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Today, Eastern European economies
face the challenge to create a dy-
namic labour market. New forms of
inequality accompany a still incom-
plete post-socialist transformation.
They are aggravated by shortcom-
ings in setting up modern industrial
relations systems and advanced hu-
man resource management practices.
The transformation of work
organisations has been largely a
“ top-down” development marked by
massive governmental interference,
guidelines by imported managerial
staff and widespread fragmented
worker representation. Market-ori-
ented transformation in these states
we find a dual structure of social in-
equality in work organizations: the
emergence of social partnership in
liberalized zones of growing pros-
perity and negotiable inequality pat-
terns, co-existing with still large ar-
eas of rather moderate social and
economic progress. This co-existence
is likely to persist, argues the author.
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Eastern European Economies
after Affiliation

After their formal affiliation to
the EU, Eastern European econo-
mies face the challenge to create
a dynamic labour market in order
to redress still substantial misallo-
cation and at the same time to
grant basic worker protection
against the risks of a market
economy. Generally, real wages
declined and wage inequality in-
creased while at the same time
there was a re-allocation of jobs
between the economic sectors as
well asthe growth of the informal
sector, due to increased self-em-
ployment (as an alternative to un-
employment). The reduction of
employment was somewhat cush-
ioned by social protection pro-
grams. But there are great regional
differences. While in Estonia
labour legislation imposes |ow ter-
mination costs for labour contracts
with the result of higher labour
flows and possibly higher job cre-
ation rates, in Poland and Slovenia
labour market institutions are much
more restrictive.
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New forms of inequality accompany
astill incomplete post-socialist transfor-
mation. They are aggravated by short-
comings in setting up modern industrial
relations systems and advanced human
resource management practices. The
transformation of work organisations has
been largely a*“top-down” development
marked by massive governmental inter-
ference, guidelines by imported manage-
rial staff and widespread fragmented
worker representation.

But though the lack of market power
isacollective phenomenon for large seg-
ments of the labour force, it is mainly
perceived intermsof individual challenge
within organisational bonds and not in
terms of class antagonism. Up to date,
no formation of new mass movements or
at |east the strengthening of collectively
operating mass organisations such as
trade unions isin view. Instead, co-op-
erative patterns of crisis-management
and private attempts prevail to counter-
balance loss of control through informal
network-building.

Co-operative patterns of crisis-
management and private attempts
prevail to counterbalance loss of

control through informal network-
building.

In such a situation, research focus-
sing upon social inequality in work
organisationsis concerned with two prob-
lems: First, which are the mechanismsin
working life, especially the changes of
work organisations to bring about new
types of social inequality? Second, which

groups are affected and which patterns
of actions answer the challenges they
meet in pursuing goals related to work?
This topic shall be treated against the
background of German experience which
still servesin many ways as a guideline
for ongoing modernisation of work
organisations.

New Types of Work-related Social
Inequality

There is a general consensus about
the factors and trends challenging the
social organisation of work:

e Technological factors: Ongoing
mechanisation, automation and
informatisation with the effect of sub-
stantially increasing labour productiv-
ity and establishing globally operat-
ing communication networks.

e Economic factors: Within the context
of increasing global competition the
ratio between capital and labour in-
put has been deeply affected by con-
tinuous rationalisation. Drastically
diminishing transaction costs have
contributed to aflexible allocation of
economic activities, responding to
market pressures.

e Socio-cultural factors: The growth of
high-tech industries hasincreased the
necessary qualification of input and
the need for continuous adaptation
through learning. Consumerism as a
consequence of increased labour pro-
ductivity hasraised individual demand
levels and at the same time has fos-
tered the awareness of personal
risks.
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e Socio-political consequences: We
witness the emergence and flexibil-
ity of individualised work prefer-
ences, especially among female em-
ployees. They support the introduc-
tion of flexible work arrangements
whiletraditional, standardised forms
of industrial and employment rela-
tionsloosen their general validity.

Though all European societies are
affected by these general trends, their
actual state reflects different phases in
societal modernisation, marked by mar-
ket integration, democratisation and
individualisation aswell asdifferent lev-
els of prosperity. Thefollowing analysis
shall focus upon the impact of these
changes upon the main patterns of in-
equality in working life: employment
structures, working conditions and career
prospects.

