of the company’s memo systemday Memos’ have replaced

the old system of two previous memos (on Saturdayué&sday). The details on these
[Friday] memos must be followed 100% without quastexcept on occasions when
higher management decide otherwise (3).

Age, gender and ethnic background of SMs, DSMswamklers

Most of the employees who work in UK Lidl storegiseto be in their 20s and 30s,
only a few seem to be older than 40. Lidl also se&rattract many employees who
have migrated to Britain in all roles at store leaed also at DM level. However, one
interviewee (8) with Pakistani ethnic backgrounparted that she worked in a mainly
white British store. That is why she asked to bevedoto store with broader ethic
mix.

Gender structure in stores seems to be mixed. Henvthere is a high likelihood that
SMs are male.

There also seems to be an informal rule that DMsvary young (in their early and
mid twenties). They are also often freshly graddatath no managerial experience.
Store managers are often older and more experietiged DMs. Some SMs have
worked their way up in Lidl-stores and others h&esn managers in other firms.
However, this might change in future if they shifeir policies to exclusively recruit
only graduates for SM positions (see below).

Recruitment, education and training at store level

For SMs there were three career paths in the gabbttom-up careers; b) recruitment
of graduates and c) of experienced managers.

Lidl seems to have plans now to exclusively recguaduates for SM positions be-
causenew young graduates may be more inclined to fotlewbook than older estab-
lished manager§3). This still seems to be more an informal ppkt the moment and
has not been announced officially.

All Lidl employees were trained via a buddy systenthe past, meaning that an ex-
perienced member of staff gave some a few dayvenm a few weeks’ of induction
training depending on the position targeted. Thiduction was described as both
quite helpful (3) as well as insufficient (7) byranterviewees.
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However, Lidl introduced a more formal in-storeinmag and appraisal system in
2011 (see Appraisals Guidelines). These four wexgkasals need to be completed
by the employee first, then there is an appraissting with the SM (ibid)The ap-
praisal covers team integration and personal acclishments, job knowledge and
targets and other comments. Scoring for each sedsid-3 with 1 being good and 3
below average. Once completed the appraisal is teetite payroll dept to be kept on
the individual's personnel fil€3). The form has finally to be signed off by Desci-
plinary Manager who also deals with issues wheggaper and appraise disagree.
Reasons given for the new training passpuay include eliminating workplace mis-
understandings, improving performance and effigyeoicstaff, reduction in turnover,
professionally documented procedures and increasipgofessionalism of
staff...Currently it is difficult to discipline an @hyee over a breakdown in proce-
dure if they have never clearly been trained tatdo the first place(3).

The ‘grand parent rule’

The grand parent rule has been described as follgwsterviewee 3: a disciplinary
manager is a “Grandparent Manager”. These are:

Regional Director.

Sales Operations Manager.

District Manager.

Store Manager and Deputy Store Manager.
Duty Manager and Sales Assistants.

agrwnrE

The DM is the “grandparent” or disciplinary managmrthe duty managers and sales
assistants. The SOM is the “grandparent” or digwpy manager for the SM and
Deputy SM. The Regional Director (RD) is the DM'saplinary manager for sales
assistants

To what extent are there third party employeefestore?

One interviewee (3) mentioned he had come acrdssostractors in the following
areas during his time with Lidl:

Security

Chiller maintenance.

Building maintenance.

Pest control.

Roller shutter door/security door maintenance.
Landscaping.

5.13.3 Part-time and working time management

There is limited evidence of the national IR systémullective agreements, work
place representation) having an influence on warkime arrangements in stores and
on full-time / part- time contracted hours. Howeuad| does appear to be responding
to legal requirements on employment conditiond@rtew human resource policies it
has introduced. The new clocking in system had #isoeffect of reducing unpaid
overtime of employees and control overtime whickesaemployee working hours
over 40 hours, which is in breach of working tinegulations-this now requires em-
ployees to sign an opt-out of the regulations. Weking time regulations impose no
limits on management working hours but health aafdtg considerations seem to be
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influencing the requirement for managers to avoidessive hours especially when
they are in the store on their own.

