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SUMMARY

This research project set out to examine the factors

determining the growth of part-time labour in the service

i

ector in Great Britain and to consgider the industrial

implications of +this growth. It

[
o

argued that the
appropriate theoretical framework for analyzsing the demand
for +this form of labour starts from +the position that
managements”™ labour use decisions are influenced, but not
exclusively determined by, the range of products or service

to be delivered and the nature of the production technology

chosen. Given these decis

[urs

on

n

, how work is actually
allocated and the mix of labour forms employed will be
shaped by the economic environment within which the
organisation operates; the constraints on labc
utilisation applying within the organisation; and the
labour supply conditions it experiences. The fact that each
organisation 1is a physical entity shaped by its development
and past decisions on technology, product lines, managerial
styles, and =0 on, will ensure that even when these
environmental factors apparently 1leave little 1room for
manoeuvre organisations will not react uniformly across
sectors or industries. Labour use decisions are not simply
constrained by exogenous factors but also shaped by these

internal considerations.

Adopting +this as the appropriate analytical framework

'

for a study of the growth of part-time employment impose

W

considerable resource demands. It implies that a
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comprehenasive examinations of this topic should bes built on

data drawn from those employing such labour; those who

R

choose not to; thozse who, through choice or neceseity, work
on a part-time basis; and the main "third parties” shaping
the environment within which such emplovyment decizions are
taken. The present study was unable to gain access to
primary data ACross this wide range of sources, instead
reliance was placed on two surveys conducted in 1987 .and
1988 for primary information, supplemented by the academic
literature on the subject. The first survey was directed at
employers in the service sector in a single labour market.
One ‘hundred and‘ geven establishments cooperated, (a
response rate of 71%), providing a wide range of
information on their workforces, their product markets,
their industrial relations, and their labour use atrategies
through = semi-structured interviews and data sheets. The
second = survey was directed at part-time employees mainly in
distributive trades, and was more narrowly focused on the
attitudes and perceptions of part-time workers +to +trade
unions. Seven hundred and thirty-four employeess across
Great Britain provided usable returns in this survey, a
‘response vrate of 45%. This thesis is structured round these

two primary data sets.

The first chapter very briefly identifies the
dimensions of the phenomenon under examination, leooking at
ratterns of employment changé in the service sector and the

international and historical trends in part-time emplovment.



Chapter 2 examines in detail the post-war +trends in
part-time employment before reviewing the literature on the
demand for this employment form including a detailed
consideration of the "Flexible Firm® model associated with
regsearchers at the Institute of Manpower Studies. This
leads to a classification of potential determinants of
demand for such labour under seven headings. These focus on
the specific content of part-time jobs; the product market
conditions facing firms; the contribution of part-time
labour to capital utilisation; the relative cost advantages
of part-time labour; the nature of the +trade union
constraint on the use of such workers; supply-side
recruitment/ retention problems; and the relative
functional and numerical flexibility of part-time workers.
The ohapter} conqludes ﬁith a section on the influences on

employment structure adopted in the remainder of the thesis.

Chapter 3 tests a number of the hypotheses embodied in
the rationales specified in the previous chapter using +the
data from the management survey, analysing the public and
private ééctors separately. Management responses are
detailed, and multi-variate techniques are applied to
identify the variables significantly associated with the
use of part-time labour in these sectors. In the latter
part of :chapter 3 and throughout chapter 4 the
multi-variate analysis is supplemented by qualitative data
to draw out the intra- and iﬁter—divisional differences
occurring 1in the use of part-time labour. Five independent

-8—'



variables proved to be statistically significant for the
sub-sample of private asctor establishments, size,
industry, national insurance contributions, shift systems,
and a trend towards a shorter working week. In the public
sector the emaller number of organisations resulted in a
heavier reliance on qualitative evidence, perhaps the most
notable result is dramatic variations in the strength of
the influence exercised by trade unions on labour use

decisions across the sector.

The analysis of the factors shaping the demand for
part-time workers across the public sector was more
successful than the equivalent analysis of +the private
sector as a whole. This reflects the heterogeneocus nature
of the service sector establishments across the four SIC
Divisions covered in the survey. An adequate analysis
required the sample to be dissagregated, and the results
presented in chapter 4 indicate a distinct set of
determining factors shaping the use of part-time labour in
distributive trades, transport and communicaticns, the

financial sector, and in the category of “Other Services’.

Givéﬁ the coverage of the demand-side in the first
half of the thesis, the second survey should, ideally, have
looked at the enabling and constraining factors shaping the
labour supply decisions of part-time workers. This course
was not followed, firstly due to resource constraints, and
secondly due +to the range and quality of recent academic
work in this area. Instead it was decided to focus on one
of the central themes running through the first survey, the

-9-



impact of +trade unions on the employment mix, and to
consider the implications for trade unions of the growth in
part-time labour. Data on the attitudes and perceptions of
rart-time employees is very difficult to acquire in this
area and assistance was sought from trade unions in the
conduct of a survey of these workers. The result was a

fw)

national survey of workers mainly employed in distributive

trades.

It is argued in chapter 6 that the growth of part-time
employment has wide-ranging implications for the future of
British +trade unions. It could potentially affect the
recruitment strategies they adopt, the range of specific
services they provide, the nature of the training they
provide to full-time and lay officials, the methods of
union/member communications they adopt, the range of social
and politicél issues they address, and so on. The analysis
in chapter 6 mainly focuses on the issue of the
unionisation of part-time workers because the question of
membership precedes many of the other potential changes
which an increasing proportion of part-timers in the
labourforce could bring about: The 1literature on the

unionisation of full-time employees is reviewed and a range

of establishment, job and personal characteristics are

identified which may exercise some influence on the
unionisation decision. These are then tested on the data
set of pagt—time workers to establish whether there are any
essential differences Dbetween these two groups of workers
across these characteristics. It is concluded that the main
in

difference concerns the variable “weekly hours worked’,

-10-



other words, part-time employment status,

negatively associated with unionisation. Much of the

discussion in chapter 6 is concerned with exploring reasons

why this relationship holds and considering what changes

trade unions would need to make to their policies and

practices to increase the probability of part-time workers

joining their organisations.

The final chapter in the thesis draws a range of

general conclusions from the two primary data sources and

the literature reviewed in the study. The question of the

adequacy of the theoretical framework ia addressed,

followed by a discussion of what the =study evidence

suggests about the future growth in the demand for

part-time labour in Britain. This is followed by an

analysis of the existence and strength of trade union

opposition to thée growth of part-time labour, and of the

adaptability of the unions to the new conditions created by .

the growth of part-timers and other peripheral labour
forms. Finally, there is a brief consideration of potential
changes 1in public policy as they would affect the growth in

the demand for part-time employees.

-11-



CHAPTER 1
INTRODUCTION

This thesis is concerned with part-time employment in
the service sector of the British economy. The service
sector, defined as 1980 Standard Industrial Classification
Divisions 6 to 9, now accounts for over 68% of employees in
employment, over 50% of output and over 40% of investment
undertaken by British industry (Department of Employment,
1889). In terms of employment, the relative importance of
the sector has been increasing over the 150 years in which
data have been available, with the relative growth in’ the
last decade being particularly marked. In the period 1977
to 1987 the proportion of employees in service industries

grew from 57.4% to 68.1%.

Despite the growing importance of service industries,
they remained, until recently, a relatively neglected aresa
of study for labour economists, industrial relations
specialists and policy makers. The reasons for this neglect
are complex and numerous, but they undoubtedly include,
inter alia, the perception held by early economists that
only certain types of economic activity were “productive’.
For example, the Mercantilists focused on bullion
generating export activities as being the key to economic
success, the »Physiocrats placed a similar emphasis dn
agricultural activities, Adam Smith argued that labour was
productive only if it generated an enduring physical
product, and so on. In more recent times the subordination

12—



of +the service sector has reflected the impact of two
arguments. The first suggests that manufacturing industry
is the principal engine of economic growth through its
impact on technical change, productivity and real per
capita income. The second argues that manufacturing
rerformance is the key to sustaining a satisfactory balance
of payments. This latter view seems to be mainly rooted in
the fact that the value added in manufactured exports is
significantly higher than in  services, | and that
traditionally manufacturing has accounted for the majority
of British exports by value. While these points are
undoubtedly true, the British economy’s dramatic loss of
world market share cover the last thirty years has occurred
in both manufacturing and services. This suggests that the
appropriate ©policy responses to this long run deterioration
in our balance of payments position should focus on
underlying structural problems in both sectors, rather than
relying exclusively on the regeneration of manufacturing or
on the assumption that service sector exports can
financially compensate for the loss of market share by

British manufacturing industries.

The resurgence of interest in the service sector in
part reflects the dramatic changes occurring in both the
level of unemployment and in the composition of employment
in the '1980°s. These developments have focused the
attention of policy makers on the sector as a source of
employment creation. (see, for example, Department of
Employment 1985; The House of Commons Select Commithtee on
Trade and Industry 1985). This has led to some

-13-



reorientation of research interests towards the sector, but
as yet there is still a limited hody of published work on
specific aspects of service sector employment and the

policy implications arising from the increased

importance
of these industries.
Section 1:
Patterns of Employment Change in the Service Sector

The growth of employment in services over the last
decade has ndt been uniform through +time or across
industries. Considering the British economy as a whole over
the last decade, just over 2 million jobs wére lost between
1979 and 1983, almost 10% of all jobs in the economy, while
over three quarters of a million job have been gained up to
1987 (Department of Employment, 1989). The experience of
production and services industries differs dramatically in
these two sub-periods. Service industries lost around
80,000 Jjobs in the recession of 1979-83, juét o?er 0.5% of
the total, while gaining over 1.3 million in the recovery
of 1983 to 1987, a growth of approximately 10%. In contrast
production industries, defined as 1980 SIC Divisions 1 *o
5, 1lost one and three quarter million jobs in the recession

and went on to lose a further half million in the growth

period to 1987.

Considering only the services industries, it is useful

~14-



TABLE 1.1

‘Employees in Employment in services: by industry at June each year

Great Britain Division
SIC 1980 Class or
group
All industries and services 0-9
Service industries 6-9
Distribution, hotels, catering, repairs 6
Wholesale distribution 61
Retail distribution 64 .65
Hotels and Catering 66
Repair of consumer goods and vehicles 67
Transport and communication 7
Railways 71
Other inland transport 72
Supporting services to transport 76
Miscellaneous transport and storage 77
Postal services and telecommunication 79
Banking, finance, insurance 8
Banking and finance 81
Insurance, except social security 82
Business services 83
Renting of movables 84
Owning and dealing in real estate 85
Other services 9
Public administration and defence 91
Sanitary Services 92
Education 93
Research and development 94
Medical and other health services 95
Other services (social welfare etc) 96
Recreational and cultural services 97
Personal services 98

1977

22,126

12,699.5

3,956.4
816.8
2,052.4
861.6
190.4

1,431.5
183.0
454.7
113.9
140.6
411.3

1,494.9
408.2
200.5
713.7

93.6
78.9

5,816.7
1,685.3
248.4
1,562.1
114.1
1,150.4
466.8
393.9
195.7

1980
22,458
13,383.7

4,240.1
894.1
2,134.7
959.3
211.8

1,464.5
182.1
451.0
115.4
161.7
428,2

1,668.7
454.1
220.1
803.5

97.4
93.7

6,010.5
1,615.9
309.5
1,585.8
120.9
1,213.5
548.9
429.0
184.1

1982
20,916
13,117.0

4,058.2
870.7

1,984.1

958.7
204.5

1,359.8
163.3
405.6
102.1
151.8
427.7

1,770.8
467 .4
219.6
889.0

89.7
105.1

5,928.2
1,541.6
283.1
1,541.3
111.1
1,257.7
579.9
436.7
176.9

Change 1977-87

1987
21,325
14,507.5

4,380.9
915.9
2,073.9
1,095.2
245.2

1,326.2
138.0
442 .3

86.9
149.2
438.0

2,299.2
547.7
239.5

1,271.5
111.3
129.3

6,501.2
1,592.6
387.7
1,645.5
107.0
1,266.2
794.8
516.6
190.7

Number

-801.0
1,808.0

424 .5
99.1
21.5

233.6
54.8

-105.3
-45.0
-12.4
-27.0

-8.6
26.7

804.3
139.5
39.0
557.8
17.7
50.4

684.5
-92.7
139.3
83.4
-7.1
115.8
328.0
122.7
-5.0

per cent

=

!
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to disaggregate the picture by industry, ownership
forms, séx and employment status. Table 1.1 identifies the
changes in employment in services by industry (SIC Class)
from 1977 to 1987. It can be seen that changes within
Divisions are ‘as marked as.changes between Divisions, an
indication that any analysis of employment change in these
industries must be sensitive to the dangers of generalising
about the sector as a whole. Some industry classifications,
such as Business Services (83), Real Estate (85) and Othef
Services (Social Welfare eté) (96), grew by over H0% in the
decade. In contrast, employment in Railways (71), Transport
support services (77) and Public Administration and Defence

(91) declined significantly, in the first two cases by over

20%.