Growing Segmentation of
Employment Structures

Employment in modern societies is
structured according to asignificant seg-
mentation of labour markets which re-
flects mobility barriers between non-
competing groups, already mentioned in
19th century by J.E. Cairnes. These are
marked by differing features related to
work performance and therefore estab-
lish restricted and unequal employment
and remuneration chances (Sengenberger
1978, 1987). It has become common to
typify segmented employment forms ac-
cording both to the relevant organization
of partial labour marketsand to thelevel
of employment quality. We arrive here
theoretically at the following labour mar-

ket sections (Oschmiansky/Oschmianski
2003, 7f.):

e Typel: Occupation-based segments,
generated by differential certified
qualifications, valid for similar jobs
within the whole economy. Here
standardized, regular employment
forms prevail, mainly in small and
medium-sized establishments (for a
summary see Fuerstenberg 2000).

e Typell: Enterprise-based segments,
generated by organisation-specific
qualifications, valid only within the
relevant (usually large-scale) enter-
prises. Permanent staffing isthe pre-
vailing employment form (Doeringer/
Piore 1971, Koehler/Preisendoerfer
1989).

e Type Ill: Unstructured segments,
marked by unspecific labour supply
suited for discretionary work assign-
ment. Employment formsare "a-typi-
cal" when compared with regular
long-term labour contracts. Examples
are agency work, part-timework and
temporary work.

o TypelV: "Buffer"-segments supply-
ing rather unqualified labour for short-
term tasks. "A-typical" labour con-
tracts for temporary and auxiliary
work prevail, resulting in
marginalisation, even stigmatisation
of persons concerned.

When applying this typology, one
needsto keep in mind that labour market
segmentation also corresponds with
characteristic personal properties of the
relevant labour force such as gender,
ethnicity, age and performance handi-
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caps. They often bias the evaluation of
labour supply by potential employers,
mainly in unstructured and buffer seg-
ments of the labour market.

Empirical evidence from Germany
showsagradual shifting of gainfully em-
ployed persons between the different
employment types (Oschmiansky/
Oschmiansky 2003, 10ff.). Between 1985
and 2001 the share of gainfully employed
persons in the total employable popula-
tion increased from 68 % to 75.1 % (fe-
male persons: 52.7 % to 66.9 %). While
the percentage of full-time and perma-
nently employed personsonly marginally
changed from 37 % to 36.7 % (female
employees: 29.7 to 33.2 %), part-time
occupationsincreased from 7.1%t0 12.8
% (female employees: 12.4% to 22.4%).
Self-employment diminished from 7.3%
to 6.6 %. Unemployment (extended con-
cept including non-registered job seek-
ers) rose from 5.7% to 8.5 % (female
employees: 5.1%to 7.5 %), recently fol-
lowed by steep increases and now a
moderate reduction.

While employment chances have sub-
stantially increased for femalelabour, the
availablejobs, however, are often marked
by non-standard work arrangements, re-
sulting in rather marginal remuneration
and promotion chances and greater em-
ployment risks. The widespread accep-
tance of such inferior working conditions
is partly due to the fact that female mo-
tivation towork still islargely guided by
theideaof providing additional household
income and by the necessity to find a
suitable timing between household and
workplace requirements. Recent changes

in unemployment are marked by rapidly
decreasing employment chances for un-
gualified and ageing persons, especially
when showing continuous sub-standard
performance.

Where statistical figures show a
growth of total employment, measured by
its share in the total employable popula-
tion, this growth was mainly due to the
creation of part-timejobs. From the point
of view of regular employment, the di-
vide between "insiders" and "outsiders"
is getting more rigorous (Kalleberg
2003). In order to assess the meaning of
this trend for changes in patterns of in-
equality, we have to consider working
conditionswithin given employment pat-
terns.