Changes to the appraisal and training systemsrtodicse practices could be partly
linked to the need to show that employees have iaened about performance short
comings and had the opportunity to improve as a®lleceive adequate training to do
their work if the company is to be successful iscgplinary proceedings against them.
The few instances mentioned by USDAW reps of thepresenting Lidl employees in

disciplinary cases may have had some influencéigratross Lidl's UK operations.

Recruitment of ethnic minorities seemed to be griced by the area in which the
store was located with higher proportions in thedan stores investigated. We found
no examples of pensioners and few of students wgrki the stores. This may be
linked firstly to the physicality of the jobs untiken in the discounter stores as well
as to the longer working hours in employee congtathe sheer physicality of the

work seemed to have an impact not just on the dgenployees, both at store level
and in store management, but also on the gendeciasffe were informed by a SM

(3) that part of his recruitment had involved waoikian unpaid morning delivery

shift, which was the toughest area of work in tteges This may lead to older workers
and women deselecting themselves from working oil br the management being
able to legitimately claim that they would be ureatd do the work required of them.

Organisation of rostering (short notice or in adea)

Rostering seems to be almost exclusively done bg 8My. However, SMs allocate
working hours in regard of status (hierarchy irresf@and of performance of individ-
ual employee&urthermore factors that will determine rosteringaisions of SMs are
store turnover, busy periods of trade, "safe keyduwaer", working of stock delivery,
and of course the weekly change overs that takeepbm a Wednesday and Sunday
"close" (3).

There seems to have been severe problems in thevplashort notice on rotas and
employees being asked to be on call all the tinmat s why some of the interviewed
former employees left (e.g. 4). With the introdantiof new human resource policies
the organisation of rostering seems to be fairastMmployees currently working for
Lidl stress that rostering and work schedules areedvell in advance.

Remaining rostering problems seem to be relatgueteonalities and personal man-
agement styles of SMs and DMs.

Hours worked above contracted hours

SAs and DSMs are on contracted hours and mosteatf the talked to need to get as
much as possible to make a living (e.g. 2). SAsinegyet approval if they intend to

seek employment in another company, while still lygd by Lidl (see contract of

employment, clause 15.1., p. 4)

Lidl has recently introduced new rules and the gmsiof a Personnel Welfare Co-
ordinator (PWC). Interviewee 3 explairtdourly paid workers are only permitted to
work 10hrs above their contract, or this will badfed to the PWC. Also if an em-
ployee’s hours exceed 40hrs then the PWC will irmgisan emergency “opt out” be-

ing signed...
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Denial of additional hours as punishment

This seems to be the case and is especially useis¢pline employees. SM (3)
stresses e.g. that it qaite important, most people want extra hours a@sl yt is still
used as a method of reward where possible. Furtbermf an employee consistently
under performs, then it is a natural course of aetto reduce this person’s working
hours to a minimum by replacing them with a highfggening individual. Moreover,
we learned about a case where a new DM introdugd shifts from 11pm to 6am
in a London based store, mainly for shelf stackidmght shift work, however, was
not part of the SA’s employment contract. HoweVes,was forced to work at night
even though he does not like it because he needs #xtra hours to make a living

(2).

Grievances about manipulation of hours worked, uthpaertime, etc.

Most grievances and complaints raised by formel éidployees were about unpaid
overtime. One claimed that he was actually sacles@dse he refused to work unpaid
overtime (4). However, overtime is now handledeatétly for contracted employees
(see above). There are also more professional inuj@ace since 2009 on how to deal
with grievances (SA induction pack, pp. 13/14) awbid harassment at the work
place (ibid: pp. 16-18).

There were also complaints about having to be draltdhe time by past employees
and about heavy and repetitive work tasks and awtgballowed to use the toilet or
have breaks. SMs can e.g. get in serious troultkeeyf are not obedient to upper level
managerial demands or disliked by DMs. We learhead (false) accusations of theft
have been used by e.g. DMs in order to start diseify actions or sack people in-
cluding SMs (3).

In general we found that Lidl employees do not dypeniticize practices at Lidl or
talk negatively about the working conditions. Thisy be due to the fear that they
will lose their jobs if found out.

How are breaks handled?