Data on employment by ownership of establishment are
not available, but a rough public/private sector employment
distribution can be constructed from data on those
industries within the sector which are dominated by private
-of public sector based activities. Divisions 6 and 8 are
dominated by distribution,. hotels and catering, banking
finance, ‘insurance and busiqess services, which are almost
entirely privaﬁe sector based activities. Division 9 1is
dominated by public sector employment in education, health
and public administration, while Divisién 7, Transport and
Communication, contains a rapidly changing mix of ownership
forms due to the privatisation of British Airways, British
Telecom, the Nétional Freight Corporation and the
deregulation of bus transport..Leaving.Division 7 out of
the calculations produces private and public sector

-16-



services of approximately equal employment gize, with
- public sector service employment falling by less thén 1% in
the 1979-83 recession in contrast to a growth of almost 2%
in privately owned services. The private sector also gained
more Jjobs in the recovery to 1987, increasing employment by

14% against a growth rate of 9% in publicly owned services.

Breaking down service sector employment change over
the decade to 1987 by sex and by full-time/part-time
employment status produces the results shown in Table 1.2.
It can be seen that the number of full-time employees grew
in this period by 700,000, almost 8%, with part-time
employees growing in number by over 1 million, or almost
30%. By 1987 part-time employees formed slightly over 32%
of all employeeé in the service sector. Overall female
employment has grown faster than male, partly as a result
of relatively higher growth rates in those industries
traditionally employing a high proportion of female labour,
and partly because of a shift towards female employment
independent- of an industry effect (Robertson et al. 1982).
Given that the growth of part-time labour is central to the
issues discussed in the thesis, it is worth placing this
recent dramatic growth in part-time employment in its
historical and international contexts. However, before
doing so it 1is useful to .identify the definition of

part-time working used throughout ﬁhis thesis.

-17-



Section 2:

Definition of part-time Working

The most general definition of part-time working
available is any work-time arrangements involving less than
full-time hours.  Clearly this is vague and requires the
definition of what is regarded as full-time employment.
Thus in practice official definitions tend to use a cut-off
point for the maximum number of hours someone can work and
still be clagsified as a part-time worker. In Britain the
definition adopted in most offiéial statistics defines
part-time workers as those working for not more than 30

hours per week (except teachers - 2

o

hours). This
definition was first used in the 1971 Census of Population,
before that census respondents were asked whether they
worked “less than the normal week”. The slow trénd towards
a shorter working week that has occurred in the period
since the adoption of this definition may eventually
require a downward adjustment of the 30 hour figure, but

the official definition is adopted throughout this thesis.

Section 3:
Part-time Fmployment: International and Historical

Trends

International trends in part-time employment are
considered first, but before examining patterns of
rart-time employment in OECD countries it is necessary to

enter two caveats. The first concerns definitions of what

-18-



TABLE 1.2

Services Sector Employment Change (Employees in Employment) 1977-1987 (000s)

1977 1987
Male Z pA Male % Female %
Full-time 5,500 43.1 3,600 5,800 39.9 4,000 27.8
Part-time 600 4.4 3,000 800 5.4 3,900 26.8
Source: Department of Employment Gazette, January 1989
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constitutes part-time work. These tend to differ
across countries rendering comparisons of levels and
proportions problematic (OECD, 1985). The second concerns
the fact that OECD data relates to a point in time and
hence cannot take account of seasonal patterns in part-time
employment or the incidence of part-year work or other
non-traditional employment forms that could be viewed as
‘part-time” employment on a weekly hours basis. This point
also holds for‘ the Census of FPopulation data, the most

common source of part-time employment statistics in Britain.

Given this, during the recessionary conditions
occurring in most OECD countries between 1979 and 1983
part-time employment grew in almost every state. However,
after 1983 +the share of part-time employment fell 1in
several countries, especially in Scandinavia, West Germany
and the USA. It should also be noted that the share of
part-time employees in total employment varies greatly,
accounting for around'24% in the U.K. and the Scandinavian
countries (excluding Finland) down to around 5% in Italy,
Ireland and Greece. (OECD, 1987). The international
comparisons carries out by De Neubourg (1985) indicate that
in the eight market economies covered in hiszs study in which
part-time employment grew, the rate of increase was higher
in countries in which part-time employment represented =a
relatively 1low proportion of all employees up to the
mid-1970"s thereby 1leading to a reduction in the range of
part-time employees as a proportion of total employees
across the advanced capitalist world. In all OECD countries

-20-



women are substantially over-represented in the part-time

labour force.

Clearly +the growth in part-time émployment in Britain
is part of a wider international trend, but the rate of
increase 1in part-time labour recorded in Britain over the
last decade is amongst the highest in the western ﬁorld
(OECD 1987 op c¢cit). and certainly cannot be explained

exclusively in terms of international factors.

The changes recorded in Britain's employment structure
as a result of the growth of part-time employment is not
simply a feature of the 1980713, but can be traced Dback,
almost without interruption, to 1951. Retween that date and
1981 the number of full-time employees in Britain fell by
2.3 million (1.9 million males, 0.4 million females) while
the number of part-time empioyees increases by 3.7 million,
3 million of these being female. In other ﬁords, employing
women on a part-time basis has been thé only source of net

employment in Britain in the post-war period.

Section 4: Outline of the Thesis

Changes 1in the structure of employment as persistent
and dramatic as those briefly outlined above have very wide
ranging policy implications. For example, issues such as
the 1level and nature of education and child care provision,
the tax status of employees, the coverage of employment
protection measures, the provision of state financial

-21-



support for those on low incomes, levels of trade union

density, trade union recruitment strategies, social
atﬁitudes to employment, anti-unemployment measures etc,
ete, are all likely to be both affected by, and contribute
to, the relative growth of part-time employment. Given the
relative importance of this phenomenon, the quantity of

academic work undertaken to explain thia growth and

consider its policy implications is surprisingly limited.

Any comprehensive analysis of.the growth of part-time
employment in Britain requires three key elements. Firstly,
an examination of the enabling and constraining factors
shaping the labour supply decisions taken (mainly) by
married females over the period under study. Secondly, an
analysis of +the labour use decisions made by employers as
they affect the mix of full-tims amplovess,

amployesz, and workers with other emplovment stath

Thirdly, an integration of the legal, institutional, and

behavioural factors affecting these supply and demand
decisions. This thesis uses two primary data sources, one
on the demand side, one on the supply side, to analyse

aspects of part-time employment in Britain in +the late
1980°s. Data and other resource limitations dictate that a
fully comprehensive picture cannot be presented, but it is
hoped that useful insights can be drawn from the following
analysis which contribute +to our understanding of an

important labour market phenomenon.

-22-



The two data sets that form the empirical bhasis o

£
this research were generated by surveys of public and

.

n

private service sector employers and of part-time emplovee:

working 1in private sector services undertaken in late 198

(o2}

and in the sprihg of 1987. The employer survey was broadly
focused, attempting to identify the determinants of the
demand for part-time employees. Included in the potential
determinants considered were a range of industrial
relations variables and employer perceptions of the
relationship between pért—time employment and trade unions.
The part-time  worker survey built on this aspect of the
employer survey by concentrating mainly on the industrial

relations aspects of part-time status.

"Before presenting the analysis of tﬁese gurvey results
the post-war trends in the growfh in part-time employment
are examined and a review of the British literature on the
demand for part-time workers is presented in Chapter 2. The
description and analysis of the results of the employer
survey follow 1in Chapters 3 +to 5. The lasf of these
summarises the results and draws conclusions which provide
a bridge to the second survey covering part-time employees.
The analysis of this data set and conclusions on the
implication of the growth of part-time employment for trade
unions are presented in Chapter 6, with a discusasion of
general conclusions and policy implications oeccurring in

Chapter 7.
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Chapter 2

THE DEMAND FOR PART-TIME EMPLOYEES: AN OVERVIEW

Introduction:

The steady growth of part-time »employees as a
proportion of total employees in employment in the British
labour market is one aspect of much wider changes that have
been taking place in the structure of the labour force in
the post-war period. Male activity rates have fallen
steadily since the early 1950s, female activity rates have
risen steadily over the same period, male unemployment
rates have varied cyclically on a steeply rising trend from
the mid-60"s, and the proportion of the labour force

self-employed has risen dramatically over the last decade.

This chapter will present an overview of the academic
literature on one aspect of these structural changes, the
relative growth in part-time employment. The first section
of the chapter will briefly describe post-war +trends in
part-time “employment; the second section will critically
review the academic 1literature of the last twenty years
which attempted to explain these trends in terms of
employer demand for part-time workers; the third section
will attempt to systematically describe the range of
employer rationales for tﬁe use of paft*time labour
identifiable from this literature; and the fourth section
will present an outline of the major factors shaping the

-24-



employment structures of organisations, including the

full-time/part-time labour mix. It is these factors which

inform the content and analysis of the employver survey

reported in subsequent chapters.

Section 1

Part-tinme Emplbyees: A Description of Post-War Trends

in Britain

The existence of serious labour supply problems
appears to be the central explanation for the reluctant but

systematic use of part-time workers during the second world

war (Summerfield, 1984). However, a more positive view of

the productive role of such workers evolved by the war’s
end. Employers are reported as perceiving positive
advantages in this form of employment, arising from the
higher individual productivity levels of part-time
employees, the impact of these workers on the‘ productivity
of full-time employees, the lower absentee rates recorded
for part-time employees, and their willingness to undertake
tasks unpopular with full-time labour (Summerfield, 1984).
These advantages to the employer may reflect the fact that
part-time workers were commonly used in monctonous or

fatiguing activities which tend +to suffer from marked

productivity -declines towards the end of full shifts, which
were frequently of 10 to 12 hours duration. Splitting the
shift by the use of part-time labour could therefore

produce productivity increases.



The tight conditions experienced in the war-time
labour market continued, with some cyclical variations,
throughout the twenty year pefiod following demobilisation.
Women workers (both full and part-time) were encouraged by
the Government to remain in the labour force as married
women were perceived to be the principal untapped reserve
of labour in the population. The unbroken +trend in the
growth of part-time labour as a proportion of total
employees dates from these labour market conditions of the
late 19408 and early 125(0s. Early post-war attempts to
identify the factors which would enable more women to enter
the labour market stressed the inéreased availability of
part-time Jjobs, improved child care facilities, access to
shopping facilities and improved industrial conditions as
the key variables affecting the participation rates of

married women (Thomas, 1948).

The survey that identified these enabling factors also
identified the broad occupational distribution of women
workers but did not distinguish between full-and part-time
jobs. The first survey providing this information was

undertaken ~ in 1957, and shows that almost half of part-time

female workers were employed in domestic occupaticons, with
office work, shop assistance and factory operatives also
being important sources of part-time jobs (XKlein, 1965).

This survey identified only 3% of women working part-time
as employed in managerial occupations. Then, as now, most
female part-time employees were classified as unzkilled,
with a clear distinction occurring between the types of
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occupations typically undertaken by unmarried and married
rart-time workers. The shift down the skill hierarchy
commonly experienced by married women on their return to
the labour market after family formation appears to have
occurred throughout the postfwar period, as the same
phenomenon is described by Martin and Roberts as affecting

married women in the 19870s (1984).

Official data on the size and distribution of the
part-time labour force before 1971 is available only for
manufacturing industry. However Department of Employment
estimates for +the whole economy based on the Family
Expenditure Survey are available which show a rapid growthv
in part-time employment in the 1960°s (Department of
Emplbyment, 1873). In manufacturing the number of female
part-time workers increased in all industries, irrespective
of whether +the total female workforce in these industries
was rising or whether the industries were traditionally
heavy users of female lébour. In public services the
government actively promoted the use of part-time labour,
especially in the areas of = health and education,
principally as a means of drawing qualified women back into

these proféssions who had left after marriage.

The main employers’” rationale behind the increasing
use of part-time labour inbthis period was the recruitment
difficulties they experienced in labour markets which were
typically very +tight. This recruitment problem had two
dimensions. In +the unskilled énd semi-skilled occupations
which constitute the vast majority of part-time Jobs the
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problem was finding full-time workers who were willing to
accept the terms and conditions of employment on offer,
given the alternative job opportunities available. In the
minority of skilled part-time jobs (mainly nurses and
teachers) the oproblem was simply an inadequate number of
appropriately skilled workers available in the labour
market who were willing to work full-time (Klein, 1965;
Hallaire,> 1968). Klein also reported that the respondents
to her survey of manufacturing firms identified the ability
to adjust the size of their labour force wvia the
manipulation of part-time numbers in the face of
fluctuations in demand as an important reason for their

increased use.