‘ Within the new EU member states,
socio-economic transformation
was largely accompanied by a se-
vere breakdown of employment

structures, resulting in migration
and attempts of self-employment. \

Regarding emerging labour market
structures within the new EU member
states, socio-economic transformation
was largely accompanied by a severe
breakdown of employment structures,
resulting in migration and attempts of
self-employment. After a period of slow
reconstruction of job chances in a
privatised economy, we find lines of dif-
ferentiation similar to those in the West,
but also the persistence of some pecu-
liarities of state socialist economieswhere
female labour participation rates had
been traditionally larger and internal, com-
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pany- or government-based labour mar-
kets prevailed dueto the absence of open
job competition in external labour mar-
kets.

New Disparities of Working
Conditions

Within modernised work
organisations we witness changes with
far-reaching consequences for the qual-
ity of working life:

e Growing intellectualisation of work
functions.

e  Growing project organisation of work
tasks with tendencies of outsourcing
and trans-organisational network for-
mation.

e Resulting flexibilization of work as-
signments and reduction of perma-
nent employment.

Increasing use of IT and the relative
growth of the high-tech sector are accom-
panied by agrowing “intellectualisation”
of work functions, which are exposed to
permanent change. Knowledge necessary
for “rationalisation” of work procedures
becomes obsolete to the extent that this
process proves successful. Therefore,
professionalism loosens its traditional
meaning. It is no longer connected with
know-how accumulated asakind of “work
capital” for lifetime use but depends upon
a process of continuous learning in rap-
idly changing work situations. Asaresult
we witness a new segmentation within
work organisations between highly quali-
fied and motivated key personnel, being
able to adapt to changing challenges, and

arather immobileworkforce with moder-
atetraining and motivation, depending upon
routinetraining and order-giving.

From this evidence we may conclude
that there is atendency to widen the gap
between "central" and "peripheral” em-
ployment with an increasing share of
persons and groups marked by precari-
ous positioning (Kreckel 1992). Withinthis
context and in view of widespread un-
employment, "inclusion™ and "exclusion”
in terms of labour market access are of -
ten discussed (Zilian 2004).

There is a tendency to widen the
gap between "central" and " pe-
ripheral” employment with an in-
creasing share of persons and

groups marked by precarious po-
sitioning

In European transition countries, edu-
cation has become the key factor in ex-
plaining wage differentials and wage in-
equality. LikeinWestern Europe, the less
educated are highly represented amongst
the unemployed. Active Labour Market
Programs also are found in most transi-
tion countries. They comprise training,
wage subsidies and public works pro-
gramsin order to foster re-entry into the
labour market. However, they appear to
reach their objectives only when therel-
evant economies are achieving economic
growth and when they are targeted to
particular groups. The latter holds espe-
cialy truefor job search programs. Pub-
lic works programs do not provide greater
employment or earning chances (Rashid/
Rutkowski 2002: 26). In the long run,
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higher qualification and work competence
by providing general skillsand ability of
analytical problem-solving will improve
the human capital of aregion better than
the training in narrow vocational skills,
as increased labour flexibility will be a
main requirement for necessary struc-
tural adjustments.

Striking examples for positive
trends in terms of “upgrading” are the
spreading multifunctional teamsfor the
design and operation of high-tech equip-
ment. Within larger projectsthey often
become quasi-independently operating
parts of extended trans-organizational
networks. Their social climate is
marked by the need for co-operation,
combined with the need for competi-
tiveness. Members with permanent
sub-standard performance tend to be
eliminated. Basically, these multifunc-
tional teams are not stable. They shift
from project to project and change their
composition (Ekstedt et al. 1999). This
leads to another process of segmenta-
tion: between stable and transitory work
arrangements. At high qualification lev-
els we observe gradual changes from
employee status to the status of risky
self-employed in the course of
“outsourcing” as well as the hiring of
experts for terminated functions.
Within this context individually negoti-
ated part-time working arrangements
are possible. At lower levels non-stan-
dard work arrangements become wide-
spread. They are marked by contracts
limited for a given period, and by aux-
iliary and part-time employment.

Within new EU member states this

processis brought about mainly through
foreigninvestors, especially large multi-
national firms. Therefore, amajor social
divide exists between their slowly up-
graded indigenous employees and high-
tech foreign expatriatesin key positions.
But even greater is the emerging social
distance between privileged employees
in foreign-owned companies and those
working in more traditional low capital/
low wage sectors of the economy, em-
ployment in government being often at
the bottom.