It seems generally to be difficult for all storevdé managers and employees to have
breaks given the performance pressures they arer.uBdpecially in interviews with
former Lidl employees we learned that breaks haenhised as control tool by man-
agers (e.g. 7). However, we also learned that Sdéslmo step in at the checkouts to
give some room for a short break for SAs (3).

Seniority payment and bonuses for SMs

We learned that e.g. a SM might get a senioritynpayt but this is capped now for
SMs. There also were bonuses more or less everywaked for Lidl, but people
frequently have no clue how this is calculated whg he gets these bonuses. The bo-
nus just appears on the pay slip.

5.13.4 Industrial Relations and Interest representation

The organisation of Lidl employees seems to beattcdctive for large unions such as
USDAW because the firm is seen ey anti-union(see group interview 12) and
stores are seen as temall to organise effectivelfjbid). USDAW has decided to
concentrate its organising activities primarily tie four of the five big UK food re-
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tailers and gave up on smaller ones such as tliediseounters after initial organis-
ing attempts failed. Regional and area reps (irea@es 9 and 10) however told us
that they have a few members working for Lidl andiAnd the USDAW reps have
even represented a few of them in court. But therudoes not generally now much
about them and does not know how many of their neembverall work for Lidl or
Aldi. One area rep (11) summarises these problesn®libws: Members in such
stores do not give you a telephone number or waptcantact with the union in case
the management finds out they are in a union aeg tet into trouble so there are
problems getting in touch with such members- Yauldn have a chancelhus, un-
ions appear to have no influence on employmentidt ¢tores whatsoever and the
few employees who are members only want contact thé union when they get into
difficulties with the stores as in the case of gikeary action.

Collective agreements

Lidl has not negotiated any collective agreemerits tkade unions not does it recog-
nise any unions.

Pay structure

Lidl UK seems to be an attractive employer at fsigjht for both low skilled and
skilled (graduate) employees because Lidl pays svagech, according to our inter-
viewees, are quite competitive and above the imgwssctor average. Our Graduate
DM trainee said that the main reasons she joindtlwas the higher salary in com-
parison to the salary she would have earned aadugte joining a London based law
firm after university. They also offered her a canyp car. However, she also stressed
that she learned rather quickly that the earnimgsaatually rather low when she cal-
culates in the excessive amount of hours she wasddo work.

In job adverts and company brochures (2011) weddhba following starting salaries:
a) Store Assistants: Starting salary £6.50 per hawide M25 £7.10 per hour)
b) Deputy Store Managers: Starting salary £21,00@Gpeum

c) Store Managers: Starting salary £32,000 per anmew (olicy (3): salaries are
capped at 38K),

d) Graduate Store Managers : £32,000 per annum

e) Graduate District Managers: Starting £33,000 pagiso £38,000 pa upon com-
pletion of training & earn up to £53,000 pa witBiryears.

We also learned that a Regional Sales Manager weald approx. £65,000 and a
Regional Manager approx. £120,000 pa (6). The bajhries relative to the rest of

the food retail industry makes any shift into maragnt with a different company

problematic as it would mean a salary cut and pitsspective employers, when they
see current salary with Lidl, assume the managetgdwnot be interested as they pay
a lot less for the same positions according to a($V

5.13.5 Concluding comments

The introduction of new HR polices and IT systemspgécially the new clocking in
system) has led to a greater formalisation of vaorét employment in UK Lidl stores.
This can be seen as a move to greater professatiah. New formal procedures are
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in place now to prevent some of the past problemsorted in the ‘Black Book’
(2004), and to help improve Lidl's public image.

Performance and work organisation of stores ibwaity much dependent on the skills
and abilities of store management to run storesct¥ely. If a store manager lacks
such skills or has a problematic personal managestgle, we can expect a high
likelihood that work organisation and employmenthe stores will also be problem-
atic or even precarious. Relationships betweenre staanagement and upper level
management, especially of DMs and SOMs, can belgmddiic too. If these manag-
ers are inexperienced (new graduates), or havedattan or bullying management
styles, relationships with the often more expeeh&Ms might be negatively ef-
fected.