The 1labour market shortages of the 1960°s resulted in
a change in the skill profile of the part-time labour force
in Britain. A major survey of women’'s employment conducted
in the mid-1960s identified only four industries as
accounting  for three quarters of female part-time
employment (miscellaneous services, distribution,
professional services ‘and “engineering) with a very high
proportion being found in Miscellaneous Services (Hunt,
1968). ‘As in earlier sufveys, the majority of part-time
employees were classified as unskilled. However the growth
in part-time work in the 1960s did have the effect of
changing the image of such employment, shifting from a
perception of part-time work as exclﬁsively low~-skilled,
monotonous, and unrewarding, to one which also encompassed
relatively well paid and rewarding employment undertaken by

women from a "middle-class” background.
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Labour market conditions through much of the 1970s and
1980s differed dramatically from those applying 1in the
twentyfive years following the second world war. The
problem of} labour shortage was transformed into a problem
of high and =sustained unemployment. Fears in the early
1970s that women would be treated as a residual in the
labour force and hence would be first to lose their‘ jobs
proved to Dbe groundless. Female participation vrates
continued to rise up  to the late 1970z, flattened out
during the recession of the early 1980s, and continue to
rise steeply in the late 1980s. As outlined in chapter one,
the number of parf—timé jobs inefeased by around one
million in the 1970°s and by a similar amount in the 1980°s
in a 1labour market with fewer emplovees in employment.
Part-time employment continued to grow in manufacturing
industries up to 1977/8 but the vast majority of part-time
employment growth over the last twenty years has been in

the service sector.

This growth has not led to a significantly different
skill mix in the part-time labour force. The large scale
Women and~ Employment Survey conducted in 1980 found that
over T0% of part-time workers in the service sector were
classified as unskilled (Martin and Roberts, 1884). This
survey also identified only four occupational groups which
accounted for over two-thirds of part-time female employees
(cleaning, catering, hairdressing and clerical activities),
a result confirmed | using more detailed occupational
categories by Elias and Main, (1982).
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The evidence on the extent to which part-time workers
have been substituted for full-time emplovees is mixed (Dex
and Perry, 1984; Rubery and Tarling, 1986; Robinson and
Wallace, 1984). The first two studies referenced found some
evidence of substitution in manufacturing industries in the
1970"s, especially in industries with a declining work
force. In the 1980°s substitution appears to have also
occurred in the service sector, with differences in the
treatment of full and part-time employees under employment
protection legislation and differences in National
Insurance contributions Dbeing identified as contributory
factors (Beechéy and Perkins, 1987; Disney and Ssyvsszczak,

1984).

The potential importance to the employer of the
increased flexibility conferred by lower levels of
employment protection, has been identified as an important
reason for the groﬁth in demand for part-time workers by
Hunt (1975), Beechey and Perkins (1987) and McIntosh
(1980). These studies suggest that the use of part-time
workers can confer a flexibility which allow emplovers to
more closely maﬁch their levels of 1labour wuse to the
rattern of product demand they experience. The general
concept of "flexibility  has occupied a central place in
the policy debate on the reform of the labour market over
the last decade, with the Conservative government arguing
that labour market inflexibilities are the pfincipal cause
of +the high rates of unemployment experienced in Britain in
the 1980 s (Department of Employment, 1985).
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The "Flexible Firm® model, which is discussed in some

detail Dbelow, suggests that the use of part-time workers

can offer numerical flexibility, a characteristic which is
of particular value to establishments facing fluctuations

in the level of demand for their products or services, and

to those operating in a highly competitive environment

which generates significant downward presgure on costs. It
has been argued by +the authors of this model. that the
conditions applying in Britain throughout the 1980s

conducive to the adoption of more flexible labour use

strategies, which, in the majority of cases,

involves the
use of part-time labour (McGregor and 9

Sproull, 19

forthcoming). The recession of the early 1980s undoubtedly

rlaced many firms under increased competitive pressure as

organisations attempted to protect market share. In firms

exposed to foreign competition the overvaluation of

sterling from 1979 to the mid-1980s further aggravated this
pressure. The slack labour market conditions experienced in
the South East through the first half of the decade, (and

throughout the decade in most other regions), created a

buyers market in labour with an unlimited supply of

individuals willing to work part-time either throusgh <choice

or due to the absence of full-time employment

opportunities. The tripling of unemployment in the

half of

first

the decade (on a constant measure) was the result
of job' losses mainly in manufacturing industry with the

feéult that trade unién membership fell steadily from 1979.
This fall, with its negative impact on union morale,
finances and induStrial leverage, combined with the

-31-



industrial relations legislétion enacted by the
government to reduce the ability of trade unions Lo resist,
inter alia, «<hanges in the.full—time/part—time employment
mix introduced by management. It is argued that these
factors all combined to stimulate the demand for part-time.
workers throughout the decade (see for example, Atkinson,

1985; Atkinson and Meager, 1986).

Section 2: The Demand For Part-Time Workers in Britain

- A Review of the Literature

As discussed in the introductory chapter, explanations
of +the growth of part-time employment in Britain require a
consideration of both supply-side and demand-side factors.
In this section we will be looking exclusively at the
factors 1lying behind the demand for such workers. The
literature on the demand for labour in general is
extensive, but studies dealing specifically with the demand
for part-time employees are few in numbef.~-This partly
reflects +the fact that in the basic neoclassical model of
labour demand buyers and sellers of the factor labour make
marginal “édjustments to their labour supply and labour
purchasing decisions to optimise. outcomes. In these
circumstances the distinction between full- and part-time
employment . is somewhat artificial, any analysis of the
demand- for part-time labour would operate on the basis that
the same factors 1lie behind the demand for all wunits of
comparable 1labour irrespective of the number of hours per
week the individual actually works.
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The 1lack of specific studies on the demand for
part-time labour may also reflect the fact that the
part-time labour force, both in Britain and the United
States, 1is clearly differentiated from those working
full-time by the fact that 88% of part-time employvees ‘are
female. This major difference in the +twoe categories . of
employment has prompted researchers to focuas on supply-side
studies which seek to explain the level of part-time
employment in terms of the supply of female hours and
participation vrates, (see e.g. Morgenstern and Hamovitch
1976; Elias and Main, 1982; Stewart and Greenhalgh, 1984;
Martin and Roberts, 1984; Dex, 1984; Joshi, 1984; Ballard,
1984; Disney and Szyszczak, 1984; and Elias, 1988), with
less emphasis being placed on explanations of part—time
employment growth which build on the employers”™ rationale

for hiring such labour.

However, the existence of persistently high rates of
unemployment in many advanced capitalist countries in the
second half of the 1970°s and the early 1980°s raised the
possibility +that there existed an excess supply of
part~time'”job seekers, especially in countries which had
exhibited some downward inflexibility in labour costs. This
emergence of substantial excess supply in the labour market
prompted researchers to seek explanations for growth of
part-time emp}oyhent on the demand side. This reorientation
was given some empirical support by US studies which
suggested that much of the growth in part-time employment
in the US was "involuntary’ (see, for example, Ehrenberg et
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al. 1986), and by a major UK household study which reported
that the labour supply decisions of the majority of its

sample were demand constrained (Brown et al. 1984).

The publication throughout the 1970°s of an annual
Census of Employment stimulated detailed work on the size
and industrial composition of thé part-time labour force
(see e.g. Mallier and Rosser, 1979; Morley and Sawbridge,
1980; Moir, 1980). But this work was largely descriptive
and concerned with such issues as the appropriate
definition of part-time employment. Much of the research
into demand-side explanations of the growth of part-time
employment in Britain over the last decade has tended +to
focus on the potential impact of a specific explanatory
variable, and typically has not developed a formal model of
the demand for part-time labour. For example, Robinson and
Wallace (1981) rlace much emphasis on the need for a
systematic treatment of demand-side factors in their study
of relative pay and part-time employment wusing 19872-1979
Newv Earnings Survey data. However the conclusions théy draw
from their detailed examination of the relative earnings of
full- and part-time workers are not explicitly built on
such a model but appear to be based on some variation of
the neoclassical view of the firm. They speculate that the
greater use of part-time workers has permitted adjustments
of labour input via variations in work schedules. They cite
greater use of part-time employees on shift work at basic

rates of pay, a desire to save on employer HNational

4

Insurance contributions, savings on direct wage costs by

{

restricting hours of work below the threshold at which
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lunch and other breaks must be provided, and a desire to
save on overtime payments as potential explanatory factors

in the decision to employ part-time labour.

A  somewhat wider set of factors lying behind the
employers decision to employ part-time workers is presented
by Bosworth and Dawkins (1982). They report on the reasons
given by firms for employing part-time workers, questions
which formed part of a wider EOC/SSRC Panel survey entitled
"Women and Work”™ (Bosworth and Dawkins 1979). Four main
reasons were identified, two of them reflecting 1labour
supply problems. The first»noted that the use of part-time
workers was a reflection of the demanda of existing
employees for such arrangements, and was, in effect, a
device to obtain and retain experienced workers. The second
reported that part-timers were employed because of the
difficulties employers had experienced in recruiting
suitably qualified full-time staff. The other two reasons
related firstly +to the nature of +the job, with many
employers noting that some part-time jobs simply do not
need full-time cover, and secondly, that part-time
employees were useful in covering periods of peak demand.
These reasons were cross-tabulated by industry,
establishment sizé, percentage of women emplovees, and

union recognition. No attempt was made to as

¢

ess the

relative importance of these reasons or to place these
results within a theory of the employing organisation or
the wider labour market, although a number of references
are made to the “secondary’ nature of part-time jobs and a
dual labour market approach is implicit in the conclusions
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of the study. Nor are the forecea shaping +this duality

addressed.

A more substantial and detailed study of the demand
for part-time labour was carried out for the Department of

Employment in 1984 (Robinson and Wallace 1984a, 1984L). The

*

specific objectives of this study were to investigate the
influence of the Equal Fay Act and the Sex Discrimination
Act on the earnings and conditions of female part-time
employees, +to consider the effects on female part-time

employees of reductions in the length of the working week,

of redundancy procedures, and of the minimum houras criteria

for eligibility to statutory benefits. A case study

approach was adopted covering twenty one organisations (65

[

establishments) spread across four manufacturing industry

groups and five gservice industry groups drawn from both the
private and public sectors. No claims were made as to the
representativeness of this sample which was drawn from the

Women and Work Survey as reported in Bosworth and Dawkins
(1982). The reasons for the use of part-time workers
identified by Robinson and Wallace do net substantially

differ from those reported in this earlier study (see also
MacIntosh, 1980), but a more sophisticated interpretation
of +these reasons 1is built on an examination of the
occupations, earnings and working hours of part-time
employees in the case study organisations. A wide range of
practices are identified with respect to the use of
part-time labour and a substantial body of evidence is
presented on the occupational segregation of part-timers,

on their subsequent relatively low pay position and on the
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ineffectiveness of the 1975 Equal Pay Act to asubstantially
influence the terms and conditions of employment enjoved by
the majority of female part-time employees. It is reported
that the employment of part-time workers confers wage cost
advantages in both the manufacturing and =service sectors.
These mainly arise from less rigid schedules of working
hours and the general exclusion of part-time emplovees from
eligibility +to the fringe benefita typically enjoyed Dby
comparable full-time employees. In manufacturing the use of
part-time workers to increase capital utilization without
the need to pay overtime or shift premia was reported, and
in the service sector the manipulation of work-time
schedules to match labour use to demand peaks via the use

of part-time employees was reported.

The principal weaknesses of this study 1lie in the
absence of detail provided on the market environment of the
case study organisations or on the technology adopted. Nor
do the authors consider vwhether the case study
organisations adopted an implicit or explicit labour use
strategy. These omissions make it difficult to construct
any predictions from the work regarding future trends in
the use of part-time employment. In addition to these
limitations the approach used in the study alseo makes it
difficult +to identify the relative importance of the wide
range of possible variables influencing bthe demand for

part-time labour which they identify. Again no formal model

of labour demand was made explicit.
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The first U.K. study to explicitly offer a model of
the demand for part-time labour was publiéhed by Disney and
Szyszczak (1984). They accepted that one of the reasons
identified in the literature for employing paft—time
workers was that their hours of employment afe typically
less costly to adjust than those of comparable full-time
workers, thus the model they developed inéorporated Aan
adjustment aé» well as an equilibrium condition. A
neoclassical approach was adopted with standard cost theory
being applied tg establish minimum cost for a given level
of output for a firm employing full- and part-time
employees. The model is then manipulated to address the
cenfral concerns of +the paper, namely the impact of

employment protection legislation on the demand for

part-time employmént. In the face of sluggish employment
changes due to adjustment costs generated by, inter alia,
employment protection legislation, hours must adjust to
offset over- or under-employment. Ceteris paribus, the
greater the adjustment costs the slower will be the
short-run variation in employment and the greater the
short~run variation in hours. The impact of employment
pfotectioﬁM legislation on the relative adjustment costs of
full and part-time labour is then explored apecifically to
identify the impact of the 1975 Employment Protection Act.
The authors draw the cohclusion that the introduction or
extension of employment protection to part-time emplovees
would be to induce greater variations in hours and lower
variations in part-time employment levels. (This result was

also reported for full-time employees by Nickell, 1979).
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Testing their model supported the proposition thaf the
extension of employment protection would have little impact
on - the demand for part-time labour. In contrast, they
reported that the National Insurance threshold and the
level of  employee contributions were both significant
determinants of both total employment and average hours

supplied by part-time workers.