‘ A major social divide exists be-
tween their slowly upgraded indig-

enous employees and high-tech

foreign expatriates in key posi-
tions.

Unstable Career Prospects

In order to assess the inherent dy-
namics of work-centred inequality, mo-
bility patternswithin and between labour
market segments need to be investigated.
From the available data we witness the
emergence of new disparities in work
careers. Continuity is gradually being
replaced by flexibility and mobility. In his
analysis of positional changes, based
upon data from the Socio-economic Panel
(SOEP West), a basically still valid ob-
servation by Peter A. Berger (1996)
found asignificant diminishment of both
the extent and stability of work careers
for unqualified German workers (types
Il and 1V). Decline into unemployment
was frequent. Within the occupation-
based segment (type I) high stability
(about two thirds of male and female
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employees) was documented. Stability
was even higher in the organi sation-based
segment. About three quarters of male,
and two thirds of female employees did
not leave this segment. This shows that
for the period of investigation (end-80s)
employment stability significantly in-
creased with higher levels of qualifica-
tion and membership in large enterprises.

‘ Employment stability significantly
increased with higher levels of

qualification and membership in
large enterprises.

Based upon the German Employment
Statistic Register Sample 1975-1995
Bender, Konietzka and Sopp (2000) re-
constructed individual work careers.
Their analysis shows that the former
work life has an independent influence
on therisk of interrupting work or to be-
come unemployed. Furthermore, qualified
persons who experienced job shifts
within their last firm and who are work-
ing inlarger firmsinvesting in the quali-
fication of their employees, have greater
chances to move directly to another em-
ployer. These results indicate a "repro-
duction” of discontinuous employment
patterns over the work life with less
qualified personnel being the looser.

Career patterns within organisations
changein the course of their re-engineer-
ing. This mostly means the gradual re-
placement of central hierarchical control
by de-centralised self-administration of
operative units (project teams and profit
centres) within the limits of negotiated
goals and budgets. In such project-based

organisationsthetraditional ladder of pro-
motion is replaced by varying task as-
signmentswith performance-bound grati-
fication as part of the remuneration. This
means an enrichment of the employment
status by quasi-entrepreneurial elements
with corresponding risk taking. But tra-
ditional seniority rights are as much at
stake as their basis: long-term working
contracts.

Challenge of Welfare Corporatism
& Co-operative Unionism

Work-related inequality manifestsin
pay differentias, different quality of work,
different promotion chances, different
employment security and generally adif-
ferent degree of social integration within
work organisations. The actual shape,
however, is largely influenced by the
socio-cultural framework, usually re-
ferred to as corporate culture.

We observe a variety of corporate
cultures, which may be classified accord-
ing to two basic types of underlying value
orientation:

e The organization-oriented type is
based upon work roles within co-op-
erative units. The relevant status or-
ganization traditionally combines both
work performance and membership
attitude evaluation (length of ser-
vice). This type may be combined
with amore or less pronounced “pro-
fessional orientation “focussing upon
the certified quality of work perfor-
mance. Accordingly the status orga-
nizationismodified by stressing indi-
vidual competence linked to profes-
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sional standardsinstead to traditional
seniority patterns. Organization-
centred attitudes are fostered by pre-
vailing fringe benefits.

e The market-oriented type refers to
the dominance of interests directed
towards the utilization of chances
given by market conditions. The re-
sulting high level of labour turnover
results in lower levels of organiza-
tional integration and “company-
mindedness®. Instead, pay incentives
are predominant. A social orientation
prevails focussing upon informal
group solidarity and market-oriented
networks, while organization-centred
attitudes are motivated by prevailing
pay incentives.

Within the German-speaking coun-
tries the organization-oriented employ-
ment type has served as fundamental for
the development of aspecial variation of
welfare capitalism which aimed at the
social integration of employees by mak-
ing inequality acceptable through decent
work arrangements, extended participa-
tion rights and extended social security.
In the planned economies of Eastern
Europe, the enterprise even developed as
an authoritatively run quasi-community
with basic welfare functions. The intro-
duction of a market economy |loosened
or abolished these regulative ties.