5.14 Lidl in the Republic of Ireland

5.14.1 Introduction

Lidl entered the Irish market in July 2000, it nbas over 160 stores on the Island of
Ireland and about 140 stores and three distribud@mres with around 3,000 employ-

ees in the Republic of Ireland (ROI); approxima#0p employees work in Northern

Ireland. Stores in the ROI open 8.00-21.00 MondaiSlay and 10.30-19.00 on

Sundays. Lidl is incredibly secretive and descrilbgdone journalist as having a

...Dracula like aversion to the public-limeligf®kelly and Byrne 2008).

In Ireland there are two Regional Directors and tegional centres one for Northern
Ireland and one for the ROI. In the ROI there gmpraximately five Sales/Operation
Managers who each control about 30 stores and sippeitely 35 District Managers
who control 3-5 stores each. The District managen® about € 60-80,000 per an-
num. The job of district manager is tough, this ager has to be ‘hard’ and put a lot
of pressure on store management to make sure tkeey their targets. One manager
says that district managers often only last forul®years then they either get pro-
moted or leave the job. The DMs are expected toensake that stores meet their pro-
ductivity targets and likewise Sales Operation Mgana have responsibility for tar-
gets in their region. The company operates a systiemternal auditors as well as
regular inspections from district managers.

Very similar to the fast-food industry there isa df emphasis placed on the sales
labour cost ratio and waste and shrink, this isalgueferred to as WIPS: Write-Offs,
Inventory, Personnel and Standards.

5.14.2 In-store management structure and skills

There is no recognized union at Lidl and no infleeeirom the national IR system
regarding management and skill development norrdsggb descriptions and job
allocation in stores. There is no evidence of snbagted work or vendor replenish-
ment from suppliers. At store level there is a &thtfanager and (depending on the
size of the store in terms of its sales turnoveg or two Assistant Managers. A typi-
cal store usually has between 15 and 20 part-tinmiglayees. These are made up of
two or three supervisors or ‘anchors’ who usuallyén20 hour contracts, around 8-12

- 226 -



part-timers on 10 hour contracts and a small nunobevorkers on very short 2-5
hour contracts.

Store Managers and Assistant Manager

Store managers (SMs) are usually recruited extgriaad have a 48 hour contract
and normally earn about € 55,000-60,000 gross peura, but they are expected to
be available 24/7. Respondents suggest that thegessi job is like a labourer’s job
in that it is physically very demanding, with maregexpected to do every aspect of
the jobs in the store. There is however, a conalderdifference between the work-
load of the stores that recently opened and stbegshas been established for a length
of time. There is more work if the store is new;dugse inexperienced workers do not
have the same efficiencies, which become builtverdime. The Assistant managers
take on most of the same roles of store managkeiSM is not there. Assistant man-
agers usually have some educational qualificatibnsmany of these may be foreign
workers with for example foreign degree qualifioas.

One SM in our study was working 80-90 hrs a weellags a week, plus on his day

off he was organising the rostering of part-timgfgwhich takes another 3-4 hours).

More recently he has been doing 60-70 hours a Wweekuse he simply cannot take
the pace of work. This kind of long hours and udparertime scenario was also re-
ported in Hamann (2006). The unpaid additional kaare said to be necessary to
keep the part-time wage bill to a minimum. In othwrds if sales turnover figures are

low the manager must send part-timers home with thegirs and does the remaining
work himself unpaid. In larger stores where theme more assistant managers the
work can be shared out more fairly. There is soméeace to suggest that different

managers have a different attitude to their workkeis may be due to their previous

experience of working in other retail firms or thpersonal characteristics.

There is no overtime pay for salaried managerssesist@ant managers, if the store
manager does not meet his sales and labour cestdasgets then the manager will
as one manager out itrreceive a lot of hassle from his District managéne sales
turnover of the store also determines how manyrisdlananagers are employed in
the store.