The Disney and Szyaszczak paper repfesents a
substéntial advance in the treatment of +the demand for
part-time labour 1in Britain simply because it develops a
formal model of both supply-side and demand-side factors
influencing use in an attempt to isolate +the impact of

employment protection legislation}

A more general formal model of the demand for this

type of labour is presented in FitzRoy and Hart (1986).
They develop a model of demand for workers and hours‘ with
respect to both full-time and part-time employment with the
‘explicit intention of providing a more rigorous theoretical
underpinning to the empirically  oriented demand-side

literature reviewed above. Their model was designed +to

aI

incorporatéi production and cost functions that' allow for
the separate role of workers and hours per worker for both
full- and part-tine employees. It alse allowed the
distinction between the “standard” and the overtimé hours
of full-time workers and included both quasi-fixed and
variable cosfs associated with both typeé of worker.
Amongst the results they derive from their model is that a
rise in part-time workers’” fixed costs relative to variable
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costs will increase their equilibrium hours (as found by

.

Disney and Szyszczak, op cit). In effect firms offset a

v

rise in fixed <costs associated with a given factor by

increasing its rate of utilisation.

To gauge the impact of such relative factor price
changes in full- and part—time employment cross price
influences must be considered. In some cases an unambiguous
part-time/full-time substitution effect was found, for
example, where a rise in part-time fixed costs produced
both a part-time hours-worker substitution and a full-time
part-time employment substitution. Substitution effects in
the reverse direction were found with a rise in the fixed
costs of full-time wérkers. An increase in the variable
costs of part-timers (wage rates and payroll taxes) also
reduced the ratio of part- to full-time workers, but a
similar increase " in full~ﬁime variable costs produces a
numbers-hours substitution amongst full-time employvees but
the impact on part-time numbers and hence the ratio of

full- to part-time employees is ambiguous.

FitzRoy and Hart use their model to explore the likely
effects of a reduction in the standard working week on the
relative demand for full- and part-time employees and also
consider the implications for the relative demand of
part-time and full-time employment of increased part-time
employment protection legislation. The main strength of the
paper lies in the faét that it is the most exhaustive
systematic treatment. to date of the neoclassical approach

to the demand for part-time labour. Unfortunately in the
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model the treatment of the production function assumes
constant returns to employment and capital thus eliminating
the possibility to considering the impact of firm size,
fixed capital costs and the number of firms operating in
the markef on employment decisions. This assumption of

rerfect competition inevitably restriects the usefulness of

the model.

Returning to +the more empirical literature which has
characterised the treatment of the demand for part-time
labour 1in the United Kingdom, only one other asubstantial
paper need be considered in detail. The Department of
Employment sponsored an analysis of part-time employment in
Great Britain using data drawn from the 1980 WHWorkplace
Industrial Relations Survey (WIRS1) (Blanchflower and
Corry, 1886). This sample of 2040, drawn from the 1977
Census of Employment, covered establishments which had
twenty five or more emplovees (full- and part—time) at that
time drawn from maﬁufacturing and non-manufacturing and
public and private sectors. Only data from the management
questionnaire (and Basic Workforce Data Sheet) are used by
Blanchflower and Corry. The study does not specifically
model the demand for part-time employeés but is mainly
concerned with such issues as the industrial distribution
of part-time workers, the characteristics of establizhments
that have a significant number of part-time workers in
their labour force, and whether there are distinct patterns
of industrial relations where part-time workers are
numerically important. However, to go beyvond é simple
description of these issues it is necessary to hold,
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implicitly or explicitly, a view of the emplovers rationale
for demanding such employees and the workers rationale for

offering their labour on a part-time basi

]

In the introductory chapter of the paper various
hypotheses drawn from the literature on the demand for
part-time labour are presented. These inform the discussion
in subsequent chapters on the industrial pattern of
part-time employment, on the impact of establishment size,
on  the 1link between part-time employment and shift-work,
and in the nature of production in “part-time using’
establishments. They then use probits to identify the
probability of a range of establishment characteristics

2]

being associated with the atatus of "part-time using’.

On the basis of bivariaté statistical procedures it is
repoerted that the “part-time using’ establishments in the
sample are disproportionately located in the non-
manufacturing sector and in the public sector, they are of
larger than average size and are more likely +to employ
other +types of peripheral labour (temporary, self-employed,
outworkers). They are more likely to report rising demand
and/or riéing capital investment, and their structure of
industrial relations is somewhat different from "non-
part-time wusing” establishments. Adopting “part-time using/
non-using” as the dichotomous dependent variable probit
equations ‘revealed the following establishment
characteristics as being significantly associated with
‘use” -~ located in non-manufacturing; located in public
sector; larger sized establishments; using other peripheral
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labour forms; and having a more informal pattern of

industrial relations.

The usefulness of this epecific approach to the
analysis of part-time employmént rests heavily on the
central concept of a "part-time using’ establishment. This
is defined as any establishment employing more than 25

part-time workers, or in the case of  the

amallest

establishments (i.e. those employing less than 50 workers)
where part-timers constitute at least 50% of the workforce.
The use of part—time employees in an establishment can vary
from zero to 100%, thus any attempt to dichotomisze a sample
other than on a "zero use/some use’ basis is bound teo be
arbitrary. However, the justification offered for the
definition actually adopted seems weak. Why “part-time use’
could not be treated as a continuoua variable is not
discussed, and the adoption of a selected preoportion of
part-timers as the cut-off point defining “part-time using’
is rejected on the grounds that it would exclude large
establishments in which the proportion of part-timers in
their workforce was low but the .absolute numbers with
prart-time status could be quite large. This appears a
relatively weak justification given the objectives of the

study. Ultimately the most appropriate definition to use

jo
o]
8]
=

(of +this or any other similar economic variable) depen
the specific objectives of the study, but as this
prroject covered a wide range of topics the formulation of

‘part-time using’” must give cause for concern.
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In addition to definitional problems the  study
exhibitse some of the limitations exhibited by the other
empirical studies discussed so far. Effectively a menu of

rossible rationales is presented relating to =

ze of

e

establishment, variability of demand, ntilisation of
capital equipment, recruitment prroblems with full-time
labour and relative cost differences between full- and
prart-time employees. No attempt is made to empirically
identify the relative importance of these rationales for
categories or sub-categories of establishments, although
effective a priori argumentsvare presented about the likely
importance of the rationales by establishment
characteristic. It dis also worth noting the limitations
imposed by the use of WIRS1 data. The Workplace Industrial
Relations Survey covered only establishments with
twenty-five or more employees: if the extent of part-time
labour wuse is relatively high in small establishments this
may be a serious constraint on the generality of the
résults. Some support for this contention is found in the
1975 National Training Survey which reported that nearly
one-half of all‘ sampled part-timers worked in
establishments with fewer than twenty-five emplovees (Elias

and Main, 1982).

The 1literature on part-time employment has  been
growing steadily over the last three or four years (see,
for example, De Neuborg, 1985: Schoer, 1987: Mallier and
Rosser, 1987; Beechey and Perkins, 1987; Rubery, 1989; and
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Dey, 1989) but little has been added to our knowledge

of the relative importance of the aspecific factors shaping

employer demand for part-time labour with one possible

exception - that of the Flexible Firm mcdel. This has bheer

—

widely adopted in the late 1980z as a framework

o+

for he

discussion of the growth of part-time, and other forms, of
peripheral labour. Although it does not fit neatly into a

narrowly defined review of the literature on the demand for

part-time labour it is necessary to discuss the model

in
detail for two reasons. Firstly, it focuses on the concept
of flexibility - one of the central concerns of labour

economics and industrial relations in the last decade.

Secondly, it has been disseminated well beyond a purely

academic audience and appears to have influenced both

management and government thinking on labour market policy

issues.

The Flexible Firm Model:

The "Flexible Firm®™ model was developed by John

Atkinson and his associates at the Institute of Manpower

Studies (see e.g. Atkinson 1985; Atkinson and Meager 1986).
In the context of the labour market the term " flexibility~

has +three clearly identifiable aspectz. The first concerns

aggregate labour market flexibility, which focuses on the

link Dbetween real and nominal wage rate changes and

employment. The second concerns the flexibility with which
wages respond to changes in demand at sectoral and
industrial 1level +thus influencing the reallocation of
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resources. The third concerns manpower decisions taken at

establishment level. These decisions are influenced bhoth by

factors external +to the organisation, such as employment

protection legislation, Wage Ccuncil awards, redundancy
payments, etec, and on the uze of labour within the
organisation. Explanations of the growth of part-time
employment in terms of flexibility typically focus on this
last named dimension, the use of labour within the

organisation, and it is this aspect which is central to the

Flexible Firm model.

Although the issue of labour flexibility has received
a great deal of attention over the last decade concern over
this issue 1is not unique to the 1980°s. It has 1long been

understood that the efficient functioning of an

organisation depends ‘partly on its ability to respond to

change. Change can occur in factors such as consumer tastes
and preferences, the behaviour of competitors, +the
production technology available, the macroeconomic

environment within which the organisation works, and so on.
Such changes may requiré adjustments to the range and
nature of the goods or services produced, the methods of
produotidﬁ involved and the manner in which goods are
delivered. 1In almost all cases the organizationz’  response
has implications for the gquantity and quality of labour
inputs required. The speed and effectiveness of these
workforce responses is partly determined by the flexibility
of 1abour. It 1is argued by the authors of the “Flexible
Firm~ model that the use of part-time and other peripheral

workers, such as temporary staff and the self-employed, can
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offer management considerable flexibility in their labour

use decisions.

‘The "Flexible Firm ™ model was explicitly designed to
address the question of which factors shape the use of
peripheral labour in organisations. The model was developed
from case-study work on private sector establishments which
had introduced changes in workplace organizatjmn. The
flexibility referred to in the title of the model takes two
forms, numerical and functional. The former refers to the
ease with which manpower levels can be adjusted to

fluctuations in the level of demand, the latter refers to

the ease with which tasks performed by workers can

be
adjusted to the changing nature of demand. These two
aspects of flexibility are normally applied to different

groups of workers within an organisation who form a “core”
and a ‘periphery’ of its labour forece. The core group are
all employees of the organisation and they perform mainly
key +tasks which frequentlyv use gkills specific to the
organisation. ‘The organisation aseeks to achieve maximum
functional flexibility amongst these employees by offering
them a high degree of job security. This security is
achieved 'By surrounding the <core group by one or more
groups of peripheral workers who may or may not be
employees. These peripheral groups are deployed by the
organisation to achieve numerical flexibility and to
insulate the core group from fluctuations in demand. Thus
they have 1low job security and normally undertake tasks
which are either mechanical and defined by the core group
(e.g. part-time sales assistants), or are ancillaryv Lo the
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core group (e.g. contract cleaning or catering).

The empirical support for this model is provided by
the case studies referred to above. The generality of these
“results 1is unclear. On the one hand the case study reports
contain numerous qualifications suggesting that many of the
changes +they describe are not part of a conscious
management strategy but rather appear to be pragmatic
responses +to specific circumstances. Yet on the other hand,
it 1is clear +that +the authors of +the model perceive a
stfategic shift 1in employers” approach to labour use. The
careful qualifications embedded in the main reports are
less evident in the more popular presentations of the model
(e.g. Atkinson and Meager, 1986a) which have significantly

contributed +o +the popularity of this model as an aid to

understanding.labour force restructuring in the 1980°s.

Without doubt the attraction of the “Flexible Firm’
lies in its apparent generality. Although it was built on
private sector case studies (with manufacturing industry
being heavily vrepresented) it offers a relatively simplé
and attractive framework within which to consider a wide
range of complex changes in employment practice in the
economy as a whole. However this simplicity can also be
viewed as a weakness;rwith criticisms of conceptual and
analytical difficulties in +the definition of “core” and
’periphery'l being leveled»(Pollert, 1987), and issue being
taken with the claim that the model can adequately capture
the complexities of labour use decisions in large
organisations (see e.g. MacInnes, 1987).
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In this Section frequent reference has been made to a

range of rationales cited as potential explanations of the

demand for part-time labour, but with the exception of

flexibility, no detailed discussion of each was presented.

This is done in the third Section of this chapter.

Section 3:

Potential rationales for the use of Part-time Employees

The literature reviewed in the previous section of

this chapter identified a wide range of potential

explanatory variables in the demand for part-time

This

workers,
work provided the basis for many of the questions used
in ‘the employer survey questionnaire reported in the
following four chapters. The explanatory variables reflect
a range of underlying rationales for the use of part-time
employees and these rationales inform, and to some extent
structure, the analysis of the survey results. It is

therefore useful to summarise them prior to presenting the

empirical material.

As noted above, explanation of variations in the use

o

of part-time employees can Dbe grouped into supply and
demand side factors whose relative importance in explaining
the extent of part-time employment will partly depend on

general labour market. conditions. If, for example,

unemployment is at  historically high levels and is
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geographically widespread, as in Britain throughout the
1980"s, then the expectation would be that the quantity of
part-time labour employed would bé constrained mainly by
demand. In tighter local or national labour market.
conditions the willingness of individuals to offer
themselves for such work, given wages and conditions, would
operate as a supply constraint on the level of part-time

employment.

A considerable amount of work has been done on the
labour supply decisions of women part-time workers (see,
for example, Ballard 1984; Dex, 1984, 1985, 1987; Elias and
Main 1982; Martin and Roberts 1984; Greenhalgh 1980). But
the main interest here is on possible demand side
determinants of use. These fall into a number of distinct

groups.

i) Explanations which relate to the specific nature of
the part-time job:

These ‘focus mainly on the existence of a range of
activities within establishments which do not require a
full workfng day to complete or cannot be undertaken
efficiently while the majority of establishment employees
are physically present. The most common examples of this
type of job are cleaners and caterers.(see e.g.