Shareholder-oriented Capitalism

The global emergence of anew form
of shareholder-oriented capitalism sug-
gestsashift towards an individualized and
market-oriented employment type, pre-
vailing in Anglo-Saxon countries. This

results in lessening the social bonds es-
tablished by welfare corporatism. In-
creasing global competition resultsin the
flexibilisation of manpower. Main features
are: reduction of permanent employment,
dilution of “normal” collective agree-
ments and standard work arrangements
by amounting diversity of individual work
contracts, and last but not |east the spread
of ashareholders” value-ideology. There
is a tendency to replace social compo-
nentsin human resources policies by the
application of individualizing financial in-
centives and subsequent personal risk
sharing.

‘ The global emergence of a new
form of shareholder-oriented capi-
talism suggests a shift towards an
individualized and market-oriented

employment type, prevailing in
Anglo-Saxon countries.

The new EU member states are rap-
idly entering this phase, marked by in-
creasing social insecurity. However,
socio-cultural barriers work against an
overall transformation towardstypelll -
employment relations. Probably they get
transformed from “bureaucratic produc-
tion communities’ towards aconflictual,
but nevertheless social partnershipinin-
dustrial relations with some affinity to a
more flexible version of the German (and
Austrian) model of welfare capitalism.

In order to appreciate the persistence
and popularity of welfare corporatismin
central Europe, we haveto keep in mind,
that its establishment is founded as well
in societal structures asin actors™ strat-
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egies. Extensivelabour legislation grants
basicrightsto all gainfully employed per-
sons. Highly regulated or segmented
labour markets constitute clusters of non-
competing employee groups with distinct
status expectations. Co-operation with
management means not only sharing pro-
duction goals but also participation in
benefitsderiving from their achievement.
As long as this combination appears to
be realistic, parting from these integra-
tive patterns will not be considered fea-
sible by the majority of those concerned.

Nevertheless, those advocating the
German version of welfare corporatism,
have to keep in mind, that this system,
marked by a particularly high degree of
professionalism (Berufsorientierung)
among the employees and highly regu-
lated industrial relations, resulting in a
distinct system of "co-determination",
underwent drastic changes. Under the
pressure towards flexibilization of labour
supply and work conditions, towards per-
manent re-qualification as the mainte-
nance of pay incentivesthrough individu-
alized work arrangements, traditional
traits of company welfare programs have
been abolished. Programs for reducing
surplus labour, e.g. through outsourcing,
have been applied extensively. At
present, new EU member economies still
profit from such shiftsin employment. But
with rising pay levels their competitive
advantage diminishesrapidly.

In Germany, according to the provi-
sions of the Works Constitution Act, all
relevant measures for structural change
had to be applied in co-operation between
management and the works council.

Thereby major conflictsat company level
have been avoided. Generally, the basi-
cally co-operative structures have been
preserved. Preferences of younger em-
ployees appear to be moreindividualized,
also in view of less stable career pros-
pects in the initially chosen occupation
and with the first employer. Thisdemon-
strates a certain convergence of indi-
vidual and corporate response patterns
to the given structural challenges. The
overall picture shows the German cor-
poration as a highly complex organiza-
tion marked by an institutionalized and
legally sanctioned social framework, by
consensus-oriented problem-solving
through negotiations and by awell quali-
fied labour forceaiming initsmajority at
stable workplace relations and career
prospects. Work arrangements, however,
underwent a substantial flexibilization
with the already discussed segmentation
effects.

‘ The overall picture shows the Ger-
man corporation as a highly com-
plex organization marked by an

institutionalized and legally sanc-
tioned social framework.