Work Organisation

The work follows the Lidl ‘four pillar model’: cleastore, fresh produce, no gaps in
shelves, minimum queues. Female members tend tglgeton the checkouts, but
they are also asked to do other jobs when therea@@istomers. The most demand-
ing job is the job of ‘packer’. Packers are usuallgles and they usually work the
morning shifts starting from 6am or 7am. Packensgothe pallets on trolleys into the
store from the warehouse and then unpack themg®bds are packed in boxes and
held together on the pallets by plastic. They atgally one meter wide and about two
meters high and extremely heavy. Workers must remine plastic, remove the
boxes, empty the boxes and put the goods on shetvesfrigerators, workers must
then clean up (for example dirt falling from potgoor fallen produce on the floor),
they must also check sell by dates and the qualifyesh produce and must dispose
of any waste produce all within a strict time limihey must then return for the next
pallet as fast as possible and begin again. Simet limits imposed to unpack pallets
and there is a constant pressure to make surenbdimits are met. So for example
to complete all the jobs for one pallet of freslbdarce (fruit and vegetables) should
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be completed in 30 minutes, for a pallet of bre@drinutes, for chilled products 40
minutes.

Despite the fact that it is virtually impossibledomplete these tasks properly in the
allotted time, if the packer does not meet these timits then the assistant manager
or store manager will want to know why and will gsare the worker to work faster.
Repeated failure to meet these targets or everig® am out of date sell-by date on a
product (even on only one occasion) can resultsoiplinary warning from manag-
ers. One worker who did receive a disciplinary wagnfor missing one out of date
sell-by-date on one product in a refrigerator comtg hundreds of products, pointed
out that when an internal audit is carried outhi@ $tore, up to eight people check for
sell by dates taking approximately 15 minutes dacbo through all the produce in
the refrigerators (a total of 2 man hours), yetweker only has a small fraction of
this time (about 30 minutes) to do the same task.

Training

SMs usually start as an assistant manager, tratakeps 3 months and after 4 months
they usually take up a store manager position. fféieing is short and procedure
driven. They are moved around a lot to other stores40-50 mile radius of the store
where they start until they get their own storec©mestablished, SMs are also ex-
pected to move around to different stores at redti short notice. One manager
worked in five different stores from Dublin to Stigagnd Galway in the space of 3
years, making a stable home life almost imposslbt#.also offers the possibility for
assistant managers to study for a Retail ManageDegtee with Diploma in Busi-
ness Studies and the small privately-owned FEtutgin Dublin Business School.
Lidl pay the programme and also pay a salary, wsrkedertaking this route start on
16,000 per annum. However, none of the respondrets of anyone that had under-
taken this programme.

Workforce characteristics

Hamann (2006) suggests that Lidl Ireland has eepeate for single mothers and mi-
grants workers especially ‘Eastern European anché3ei workers — or what Royle
(1999) defines as ‘acquiescent’ workers. Respomsdentfirmed this, suggesting that
70-80 percent of the workforce are non-Irish, mahwhom did not originally plan to
work long-term in Ireland, however, many have stigee to few job opportunities
elsewhere. Many of these are from Poland and @&hstern European countries, with
some Chinese workers mostly found in the DublirmaRespondents estimate that 60
percent of employees are women. Most of the orglifrish employees at store level
are either students or housewives, again refleadimgmmon trend in the Irish and
UK fast-food industry workforce (Royle 2010).

Health and Safety

Although there is an accident book injuries aremfhot reported. This is because
managers are worried that this will result in aspiection from head office, and jeop-
ardize the managers’ career. Workers are alsoelgltb press the issue if they hope
to acquire more hours from their manager. Traingngupposed to cover basic han-
dling procedures but in many cases the pressurevdok to be completed quickly

means that most training is never undertaken bykevsr workers are simply asked to
sign a paper saying that they have received trgunihe physical nature of the work,
unloading large numbers of pallets and stackindveBaneans that accidents or inju-
ries are not uncommon. For example ‘packers’ havase knives to cut through the
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plastic that holds the loaded pallets togethertlyp@ecause of the time constraints
imposed, but also because it is impossible to @ojtf with the hands alone. In one
store safety knives were only provided by the stor2010, previously workers had

had to provide their own knives to cut the plassimne of these knives were unsuit-
able and dangerous, in one case leading a knife litabreak injuring a workers’ eye.

The case was not reported largely because the radabnot want it brought to the

attention of his seniors.