Blanchflower and Corry 1987).
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ii) Explanations which focus on the product market
conditions faced by the establishment:

A completely uniform demand through time for +the
output of a service sector establishment rarely occurs.
Demand may be unstable in the sense that no predictable
temporal pattern can be identified, or it may vary in a
predictable (and commonly cyclical) manner. Where demand
variations do occur they range from the very short run,
consisting of variations within the working day, through
variations which occur through the working week or working

month, to seasonal and even longer term cycles.

Whether instability in demand or the existence of
demand patterns requires a labour utilisation strategy
which takes this intovaccount depends on two main factors.
Firstly, +the degree of instability and the amplitude of any
demand cycles eXperienced is important. Clearly the greater
these are the greater the potential cost in retaining' a
uniform number of employees in the workplace throughout the
complete trading/operating period. These costs would be
generated by productivity losses arising potentially from
both the under-utilisation of employees in periods of slack
demand éﬁa the déployment of a sub-optimal number of
employees 1in periods of relatively high demand. The second
factor is the extent to which the product or service can be
stored after production, prolonged storage is a fairly
uncommon gituation in the service sector. If storage is
possible it may then be technically feasible to utilise an
unchanging level of labour input despite fluctuations in
demand 1levels. Whether it is economically advantageous to
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adopt this approach to labour utilisation will depend on
rhysical storage costs, whether any physical deterioration
or loss of marketability could take place in the long run,
and the financial costs of holding large inventories. Set
against these costs will be management’s estimation of the
costs of employing higher levels of part-time labour. This
could involve such issues as higher training costs, higher
labour turnover and a loss of functional flexibility
arising from employees having a narrower experience of

production or other processes within the establishment.

The basic source of the potential cost advantage
associated with the matching of labour use to demand
ratterns arises from the reduction in the total wage bill.
Even 1if identical gross hourly wages are paid to full- and
part-time employees in comparable jobs the lower number of

employee/hours per week may generate considerable cost

savings.

iii) Explanations which focus on optimum capital
utilisation:

Although this‘bexplanation for the use of part-time
labour hgé mainly been associated with manufacturing
industry (see, for example Bosworth and Dawkins, 1981;
Robinsoﬁ ‘and Wallace, 1984; Blanchflower and Corry, 1987)
the trend towards more expensive capital equipment in
industries‘ such as retailing and banking, insurance and
financial services also makes it potentially relevant in
the service sector. These explanations are based on the
argument that +the optimum use of capital equipment can
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require daily/weekly production periods which exceed the
standard working day/week. This can be achieved by the use
of shift work, overtime or by the use of part-time labour.
The advantage offered by, for example, part-time employees
is the fact that they are normally paid the basic hourly
rate for the job even if the work is wundertaken outwith
‘normal” working hours. Overtime and shift premia are
avoided and the optimal use of the capital equipment

reduces costs per unit of output.

The proportion of total capital assets which consist
of premises is typically higher in the service sector than
in manufacturing, but the same rationale can apprly to the
utilisation of real estate as to equipment, where the use
of Sunday trading énd late night shopping can potentially
improve the return on investment. Again, if part-time
employees can be employed on basic hourly rates of pay to
staff establishments at these times (therby avoiding the
overtime rates typically paid ot full-time employees) this
will also contribute to minimising wage costs by holding

down the wage bill for a given number of trading hours.

iv) Explanations which focus on the relative cost
advantages of part—time employees:

There are a number of possible sources of cost
advantage. The first occurs  when pért—time employees
receive a lower gross hourly rate of pay +than full-time
employees doing comparable jobs. The second advantage
occurs where part-time employees receive a narrower range
of non-wage benefits which are wholly or partly financed by
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the employer (for example, sick pay, company pension
schemes etc). Thirdly, if part-time employees earn below a
state-determined income threshold then neither the emplover
nor the employee need pay a National Insurance
contribution. At earnings levels above this contributions
are graduated with income. Fourthly, it can be argued that
there exists a range of occupations which involve either
relatively low-skilled “tasks and which are repetitive and
monotonous, or which require high levels of concentration
6n detailed work. In these occupations the individual
worker s productivity is likely to decline through a shift
due to boredom and loss of concentration. If =shifts are
split and part—timevembloyees used for a few hours at time
then total output per employee/hour will rise. Thus the use

of part-time employees may boost productivity.

v) Explanations which focus on the lower likelihood of
part-time employees being in trade unions:

Part-time employees have lower union membership levels
than full-time employees in equivalent jobs (Millward and
Stevens, *1986). The reasons for this are complex and relate
to +the individuals perceived need of a wunion, their
expectations of the advantages likely to accrue from union
membership, and the organisational problems faced by unions
in recruiping and servicing workers who often work outside
normal hours. To the extent that employers perceive union
membership/recognition as a negative factor which limits
their ability +to manage in a way that maximises their
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objectives, the lower likelihood of trade union membership

amongst part-time employees may stimulate their use.

vi) Explanations which focus on difficulties in
recruiting fuil—time employees or on the retention of
existing full-time employees:

These two argumehts are quite distinet. As noted
earlier in this chapter the general incidence of part-time
employment will depend on the interaction of supply and
demand side factors. Even in a labour market with
substantial excess supply there are likely | to Dbe
geographical or occupational areas in which it proves
difficult to recruit full-time employees with appropriate
skills, or who are willing to work on the terms and
conditions offered. Examples can be found at both ends of
the s8kill hierarchy. Employers may have difficulty finding
sufficient number of highly skilled professionals to work
on a full-time basis due to domestic or other commitments.
At the other end of the skill spectrum there may exist jobs
which offer such limited income and prospects that they can
be filled only by individuals whose choice of employment is
constrained by domestic or other commitments. These
commitments <can also limit the maximum travel-to-work time
that the individual can feasibly contemplate, thus further

constraining employment choice.

The use of part-time employment status can also be
used as a means of reducing the costs associated with the
turnover of employees in whom the organisation has invested

~-55-



resources, for example, through training; or who have
valuable experienced-based knowledge of their job. Offering
individuals the option of working part-time may prevent the
loss of (mainly female) employees who would otherwise leave
because of child-care responsibilities or of older workers

who are eligible for retirement or who no longer wish a

full-time job commitment.

vii) Explanations which focus on the issue of
flexibility:

The recent debate on the "Flexible firm~ discussed
earlier 1in this chapter identifies advantages associated
with +the use of part-time employees which normally focus on
numerical flexibility. Unless a part-time employee works
fewer than 8 hours per week he or shev is covered by
employment protéction legislation after working for a
minimum qualifying peribd. However, this period is
currently 5 years for part-time employees but only 2 years
for full-time workers, thus +the employer 1is offered a
longer period during which the part-time worker can bhe
dismissed without the protection of the 1legislation. The
use of part-time employees will also offer greater
numerical flexibility to employers to the extent that their

turnover rates are higher than equivalent full-time workers.

To sqmmarise the arguments presented in these
rrationales. Demand-side explanations for the use of
part-time employees can be grouped under two broad
headings; one relating to costs savings arising from their
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use, the other relating to productivity increases they

generate.
The potential cost savings can arise from:

Lower gross hourly wages being paid to part-time

employees than to full-time equivalents.

¥ A lower wage bill arising from the matching of

labour use to demand patterns.
* Lower associated non-wage costs.
* Reduced need to pay shift or overtime premia.
¥ A more efficient utilisation of capital.

% Increased numerical flexibility.

The potential productivity increases can arise from:
X Splifting up routine, stressful or monotonous tasks.
% The typically lower trade union membership of part-

time employee (assuming trade unions are perceived

as a constraint on changes which may enhance labour

productivity).
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Given this review of management rationales for
demanding part-time labour it is.possible in the final
section in this chapter to identify what the author regards
as being the major influences in shaping the employment
structure of organisations in general and the
full-time/part-time labour mix in particular. The empirical
work reported in subsequent chapters attempts to capture as

many of these influences as possible.

Section 4 : Influences on Employment Structure

When decisions are taken by an organisation over the
products or services to be produced and the technology to
be adopted +then the set of tasks to be performed in the
organisation is determined. Questions of how these tasks
are to be organised, how the work will be allocated, and
what employment structure is to be adopted are influenced

by other factors. These are mainly:-

a) The economic conditions facing the firm. Of
importance here is the level and the stability of demand
for products or services; the nature of demand patterns

experienced; the level of product market competition.
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b) Constraints on labour utilisation. For example,
employment regulation, bargaining agreements, level of
education and training of the existing workforce and the
quélity and quantity of potential recruits given the terms

and conditions of employment on offer.

¢) Labour supply conditions. For example obtaining
access to necessary specific skills, and the accessibility

of female labour with a low “supply price’.

It should be noted that the influence of labour supply
may be two-way. It is also possible +that labour market
supply side factors may influence the shape of work
organisation. For example, access to part-time labour with

a low supply price may shape the shift system adopted by

firms.

In this framework it is argued that even when
decisions on products/services and technology are taken,
the organisation still possesses substantial degrees of
freedom in shaping their pay and employment policies. It is
accepted that the extent of such freedoms may depend on the
constraints imposed by product market competition, but even
under intense competition it is not expected that pay and
employment practices will be uniform across a sector. This
partly arises from +the fact that the organisation is
perceived to be a physical entity shaped by its own
historical development, with its current choice of

technique heavily dependent on prior investment decisions.
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Its options are limited by past decisions ‘on
product/service lines, work organisation, and employment
practices. The constraints on change are not simply
financial but also emanate from both worker and management
resistance to the alteration of current practice. Thus
firms will exhibit different combinations of product or
service types, technology, systems of work organisation,

recruitment policies and payment systems even if they

operate successfully in a highly competitive environment.

For most Jjob categories the relative wage is already
set (by collective bargaining or customary levels) hence
the employer normally recruits at established rates. Worker
resistance to differential rates for recruits is common, as
it is to regrading proposals. Thus organisations are often
limited to varying the relative size of different
employment groups. The marginal substitution of labour
which 1is necessary to achieve neoclassical labour cost
equalisation 1is severely limited by custom and practice and
the widespread acceptance of the principles of paying the
rate for the job and the right of existing employees to
retain their jobs in preference potential recruits.

However, it can be argued that generally slack labour
market conditions, low levels of union organisation, and
relatively small employmeht units will all weaken these
constraintg on managerial employment strategies. These are
all conditions that currently apply in the service sector
and which, in combination with rapidly changing technology
and patterns of product demand may partiy explain changes
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in the structure of employment involving the increased

relative use of part-time employees. This assumes that such

9]

Q

employees are perceived by the employer as conferring
specific advantages, related to for example, greater

“flexibility ™ or to a reduction in the wage bill.
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Chapter 3

THE DEMARD FOR PART-TIME WORKERS 1IN THE SERVICE

- MULTI- ULT

Section 1 : Introduction to Management Survey:

The rationales 1lying behind the demand for part-time
employees outlined in the previous Chapter provided the
basis for the construction of a questionnaire. This was
designed +to identify the factors significantly influencing
the proportion of part-time employees used in a sample of
public and private services sector establishments iﬁ the
Glasgow travel-to-work area.'Therlength and complexity of
the questionnaire, and the nature of much of the material
sought, necessitated face-to-face interviews with a senior
management representative. Initial enquiries were directed
to “the manager in charge of personnel matters” and in over
two thirds of the co-operating organisations the senior
-manager with this responsibility was interviewed. At the
end of the interview, which typically took around one hour,
the respoﬁdents was asked to  complete and return a
Supplementary Data Sheet providing factual data on the
breakdown of employment through time (1975-1985/6), plus

information on wage rates and overtime hours. Just over 80%

of these were returned.
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No sampling frame was available of service sector
establishments 1in the Glasgow Travel-To-Work-Area so0 a
combination of sources were used to drawn up the sample,
the most important being the "Yellow Pages”™ and trade
directories supplied by Glasgow Chamber of Commerce. A
weighting based on the total employment in the SIC classes
that make wup each Division was used to ensure thaﬁ the
sample reflected the class distribution of employment. Some
unintended over representation of those classes which were

known to be substantial users of part time labour occurred.

One hundred and fifty establishments were approached
with requests to cooperate and one hundred and seven
interviews were successfully completed, a response rate of
T1%. Of +the 107 cooperating establishments 86 are located

in the private sector and 21 in the public sector.