Within the new EU member states
we observe a significant time lag, also
dueto the absence of afirmly established
and institutionalized framework for indus-
trial relations. German welfare
corporatism as a model of long-term
granting social status to core employees
still finds advocates in Eastern Europe.
But one has to realise that its realm di-
minishes. As a consequence, new ways
of interest formation and interest presen-
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tation within the labour force may be
expected. In Germany, mounting social
costs based upon vested interests call for
moreflexibleindustrial relations. The slo-
gan "de-regulation” marks attempts to
dilute normative patterns founded in the
so-called area-covering collective bar-
gaining which procured industry-wide
standardized work conditions and options
for improvements at company level. The
trend to open or even abolish such stan-
dards, often called individualization, cer-
tainly widensthe inter-firm disparity be-
tween different categories of employees.
Large corporations with world-wide op-
erations pursue their own strategies,
Volkswagen with its extensive company
bargaining being a prominent example.
Thus we encounter a wide variety of
patterns for adjustment to external (glo-
bal) pressures and their combination with
socially feasible (“sozialvertragliche”)
solutions. Asaconsequence, a-typical and
even marginal segments of the labour
market increase. Initiatives at EU level,
such asthe quest for “flexicurity (flex-
ibility of work assignments and security
of employment), aim at synchronizing and
rendering more flexible existing regula-
tionsin the world of work with the ulti-
mate goal of increasing employment
chances.

Prospects of Social Partnership

The general outlook does not suggest
the abolishment of strategies of social
partnership in spite of major changesin
their components. Corporate human re-
lations management and union policies
continue to be co-operative and to be di-
rected towards working solutions. In or-

der to secure efficiency, profitability,
achievement motivation and social ac-
ceptance, greater organizational flexibil-
ity needsto be combined with social risk
management and the guarantee of basic
participation rights. But there is an in-
creased tendency to limit the advantages
of welfare corporatism to those groups
of employees who match best the image
of “optimally efficient workers”, and
management determines the standards
for such a classification.

‘ In order to secure efficiency, prof-
itability, achievement motivation
and social acceptance, greater or-

ganizational flexibility needs to be
combined with social risk manage-

ment and the guarantee of basic
participation rights.

Fundamentally, changesin employ-
ment forms and actors” strategies ap-
pear as atest of the existing and widely
institutionalized frame for transforming
social inequality in the world of work
into acceptabl e status systems. Within
the new EU member states, such a
frame still is under construction. Both
flexibility in order to cope with global-
ized competition and security in order
to grant decent ways of life are needed.
The challenge may be brought into the
formula: Social Darwinism with consid-
erable gains for the winners and ex-
clusion of the losers or social partner-
ship with co-operative management and
even joint risk sharing. Are there sus-
tainable alternatives to American work
ways?
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Social partnership, open for both con-
flict and consensus, may be conceived
as a problem-solving system largely de-
pending upon available resources and
their mobilization to match both internal
and external pressures. As long as effi-
ciency and utility can be maintained and
even increased through joint efforts, zero-
sum constellations for the negotiating
parties may be avoided. If losses are
unavoidable, their redistribution or com-
pensation from external resources, e.g.
by government subventions, may savethe
system at short sight. Also prospects of
future gains may help to increase accep-
tance of joint strategies. But the more
conflict management becomes hazardous
and the incidence of burden results in
increasing disparity and relative depriva-
tion, the more social partnership runsthe
risk of deteriorating into a struggle for
defending vested interests. Ultimately the
system may collapse into modes of So-
cial Darwinism. Such a cause of events,
however, is not likely to occur simulta-
neously in all sectors of industrial rela-
tions unless there is a general societal
crisis. Even then somejoint activitiesare
necessary for survival, especially during
reconstruction periods.

The prospects of social partnership
have been positive thus far when eco-
nomic growth was accompanied by
stable conflict management of partners
mutually confirming their positions. The
gradual transformation of wage-oriented
unionism due to the challenge of partici-
pative managerial practicesfor employee
promotion offers new chances to social
partnership models. New patterns of so-
cial inequality due to structural changes

in employment and work cannot be made
acceptable merely by representative ne-
gotiating the financial outcome but rather
by participating in the problem solving
process and by sharing relevant decisions
at workplace level.

Asaresult of market-oriented trans-
formation in the new EU member states
wefind adual structure of social inequal-
ity in work organizations: the emergence
of social partnershipin liberalized zones
of growing prosperity and negotiablein-
equality patterns, co-existing with still
large areas of rather moderate social and
economic progress, where governmen-
tal regulations grant minimum standards.
This co-existenceislikely to persist.