Although the Lidl health and safety rules say twatkers should not remove large
packages which are above eye level on their owrgafty packers are often rostered
to work alone and due to time constraints they havenload all items themselves.
This leads to frequent problems with back injuaesl other physiological problems.
One ex-worker reported that after seriously cuthigghand (which required stitches)
he went to hospital, but was expected to returnedhiately to work. It is not unusual
for sick days to go unpaid as managers changeoiterrmaking the sick day a day
off. In addition some workers suggest that manykes will not stay off if sick, in
fear that they come under pressure to leave therjblave their normal hours cut.

Checkouts still have to meet the 35-40 items pewuiai target, workers suggest this is
again used to keep the pressure on workers. Somemsasuggest that cameras in the
store, although supposedly there to watch for sfimg and monitor other incidents
involving customers, are also used to monitor theirk.

By law workers are not supposed to do more thanshife after another unless they
have had an 11 hour break, but one ex-worker regdraving to do illegal back to

back shifts. Workers are also supposed to getraithbte break after 4.25 hours, a 30
minute break after 6 hours and a one hour bredk déigurs. Workers report that in

the past these breaks were often ignored or slemitby managers, although some
reported that this situation had improved in that {@ear. However, several also com-
plained that the nature of the rostering systemamtgbractically impossible to get

proper breaks because managers’ usually rosterekiergofor 3-4 hours work slots

per day. Even if for example they were then askeddrk an extra hour they did not

get the paid 15 minute break they were entitledtd,were simply told to clock out

and go home.

5.14.3 Part-time and working time management

The relatively deregulated Irish industrial relasosystem means that its effects on
Lidl regards working tine and the proportion of tg@me working allow Lidl to do
want it wants in this area. Lidl are more or legefto set working time arrangements,
there is no collective agreement and no work ptepeesentation.

We estimate that around 80 percent of workers ({@aB@D0) are employed on part-
time contracts. Workers have to clock in and out ims not unusual for some work-
ers to be asked to work longer than their clocketaurs if the store is behind. This
‘off-the-clock’ work is also common in the intermatal fast-food industry and in
other giant grocery retailers like Wal-Mart (Lichgtein 2009; Royle 2010). Schedul-
ing is carried out unilaterally by the store mamageassistant manager. One store
manager suggested that part-time workers labourouer is very low, yet these
workers are usually only employed for between 3 ardhys per week. In addition
part-time workers have to be available for workiay time between 6am and 11pm.
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Decisions on the scheduling of hours are entiralsebl around sales turnover and la-
bour cost ratios (very similar to McDonald’s). Tétere manager has to focus on pro-
ductivity which is calculated by dividing the salegnover by hours allocated to
work. If too many hours allocated to work or sal@gjet has not been reached, man-
agers must cut part-time hours. Most contractkapt very short between 2-5 hours
or 10 hours contracts, only a small number of wiarlget 20-hour contracts and su-
pervisors get 30 hour contracts. Supervisors ugsisdrt at about €14.00 per hour
while wages for ordinary workers vary between €QGnd €13.20 per hours depend-
ing on years of experience and in some casesaefatiith their managers. The idea
of such short contracts is to be able to send werkeme if sales turnover is low. The
SM and AMs then do any extra work to compensate.

Working Hours

In a typical week one worker with a 20 hour contfacsupervisor) was given the fol-
lowing hours in April 2011:

Table: Typical weekly hours allotted by management 20 hours contract

Date Time of day Hours offered
14 April 6.00-9.00am 3.0

15 April 3.30pm-10.30pm 6.5 +break 0.5
16 April 3pm-10.30pm 7.0 + break 0.5
17 April 12am-4pm 4.0

Total 21.5 hours

Table: Typical weekly hours allotted by management 10 hours contract

14 April 7.00-10.00 3.0

15 April 7.00-11.00 4.0

16 April 6.00-10.30 4.5 hours (no break)
17 April 7.00-10.00 3.0

Total hours worked 14.5 hours

Although this is said to be one of the better jobthe store, despite frequent requests
and four years employment with the company, thisketocannot get more guaran-
teed hours. It is very rare that part-time work@gen on 20 hour contracts) will re-
ceive more than 30