Throughout the following analysis these two sub-groups
are considered separately. The main reasons for this
decision lies in the fact that almost all public sector
respondents are located in SIC Division 9, comprising

mainly educational, 1local government and health service

establishments with budgetary arrangements and decision
making processes which differ substantially from private
sector establishments. Also the unit of analysia differs
between the sectors. 1In the private sector, employment
decisions concerning the relative attractiveness of full-
and part-time workers were found to be taken mainly at
establishment 1level, with company guidelines on detailed

manpower decisions often non-existent or limited to broad
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generalisations. Normally the constraints imposed on
management  at establishment level by head office related to
overall labour costs. In the vast majority of cases how
labour costs were held within these limits was a matter for
management at establishment level to determine. The public
sector differed markedly from the private séctor with
respect " to the level within the organisation at which these

labour use decisions are taken. It wa common for

147}

management at establishment level to have no power over the
decisions that determined whether part- or full-time labour
was to Dbe employed. In establishments which reported some
discretion this was frequently constrained by general or
specific guidelines emanating from a higher authority. It
was therefore appropriate that information on the factors
shaping employment decisions in the public sector be
normally sought above the establishment level. The only
" important exception to this relates to the hospitals
included 1in the survey. All were within the Greater Glasgow
Health Board but this body left employment decisions to
individual wunits, which normally consisted of either one or
a very small group of hospitals. Thus the mix of a small
number of single establishments (5) and multi-establishment
organisatigns were included in the public sector sample.
Given the very large employee numbers in each of the
hospitals, (oftén larger than the total employment in some
of the multi-establishment public sector organisations
included %n the sample), all public sector respondents have
been treated as "organisations’ in the following

description and analysis.

-64 -



86 private sector establishments were interviewed in
the period November 1985 +to May 1986. They are spread
evenly across the 4 service sector divisions 6-9 (5IC
1980). Total private sector employment in the sample is
29,388, of which 7,906 (27%) are part-time employees. The
distribution of these prart-time workers varies
substantially across the SIC divisions. 34% of all workers
in the sample are emploved in Division 6 (Distribution,
Hotels and Catering, Repairs) but 58% of sampled part-time
enmployees work .in these trades. In contrast, DiQision T
(Transport and Communication) cover 16% of total employment
but only 3% of part-time workers. Division 8 (Banking,
Finance, Insurance, Business Services, Leasing) has also a
relatively low proportion of part time employees, 15% of
those in the sample in a division which accounts for 38% of
total employment. The final division, 9 (Other Services)
employs 12% of all sample employees but 24% of all sampled

rart-time employees.

0f the 21 public sector organisations interviewed, 20%
fell into Division 7 (Transport and Communication) and the
remainder Minto Division 2 (Other Services). 118,709 workers
were employed in these organisations, including 25,771
part-time employees (22%). The distribution of employment
across the +two divisions for full-and part-time emplovees
‘differs substantially. 11% of all employees but only 1% of
part-time workers are employed in Transport and
Communication. 89% of all employvees and 99% of part-time
workers are employed in Other Services.
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In the final section of chapter 2 it was argued that
when decisions are taken within organisations over the
gervices to be provided and the technology to be adophed
then the range of +tasks to be performed 1is broadly
determined. How +these tasks are organised 1is influenced,
inter alia, by the economic environment within which the
firm operates, the constraints on labour utilisation it
faces and the labour supply conditions applying in the
local 1labour market. The management questionnaire was
designed to identify as many dimensions as possible of
these influences. The reliability of the data gathered on
these influences is clearly affected by the fact that only
management-generated information is available. Thus when
issues such as differences in part-time and full-time
employees” attitﬁdes to unionisation, or the nature of the
constraints imposed by local labour market conditions are
addressed, what 1is being identified is management’'s
perceptions of these issues rather than direct evidence on
their nature and dimensions. It is always possible that
different respondents from the same managerial team would
offer different answers (Beaumont, 1988). However, even if
some of the data refers to perceptions of management it
does not render it analytically worthless. A knowledge of
what management understands to be the factors shaping its
employmenti decisions 1is essential to any understanding of

the evolution of employment structure.
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Section 2

Potential Determinants of the Demand for Part-Time

i iv t

The potential rationales for the use of part-time
labour were presented under seven headings at the end of
the preceding chapter. To analyse labour demand decisions
at the level of the individual establishment it is
necessary to identify a range of measurable variables which
are adequate proxies for these broad rationales. The
measurabie variables adopted in the survey can be grouped

under the following headings;

establishment characteristics;
market characteristics;

demand patterns;

wage and non-wage cost differences;
organisational costs;

union constraints;

flexibility.

A number of hypotheses can be made about the impact of
these variables on the demand for part-time 1labour,
measured by the proportion of part-time employees in each
establishment. In this section these hypotheses are
presented, along with felevant descfiptive information on
the variables, before the results of the multi-variate
analysis on the importance of these variables is reported.
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% Establishment Characteristics:

It is hypothesised +that establishment age may be
inversely related to the proportion of part-time employvees.
This is based on the argument that new firms face
significantly lower constraints when devising their
employment gtrategies +than do established organisations
which have inevitably developéd custom and practice rules.
The newer establishment may therefore be better placed to
take advantage of any benefits arising from the use of
part-time employees. The rate of employment growth is also
considered as potentially being related to an
establishment s proportion of part-time workers given the
greater ease with which changes in employment structure can

be introduced in growing firms.

The variables "establishment size” and “single/
multi-establishment organisations’™ were also considered as
possible influences with no predicted sign. Elias and Main
{1982) found a relatively high use of part—time‘labour in
very small establishments (under 25 employees). This may
reflect the fact +that small establishments may have
insufficient work for a full-time specialist employee such
as a secretary or book-keeper. In contrast Blanchflower and
Corry, (1987) found establishments with relatively high
proportions of part-time employees to be larger than
average. However, it should be noted that +they used a
sub-sample of WIRS1, which excludes all establishments with
fewer +than 25 employees. In the private sector sub-zample
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one-third of respondents worked in single-establishment
firms, but these organisations accounted for only 4% of
total emplovees in the sample and 5% of part-time employees

.

It is possible that faster growing estab
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be associated with a higher proportion of part-time workers
for two reasons. Firstly, if opposition to the introduction
or growth of part-time labour exists (from trade unions = or
other sources), ceteris paribus, it will be more easily
overcome in a situation of employment growth as existing
employees are likely to feel less threatened by changes 1in
the full-time/part-time labour mix. Secondly, if the use of
part-time labour confers competitive advantages (from
whatever source) relatively high users of such labour will
show a superior growth performance, other +things equal.
Information on establishment growth rates measured by
output and employment were gathered for the period from
1975, divided into three sub-periods, 1975/6 +to 1979/80,
1980/1 +to 1984/5, and “the last year”, which for most
respondents was financial year 1985/8. The pattern of part-
and full-time employment that emerges appears to be
completely unrelated to the output or employment growth
performance of the eétablishment. Identical conclusions to
those for output growth hold when the profitability of
establishments is examined over the ten vear period. No
pattern 18 evident between use of part time emplovees and

reported profits
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Market Characteristics:

The c¢haracteristics of the market in which the
establishment ‘operated are hypothesised as influencing the
use of part-time workers through the intensityv of
competitive pressure on margins. If the employment of
part-time employees does offer certain cost advantages
then, cefteris paribus, the greater the competition faced
the 'higher the proportion of part-time workers is likely to
be. A number of proxies for competitive pressure on
establishments were identified in the survey such as the
extent to which product markets are localised, the degree
of discretion available to management in pricing policy,
changes in market share, the number of “close” rivals

perceived - by management, and the extent to which wages are

“determined” by local labour market conditions.

The sample split almost svenly intc those reporting an
increased market share in the ten years to 1987,(33%)’ no
change (31%), and.a reduction (35%). The changes reported
mainly occurred in the second half of the 1970°s. On
pricing policy only 4% conformed to the eoonémists perfect
competition model by declaring themselves price takers, one
third claimed to haQe “some control’ over price but
ménitored rivais prices and viewed them as a factor in
their own pricing deéisions. The remaining 63% stated that
they had “substantial’® control over price. When asked about
the existence and number of "main” rival firms only 5%
stated that they had no close rivals. About half of +the
sample named between 2 and 4 firms while 37% reported that
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a "large number” of rivals exis

¥ Demand Patterns:

ted.

The occurrence of predictable patterns of product
demand is reported as an important determinant of the
demand for part-time labour in a number of +the the

empirical studies cited in Chapter 3 (for example, Robinson
and Wallace 1986; Blanchflower and Corry, 1887). These
patterns can take a number of forms, the most prominent

being fluctuation within each

working day, a weekly pattern

(normally peaking at the week-end), and longer patterns
such as seasonal fluctuations. The alteration of the time
period over which _custbmer demand occurs through an
extension/contraction of trading or operating hours can
also be considered an explanatory variable uhder this
heading. 40% of the private sector establishments in the
sample had experienced a changs in trading hours, 30% had

increased hours, 10% had

third of establishments
worked a
change. 68% of all employees

these

shorter week, the other two thirds

reduced them. At the same time one
noted that their emplovees now
reporting no

in the sample benefited from

cuts in the working week Dbut only 50% of the
part-time workers sampled were affected.

Respéndents were asked to identify the patterns of
demand experienced for their services and whether output
and employment required to be matched to this pattern.
Three patterns were vreported, daily, weekly and annual.
Daily patterns of demand were reported by 43% of
establishments, 50% experienced weekly patterns and over
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80% experienced some form of annual pattern. Almost all who
reported demand patterns (92%) stéted that it was necessary
to match outpuf to these, an unsurprising result given the
difficulties in holding stocks in most service industries.
The matching of output to demand reguired that the quantity
of labour be matched to output in 85% of the establishments
questioned. The remainder matcheéd output tc demand with the

same labour force mainly by working their employees more

intensively when regquired.

A wide range of methods were used to match labour  to
the pattern of output or final demand. Some techniques like
week-end working (when not normal) and  matching holiday
patterns to demand patterns were little ussed, with only %
and 2% of establishments respectively citing these methods.
Other methods such as hiring temporary workers (full-time
and pért—time) were reported by 35% of respondents, and 23%
stated that they worked their staff more intensively when
required. The most common technigues used to match demand
were hiring permanent part-time staff, cited by 54% of
establishments, and the use of overtime,  cited by &0%.
Unsurprisingly.‘in the service sector, shift work was not
commonly used, with only one in ten establishments

mentioning this method.

¥ Wage and Non-wage Costs:
Two aspects of wage cost differences can be identified

from the survey. The proportion of total operating costs

o

accounted for by wages, salaries and other labour costs

such as National Insurance and pension scheme

\
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contributions; and differences in hourly wage rates between
full-time and part-time workers on the same job grades. It
is likely th#t the greater the hourly rates paid to
full-time workers exceed those paid to equivalent part-time
employees the higher will be the proportion of part-time
workers, other things equal. . However, none of the
respondents reported that part-time employees were paid a
lower hourly wage rate than their full-time celleagues on
identical or equivalent grades. In contrast, variations in
the use of part-time workers by wage costs as a proportion
of operating costs shows a clear pattern. The higher the
wage bill as a propertion of these costs thé lower the
likelihood of a high proportion of part-time workers being

employed in the establishment.

The. data supplied by respondents on changes in the
wage - bill as a percentage of total operation costs over the
last ten years alsoc show a very clear pattern. Part-time
employees are consistently under-represented in the ‘group
of establishments that report increases in wage costs and
consistently over represented in those groups which report

no change or a drop in wages as a proportion of total costs.

Non-wage cost differences can arise through
differences in employee entitlement to a range of benefits,
and through wvariations in the employers liability to meet”
payroll charges based on the weekly hours an employee
works, on the employees’ gross wage, and on the employees’
length of continucus service with the emplover. The most
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important variations in benefit entitlement occur in access
t6 company pension schemes, paid holiday leave, and paymént
when absent tﬁrough sickness. The 1ow¢r the entitlement to
these Dbenefits the greater is the cost advantage to the

firm in emploving part-time workers.

The survey results on benefit entitlement indicate
that in 98% of establishments full-time employees are
entitled to sickness benefit against 62% of estaﬁlishments
offering these to part-time employees. In employment terms
this meant that fractionally ‘ under 100% of full-time
workers were eligible for sick pay against 73% of part-time
employees. A similar pattern emerged on paid _holiday
entitlement. 9%% of establishments offered full-time
employees such Dbenefits but only 69% offered them to
part-time workers. This benefit covered 100% of full-time
employees against 380% of those working part-time. 64% of
establishments ran company pension schemes, all were open
to full—time employees but only 38% offered their part-time
workers the opportunity to participate, thus 100% of
full-time employees have access to these schemes compared
to 45% of part-time employees. The provision of opension
schemes were not concentrated in establishments which are
low users of part-time labour, an idéntical percentage of

full- and part-time employees work in establishments that

run such schemes.

From October 1985 employer National Insurance
contributions were calculated on a scale positively related
to total gross weekly earnings of employees. Once the
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minimum threshold (Curfently £43.00 per week) is. breached
employers are charged at 5% rising in three further steps
to 10,45% on- earning over £325.00. There are thereforg
clear cost advantages to the employer who imposes a wage
rate/employment hours combination that holds employee gross
wages below the minimum levél. The expectaticn is that if
the nature of the establishment™s operations allow a range
of work-time arrangements then current NI regulations will

positively affect the demand for part-time as against

full-time employees.