References

Bender, Stefan/Konietzka, Dirk/Sopp, Peter
(2000), Diskontinuitat im Erwerbsverlauf
und betrieblicher Kontext, Koelner
Zeitschrift fir Soziologie und
Sozialpsychologie: 475-99.

Berger, Peter A. (1996), Individualisierung:
Erfahrungsvielfalt und Statusunbes-
timmtheit. Opladen.

Doeringer P.B./Piore, Michael J. (1971), Internal
Labour Markets and Manpower Analysis,
Lexington Ma

Dostal, Werner/Parmentier, Klaus/Pflicht,
Hannelore/Rauch, Angela/Schreyer,
Franziska (2001), Wandel der Erwerbsar-
beit: Qualifikationsverwertung in sich
verandernden Arbeitsstrukturen, Beitr, AB
246.

Ekstedt, E./Lundin, Rolf.A./Soederholm, Anders/
Wirdenius, Hans (1999), Neo-industrial
Organising. Renewal by Action and Knowl-
edge Formation in a Project-intensive
Economy, London-New York.

The Indian Journal of Industrial Relations, Vol. 46, No. 4, April 2011

619



Friedrich Fuerstenberg

Fuerstenberg, Friedrich (2000), Berufsgesel | schaft
in der Krise. Auslaufmodell oder
Zukunftspotential ? Berlin.

Heyns, Barbara (2005), “Emerging Inequalities
in Central and Eastern Europe,” Annual
Review of Sociology, 31: 163-97.

Kalleberg, Arne L. (2003), “Flexible Firms and
Labor Market Segmentation. Effects of
Workplace Restructuring on Jobs and
Workers”, Work and Occupations, 30(2):
154-75.

Koehler, Ch./Preisendoerfer, P. (eds.) (1989),
Betrieblicher Arbeitsmarkt im Umbruch.
Analysen zur Mobilitaet, Segmentation und
Dynamik in einem GrofRbetrieb, Frankfurt/
M.-New York.

Konietzka, Dirk (2002), Die soziale Differenz
der Ubergangsmuster in den Beruf. Die
“zweite Schwelle” im Vergleich der
Berufseinstiegskohorten 1976-1995,
Koelner Zeitschrift fir Soziologie und
Sozialpsychologie, 54: 645-73.

Oschmianski, Heidi/Oschmianski, Frank (2003),
Erwerbsformen im Wandel: Integration oder
Ausgrenzung durch atypische
Beschéaftigung? Berlin und die Bundesre-
publik Deutschland im Vergleich.
Wissenschaftszentrum Berlin SP | 2003-
106.

Pailhé, Ariane (2003), “Labour Market Segmen-
tation in Central Europe during the First
Years of Transition”, Labour 17:127-52.

Pollert, Anna (2000): Transformation at Work in
the New Market Economies of Central East-
ern Europe. London.

Rashid, M., Rutkowski, J. (2001), Labour Mar-
kets in Transition Economies: Recent De-
velopments and Future Challenges. Social
Protection Discussion Paper SeriesNo.111.
Washington D.C.: World Bank.

Schnabel, Claus/Wagner, Joachim (2007), “The
Persistent Declinein Unionization in West-
ern and Eastern Germany, 1980-2004: What
Can We Learn from a Decomposition
Analysis?’ Industrielle Beziehungen, 14(2),
118-32.

Sengenberger, Werner (ed.) (1978), Der gespaltene
Arbeitsmarkt. Probleme der Arbeitsmarkts-
egmentation. Frankfurt/M.-New York.

Sengenberger, Werner (1987), Struktur und
Funktionsweise von Arbeitsmérkten. Die
Bundesrepublik  Deutschland im
internationalen Vergleich. Frankfurt/M.-
New York.

Whitefield, Stephen/Wittrock, Jill (eds.)(2009),
Social Inequality and Its Consequencesin
Central and Eastern Europe, Oxford:
Eurequal

Zilian, Hans Georg (ed.) (2004), Insider und Out-
sider. Miinchen-Mering.

620

The Indian Journal of Industrial Relations, Vol. 46, No. 4, April 2011



	new c
	Page 1

	6