In the survey the establishments that had a low ratio
of part-time to full-time workers almost all paid their
part-time staff wages above the threshold at which employer
are vrequired to make NI contributions. There was no pattern
amongst establishments that repcorted a higher propertion of
part-time employees. A possible explanation is that the
part-time employees in establishments with few such workers
may have skill 1levels higher than average for part-time
employees as a whole. The absence of a clear relationship
between higher proportions of Apart—time to full-time
workers .and the proportion of establishments paying their
part time empldyées below the +threshold for employers
contributioﬁ suggests that NI contributions are not an
important factor in the decision to employ part-time
workers. This conclusion 1is supported by responses to a
direct question on the significance of NI contributions in
the decision to employ part-time workers, only 20% of

establishments cited it as "significant’.



However, if the employment associated with these
establishments 1s considered then a different picture
emerges. 31% 'of all employees but 60% of part-timers work
in establishments in which employer NI contributions are’
reported to be a significant factor in the empldyment
decision. This strongly suggests that this may be a
relatively important factor in the employment of part-time

labour.

Employment protection 1legislation entitles employees
to maternity pay, statutcry notice, written reasons for
dismissal, Jjob-back rights, redundancy pay, protection
against unfair dismissal, and time off for job hunting
provided - they meet certain minimum conditions on hours per
week ~normally worked and a pericd of continuocus service.
Honouring these rights can involve employers in financial
and organisational costs. If these are perceived as
significant the demand for part-time workers whose hours
exclude them from statutory protection may be positively

influenced.

As in the  case of employer National Insurance
contributions, establishment and employment data also throw
up different conclusions on the guesticn of'the importance
of employee eligibility to other rights and benefits in the
employment decision. Only 12% of establishments reported
that +this was a significant factor in the decision to wuse
part-time employees, but 30% of all workers and 42% of
part-time workers are employed in establishments where
eligibility is cited as being significant in the employment
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decision.

¥ Organisétional Costs:

The factors grouped under the heading “organisational
cost differences” vrefer firstly, to differences between
full- and part-time employees in the nature and cost of
recruitment and training; Secbndly, to differences in
turnover and absentesism rates between these . two groups;
and thirdly, to additional administrative costs arising
either from the larger number of emplovees generated by the
use of part-time workers, or from the inferior performance
of part-time employees against full-time employsss doing

comparable jobs. The additional administrative cost

n

generated by the larger number of emplovees mainly concerns

work scheduling and the duplication of instruction and

[4)]

32

supervigsion time. The - inferior performance of part-fime

w3
3

employees arises principally from the los of continuity

(O]

whiec can occur when half shifts are used. This can require
additional briefing time and additiconal supervision given
the increased number of employees involved in a given range

of tasks.

Information on recruitment costs and methods indicate
considerable différences between the treatment of part- and
full-time employees. Almost one-in-five of sampled
establishments reported that they used different methods of
recruitment - for comparable full- and part-time staff. In -
almost all cases part-time recruitment depended more on
word-of-mouth contacts and unscolicited approaches than did
recruitment of full—time‘employees. Coincidentally, not one
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respondent reported that difficulties in recruiting
full-time workers as a factor in their decision to employ

part-time workers.

Differences 1in the turnover rates of full- and
part-time employees vary according to the proportion of
part-time employees in the establishment. At low ratics of

part-time to full—timers,(under 10%, part-time employees
record consistently lower turnover rates than their
full-time colleagues. At higher ratios, up to around 40% of
the- work force, turnover rates are very similar between the
two groups, and at higher ratios, over 70%, the turnover

rates of part-time workers is aubstantially higher.

Explanations of these results are likely to lie in the
nature of the full- and part-time jobs in question. In

establishments with a very low proportion of part-time

emplovees their Jjobs ar typically of two types, office
cleaning, catering, security ete, and semi-skilled and

skilled workers returning to employment following absence,
typically due to family commitments. Respondents

frequently noted that the first group of jobs were often

filled by older employvees who sought  only part-time
employment relatively close to their homes. The second
group of jobs were typically filled by previous employees
moving back into the labour market, with a high proporticon
eventually moving back to full-time work. It can be argued
that these characteristics would tend to reduce turnover.
In firms which report very high vratios of part-time
employees such as contract cleaners, catering firms and
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.some retail outlets, most full-time workers are supervisory
and management grades. As the cost of quits +to the
individual and  the firm are higher in these occupations
differences in turnover between these employees iz to be
expected. Information on differences in absencs rates
between full- and part-time employees show exactly the sanme

prattern.

Responses to questions on differences in the cest of
organising work arising from the emplovment of part-time

workers indicate that only 2% of establishments found .

part-time employeses cheaper to organise, 68% of
establishments reported no significant differsence in
organisation <costs, and the other 30% found art-time

workers- “significantly”™ more expensive  to organise. A
variety of reasons were cited to explain these ‘higher
costs, and as noted above, they can be grouped inio two
categories. The first set of reasons arise exclusively from
the fact that the establishment has more empleoyees to

orzganise. The second set relates to the inferior

}...I
w3
th
(i)

performance of part-time employees compared to full-time
workers doing comparable jobs. Almost half of +those
reporting cost differences mentioned the drawing up of work
schedules as an explanafion, 30% reported that the use of
part-time employees involved the management in greater
supervision, and 21% mentioned that using part-time
employees involved them in more instruction. Of the group
of establishments that reported organisational cost
differences almost: one third reported +that these arose
rurely Dbecause of the larger number of employees involved.
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The other two thirds stated that the use of part-time
employees per se involved the establishment in additional

cost

O]

By far the most common factor cited in explaining
these additional costs Was_loss of Continuity. OQver 50% of
those identifying cost differenc¢es noted this disadvantage.
Partly arising from this loss of continuity werse twe other
factors cited by 15% of establishments, namely that part-
time employees were more expensive to both supervise and
‘train. These factors are likely to lie behind the responses
given to a general guestion on productivity differences in
which almost one third of all private sector establishments
acknowledged that part-time employeeas have lower

productivity than full-time workers doing the: same jobs.

X Trade Unions
To the extent that they have been covered in the
existing 1literature, trade unions have been viewed as a

constraint - on the wuse of part-time employees. This is

[0}

mainly based on the organisational and financial
difficulties that part-time workers can present to unions.
These stem from the greater difficulty of access to
pért—time workers experienced by unions arising from
non-standard patterns of working hours. This makes both the
‘recruitment and servicing of these workers more difficult,
problems which are further aggravated if part-time workers
record higher turnover rates. If turnover differences do
occur this can also be taken as an indication that, on
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average, prart-time employees have a lower attachment to the
labour market and hence may have a lower propensity to join
unions. If tHis is in fact the case it would further
strengthen union resistance to the growth of part-time

employment.

It follows from this view that, other +things equal
the higher the level of union density in an establishment
the lower will be the proportion of part-time emplovees
assuming that density is an adequate proxy for the unions
ability to frustraté any increase in the ratio of part-time

to full-time employees desired by management.

37% of surveyed private sector establishments
recognised a - trade union or staff association for
collective Dbargaining purposes, covering 78% of all

employees but only 63% of part-time employvees. Almost 60%
of unionised establishments reported union membership
levels of over 90% amongst full-time manual employees, 43%
reported the same level amongst part-time manual employees,
-with the remainder spread evenly across the other deciles.
45% of establishments reported over 80% union membership
for their ndn—manual full-time employees, the figure
falling to 40% of establishmeﬁts when non-manual part-time
employees were considered. The extent of changes in union
membership over the last ten years was identified and the
-~ pattern proved identical for both full-time and part-time
manual employees and full-time and part-time non-manual
employees. No respondent reported a fall in union density
for any of these groups over the decade from 1975,
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suggesting the high and rising unemplovment of the 1980°s
has had 1little impact on density levels (as distinct from
membership numbers) in establishments that already

recognise unions.

The respondents were asked a series of  questions

relating to their view of the relationship between the

<]

unions and their part-time employees. A with the
information given on levels of union membership, it should
be noted that management information on union related

igssues 1s more likely to be partial or factually inaccurate

than on other matters.

90% of establishments reported that neo shop stewards
were drawn from the part-time labour. force  despite the
often high part-time emnployee ratio they recorded. A
similar percentage stated that they did not differ in their
attitude to the unionisation of full-time and part-time
employees, but 50% of them stated that they felt there was
a difference in the demand for union representation between

full-time and part-time employees.

Almost one third of establishments recognising unions
reported that they had experienced some union opposition to
management plansy to increase the proporticon of part-time
employees in their work force. The management attributed
this opposition to three factors. Firstly, that union
membership 1s commonly lower amongst part-time workers,
hence unions stand to lose subscriptions and Dbargaining
leverage. This reason was cited by 58% of those who had
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experienced any opposition. Secondly, it is more difficult
to" recruit and hold part-time members due to the hours they
often work and their higher rates of'turnover. This was
menticned by 44% of relevant respondents. Thirdly, it 1is
more costly for unions to service part-time workers due to
the difficulty of physically meeting all part-time
employees at one time etc., this factor was mentioned by

44% of respondents.

Despite these points, which suggest that the
recruitment of part-time employees involves some
disadvantages for unions, 90% of establishments noted that,
as far as they could tell, unions did not treat part-time
members any differently from those working full-time. The
little discrimination that was reported referred
exclusively to unions devoting less time, pro rata, to

part-time employees than to full time employees.

X Flexibility:

The growth of part-time and other peripherai forms of
employment such as ‘temporary, agency and self-employved
workers has generated the "Flexible Firm®™ literature
reviewed in chapter 2. This suggests that since the late
1970°s organisations have beenifaced with aﬁ increasingly
uncertain environment arising mainly from more intense
competitive pressure and rapid technological change. In
response organisations have sought increased numerical and
functional flexibility via the development of manpower
strateglies based on splitting their labour force into core
and peripheral groups. In this model the growth in' demand
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for part-time employees could be explained by a management

perception that they offered greater flexibility. The

0]

xtent to which the use of part-time workers fitted this
model can be considered by examining manpower adjustment

policies and managements views on the relative performance

I3
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—time and full-time amployees faced with the
introduction of new work methods and the flexibility these

groups showed using existing work practices. .

The survey provided some direct - information on
flexibility within establishments. Only 4% reported that it
was easier to introduce new work methods with part-time
emplovees. 73% reported no differsnce between full- and

part-time employess in this regard, and 23% noted that th

[}

existence of part-time labour in their workforce made such
innovations more difficult. Of those establishments that
found the introduction of change in work methods more
difficult, three main reasons were cited; firstly,
differences in familiarity with company practices (75% of
the relevant establishments); secondly, differences in the
training given to fuli— and part-time employees (45%); and
thirdly, differences in motivation between these two groups
(25%). No respondent mentioned different levels of union
membership as ither -a positive or negative contributory

factor.

Turning from flexibility in the introduction of new
work methods to flexibility in the use of existing work
practices, 21% of establishments reported that part-time
employees were more flexible in this regard (empleoying 17%
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of all employees but 30% of part-timers);. 38% reported no
difference between the groups (employing 39% of full-time
and 44% of pért—time workers); and 41% noted that  part-
time employees were less flexible (emploving 44% of &1l
employees but only 25% of part-timers). In explaining these
results a similar range of factors were cited to those
raised in +the issue of new work methods. Of those that
reported less flexibility, 21% cited dififerences in
training, one third cited differences in familiarity with
company practices and only 15% cited motivational
differences. Of the establishments that reported part-time
employees as more flexible by far the most commonly cited
reason was differences in motivation, a factor menticned by
75% of these respondents. Again differences in trade union
membership - between the full- and part-time workers was not
raised by any respondent as a factor influencing

flexibility.

Questions on the extent and timing of "major” changes
in technology and/or work methods indicated a marked
acceleration in their rate of introduction over the last
decade. Three-quarters of the changes involved some form of
computerisation with almost 50% of those establishments who
have adopted new technology installing small Dbusiness
computers and one third installing word processors. The
objective @ of these questions was not to gain detailed
information 'on the technical changes taking place in *
establishments but to identify the extent to which these
changes had altered the relative attractiveness of full-
and part-time employees. Half the establishments that had
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introduced change reported that the innovations had
increased the skills required by staff. 18% réported that
the skill reqﬁirements had fallen, apd 33% reported no
change in skill levels,.but most of these respondents notéd
that the nature of the skills required had changed. The
impact of these skill changes on the demand for part-time
employées was limited. Only 14% of establishmentz reported
an inecrease in their demand for part-times employvees for
this reason. 4% reported a fall and 85% stated that
technical changeé/ohange in work practices had had no

impact on their demand for part-time workers.

These various hypotheses on the possible asscciations
between 1independent variables identified in the survey and
the proportion of part-time employees are built on the
broader rationales for the use. of . part-time labour
discussed in chapter 3. These specific hypotheses can be
tested wusing multiple regression techniques. The results of

this exercise are presented in the following section.

Section 2 : Multiple Regression Results

The manpower data sheets and the survey interviews
.provided information on the extensive list of wvariables
reviewed 1in the previous section. In the case of a number
of potential explanatory factors, such as competitive
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pressure, a range of different variables were considered i

o

an attempt to capture the general determinant. In thes

[

cases only one of the alternative variables 1is reported
below, the others being rejected either due to the number

of missing cases their use would generate,

o]
H

* to concern
over the guality of the original gquestion used, or to avoid

problems of multicolinearity.

Given these points, the following variables were
constructed to reflect the main influsnces on the demand
for part-time labour discussed in the previcus section. All
the explanatory influences are captured in the form of

dummy or categorical variables. In most cases this is the

ot
e

N

natural form of the variable,  in others, such as
establishment size by employment, the use of dummy

variables 1is a simple method of allowing for non-

linearities.
PTPRO: The proportion of part-time employees in
total workforce by establishment.
INDUSTRY: ~ {(DIVe) S5IC Division 6 Distribution

(DIVT) SIC Division 7 Transport and
Communications

(DIV8) SIC Division 8 Banking, Insurance,
Finance

(DIVY) SIC Division 9 Other Services
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SIZE: Based on total employment in establishment
(Bizel) 1 to 25 in workforce
(Size2) 26 to 99 in workforce
(Sizeld) 100 to 499 in workforce

(Sized) 500 or more in workforce

NI: Based on question:- "Does the payment of
employer National Insurance contributions
influence the choice between full-and
part-time workers when recruiting?’.
Yes=1

No=0

O
1]

K COSTS: Based on question:-"Are there differences
in the cost of organising part-time and
full-time workers?’.

Part-time are cheaper/noe difference=1

Part-time more expensive=0

TRAIN. COSTS: Based on question:-"Do training costs

differ between full-and part-time

workers doing comparable jobs? .
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COMPETITION:

SHORT WEEK:

RECRUIT:

UNION REC:

PENSION:

Based on question:-"How do you price
your services?’.
set by market/very little discretion=1

Use judgement/substantial discretion=0

Based on question:-"Have you
experienced a trend towards a shorter
working week in the last 10 yvears?’.
Yes=1

No=0

Based con guestion:-"Do recruitment costs
differ between full- and part-time workers

in the same Jjob categorv?’.
Yes=1

No=0

Based on question:- Do vou rscognise a
trade union(s) for collective bargaining
purposes?’

Yes=1 Noz=0

Based on question:-"Do you currently
operate a company pension scheme?’.

No=1

Yes=0

(N.B. the preferred question on access of

part-time employees to company schemes
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WEEK-END:

could not be used as 1t excluded 75% of

all cases).

Based on questicn:-"Do you operate a

ot

week-ends? .
Yes=1

No/very occassienally=0

NON-WAGE COST: Based on the general questicon:-"Are

SHIFT:

TRADE HOURS:

there significant differences in the
non-wage costs associated with the
employment of part-time workers?’.
Part-time cheaper/no difference=1

Part-time more expensive=0

Based on question:-"Do you operate a
shift system?;.
Yes=1

No=0

Based on question:-"Has there been an
change in trading/operating hours in the

last 10 years? .

expansion=1

no change/contraction=0
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DEMAND (ANNUAL)/(WEEKLY)/(DAILY): Based on the
guestions:-Is there a annual/weekly/dally
pattern of demand for the services you

provide?’ .

This 1list of variables could have been extended in two
ways. Firstly, as noted above, different ways of attempting
to capture a particular influence could have been included.
Given the potential problems of multicollinearity this
could create only the "best” variable is uzed, beszst being
defined here as the alternative answered by "the highest

proportion of respondents and judged by the interviewer a

(%3]

9]

being the most consistently understood‘by them. Secondly,
more refined set of categories could have been constructed
for some of the variables. The main  constraint on
proceeding in this manner was the need to contain the
number of variables to assist comprehension and facilitate
presentation. In many cases the distribution of values of
specific wvariables severely limited the distinctions that

could usefully be drawn.

Results: Private Service Sector

The set of regression results presented in Table 3.1
relate only to private service sector establishments in the
gsample. Of the 86 establishments falling inteo this category
16 provided incomplete manpower data, and 7 cases were losﬁ
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in the regresgion due to other missing data.

There 1s a clear differentiation in +the sample by

SIZE. The percentage of part-time workers in the two lowest

size Dbands, “low to 257 and “26 to 297 iz significantly
lower +than occurs in the two largest bands of 100 to 4887
and 500 plus”. The difference is in +the order of 20

percentage points after controlling for industry. This very

A

ct

dramatic dichotomy in h cale of part-time labour uce

i
]

>

-

between “small” and “large’” establishments is not easily

]

explained at the level of the private service sector as a

whole. However a range of possible explanations can  be

Q.

offered when the sample is disaggregated by SIC division.

These results are presented and discussed in Chapter 5.

Turning to +the impact of industrial affiliation as
measured by SIC division (DIV), the regressions results
strongly confirm the picture gained from the examinaticn of
national data noted in Chapter 1. Typically, establishments
located in Division 6 (Distribution) and Division 9 (Other
services) are significantly heavier users of parit-time
labour than +those classified in Division 7 (Transport and
Communications) and Division 8 (Banking, Insurance,
Business Ferviées). The very low relative usage in
Transport and Communication is indicated by +the negative
regression coefficient of almost 23. The reasons for
differences in the‘level of use across divisions will Dbe

discussed in detail in the next chapter.
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ATable 3.1 Regression on Proportion of Part—-time

Emplovees in Total Qorkiozge: Private sector
Ezg!angtgix Regression : Standafd
Yariable Coefficient Error
SIZE1 - -
SIZE2 6.44 | 7.51
SIZE3 21.42%% 7.54
SIZE4 23.83% 9.53
DIV6 - -
DIV7 -22.87%* 7.85
DIVs8 -18.96% 8.10
DIVS 1.52 7.47
WEEK-END -1.586 7.486
NON-WAGE COST 7.36 7.10
DEMAND (ANNUAL) 0.23 6.65

(WEEKLY) -1.79 6.19

(DAILY) -1.07 5.43
UNION REC. 4.06 5.54
COMPETITION -7.43 5.37
NI 23.67%k 6.57
TRADE HOURS 4.01 6.438
SHIFT 14.17% | 5.54
SHORT WEEK -13.88% 5.64
PENSION 6.73 6.00
ORG. COSTS -3.70 7.41
CONSTANT 20.78 13.589
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R2 .74 F (DF) 6.34 (19,43) N=83
Slgnificance at .01 (.05) indicated by ¥k (k).

The third statistically significant varizhle
identified in the regression is the importance of National

Insurance payments (NI) in the employment decision. T

m

4
4

-y

result reinforces the impression

ct

ined from. managemen

o

g
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responses +to open-ended survey questions on determinants of
employment strategy. In considering the factors that 1lie
behind the significance of this variable it is useful +to

categorise establishments by the. properticn of their

part-time employees whose gross wages fell below the
threshold at which employvers are liable for national
insurance contributions. Interestingly, all low users of
part-time labour, defined as establishments in which

ot

part-time workers constitute less than 10% of all
employees, paid their part-time . employees above the
threshold wage level. At levels of part-time use above this
no discernable pattern emerged. A possible explanation of

th

[add

s vresult 1is that the average skill levels of part-time
employees in low-use establishments is relatively high.
ocome support is offered for this explanation by the fact
that a substantial number of very low users of part-time
workers reported +that +the only part-time workers they
employed were skilled and experienced females, previously
in full-time employment, who had reduced their work

commitment for domestic reasons.



As noted in the previous section, only 20% of
establishments Areporhed that the payment' of National
Insuraﬁce' contributions “significantly”™ influenced their
choice of full-time against part-time workers. However
these establishments accounted for 31% of total employmen
in the sample and over 60% ~ of part-time emplovment.
Tyvpically part-time workers in such establishments were in
low skill occupations, recruitment and training costs were

low, and although th
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generated additional administrative c¢costs these did not
appear to co¢ffset the financial gain arising from avoiding
payment of NI contributions. |

The fourth significant variable identified in Table
3.1 relates o the operation of shift work at the
establishment. 1In the discussion on rationales for the use
of part-time labour it was suggested that the adeption of.
shifts 1s likely to reflect either clearly defined peaks in
the demand for the services provided, or the fact that
interruptions to production/trade are cositly because the
maximum return on capital equipment or premises regquires
its extended or continuous use. It is likely that the
latter explanation is more relevant to manufacturing
industry, but changes in socilo-economic behaviour (shopping
patterns étc) and the trend to larger scale establishments
in parts of the service sector such as retailil trades, may
have increased the need to extend the time period in which
premises and egquipment are in use. It is possible that
these factors could have been picked up by the “change in
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trading hours”™ variable but this proved to be far from

statistical significance.

The fifth significant  variable  relates  to the
existence of a trend towards a shorter working week in the

last decade. Establishments reporting a trend reduction are

significantly less 1likely to have a high roportion of
part-time employees. There are clear industry based
differences here, with, for example, no retail

establishments noting a shorter working week, in contrast
to the majority of establishments in financial services.
However this result indicates that this vwvariable is
significantly (and negatively) asscciated with the use of
part-time employees after controlling for industry. There

are a number of possible explanations for this. The trend

towards a shorter working week could be a proxy for trad

O

union pressure, given the widespreadvcommitment within the:
union movement towards a 39, 38 or 35 hour week (depending
on industry). However this implies that unionised
establishments are 1less 1likely to report high ratios of
part- - tc full-time employees, an association not supported
by the regression coefficient on the ~unicn recognition
variable in Table 3.1. Alternatively, it may be easier for
management in establishments with relatively low numbers of
part-time workers to concede a shorter week to their
full-time employees without pressure to extend this change
to part-time employees. Another explanation could 1lie -in
the degree of competitive pressure faced by the
establishment and the priority this placed on the need to
minimise costs. If the use of part-time employees does
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confer some net cost advantages then we would expect “cost

-

: management in establishments making high use of

D}

consciow:

u
i

such workers to also be opposed to potentially costly
reductions 1in the working week, given that such reductions

are very rarely accompanied by pro rata wage reductions.

In éonclusion, the results presented in Table 3.1 are
entirely consistent with revious work done on the
determinants of the demand for part-time labour in private
sector services. The relatively high use of such labour in
Divisions 6 and 9 is well known, and size has been found to
be positively associated with the proportionate use of
part-time workers (see e.g. Blanchflower and Corry 1887)
although not on the scale found here. The size of the
coefficient on the National Insurance variable suggests
that relative ceost advantages of unskilled and semi-skilled
part-time labour is, ceferis paribis, very important in the
employment decision. The importance of the "shift” variable
probably captures a number of factors, including peaks in
demand patterns, extended trading hours, and monctoncus job
content lesading to a reduction in productivity  through a
standard (8 hour) shift, all of which encourage the use of

part-time labour.

To complete this consideration of the private sector
sample as a whole the multiple regression exercise was
rerun excluding the Division dummy variable. In principle™
this should allow variables correlated with industry (such
a8  establishment ‘size) to show up in a statistical sense,
if they have any explanatory contribution to offer.
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~ The first‘general point to be made about Table 3.2 is
that exactly the same set of statistically significant
variables are identified. This suggests that none of the
non-significant wvariables in Table 3.1 are very -closely
correlated with industry. ‘Comparing the regression
coefficients in the itwo tables suggests that employer
national insurance contributions are even more significant
when industry 1is no longer controlled. Apart from this

little additional information can be drawn from the second

table.

In conclusion to this section, what is clear from the
cross-tabulation evidence and impressions gained aﬁ the
interviews 1is that very substantial variations in the main
reasons for the use of past-time workers occur across the
heterogeneous industries which make up the private service
sector. It 1is therefore necessary to disaggregate the
sample and examine employver rationales for the use of such
workers Division by Division. This is done in Chapter 4,
but before presenting these results it is necessary to look
at the regressién results for the smaller sample of public
sector establishments and consider evidence on the factors
associated with changes in the ratioco of part-time to

full-time employees.
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Table 3.2

Regression on Proportion of Part-time Emplovees to

Total Wo:gfgxgg: Private Sector_(Excluding Division)
Explanatory Regression Standard
Variable Coefficient Error
SIZE1 -~ -
SIZEZ2 6.44 8.17
SIZE3 19.01% 8.14
SIZE4 25.33% 10.30
WEEK-END 3.58 6.91
NON-WAGE COST 3.73 7.76
DEMAND (ANNUAL) 0.43 7.12

(WEEKLY) -0.99 6.37

(DAILY) 0.32 5.96
UNION REC. 2.48 5.99
COMPETITION -10.52 5.81
NI 29.91%xx 6.68
TRADE HOURS 2.36 6.67
SHIFT ‘ 16.65% 6.13
SHORT WEEK ~-15.36% 6.15
PENSION 5.56 6.63
ORG. COSTS 1.40 7.99
‘CONSTANT 4.93 11.93

R2 .65
F (Degrees of Freedom) 5.32 (16,46)
No. of cases =63

Significance at .01 (.05) indicated by *xk (k).
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Section 4:

Potential Determinants of Demand for Part-time

Workers: Public Sector

Regression Results:

The previous section reported the results of an
analysis of private sector demand for part-time labour
using multiple regression technigues. The most obvious
difficulty faced 1in attempting to duplicate this exercise

for +the public sector sub-sample is that nly

publicly controlled establishments produced usa

in the - survey. While it is still statistically

to adopt such techniques where the number of

variables does not exceed the number of cases

the reliance which can be placed on the

inevitably weakened. Given this, the identi

public sector determinants of part-time labour

section focuses mainly on a gqualitative exa

management responses to open-ended - survey

However, despite the fact that the multiple

results have to be treated with some caution th
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