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Abstract. This chapter examines three aspects of work that emerge from time to time as social problems that are taken up by policy makers and the mass media. The chapter opens with a brief review of the pessimistic projections of the neo-Marxists before turning to the more optimistic claims of theorists of the post-industrial and information age societies. It then reviews the contemporary cross-national evidence on work skills, job quality, work intensity and working time with the latter including the public policy related problem of work-life balance.

Introduction
One of distinguishing characteristics of an applied area industrial relations is that it engages with issues that governments and strands of the general public deem to be harmful to society. Leaving aside the thorny question of how some issues become identified as social problems and a matter for public policy while others do not, industrial relations scholars have examined such problems as absenteeism  Edwards and Scullion 1984()
, strikes Hyman 1984, : 145-156()
 and even the hours of the working day. The latter has a curious habit of re-occurring ever since it first emerged in the nineteenth century when the rise of the factory system eventually triggered a campaign for the eight hour working day Webb and Cox 1891()
. Today the focus is on the problem of work-life balance and the challenges of non-standard working schedules within the so-called 24/7 economy Presser 2003()
. Although these issues are still problems that are of interest to public policy makers, much of this work is now undertaken by sociologists partly because industrial relations scholars clung to the study of declining labour market institutions, namely trade unions, collective bargaining and union-management relations. 
By contrast, what we may describe broadly as the experience of work has become an enduring theme that now spans economics, psychology and sociology with occasional contributions from industrial relations. I should acknowledge that the experience of work is a conventional term from everyday language rather than a formal social science concept. If anything, it is a catch-all term that covers a wide range of related concepts that include such diverse topics as alienation, job satisfaction and organizational commitment see Cook et al. 1981()
. Rather than attempt the Herculean task of summarising this literature I shall instead focus on three issues, namely job quality, work intensity, and working time. Each has in its own way emerged as a matter of public discussion. Can our economies still provide decent jobs or is job quality declining generally? Does the arrival of email and mobile phones make it difficult to escape the demands of work? Will these demands include long hours that come at the expense of family life? 
To tackle these questions, I draw on contemporary research on the nature of work though here I must confess to a disciplinary bias towards sociology. Sociology helps us place these questions in the context of wider claims about the nature of work in capitalist economies and about the changes associated with the arrival of post-industrial economies and information age societies. More specifically, it offers a number of theories that help us understand the changing nature of work by relating it to wider developments in economy and society. What is especially useful for the purposes of this edited collection, is that it draws our attention to the persistence of cross-national differences in the experience of work. An exciting development here is the emergence of large-scale cross-national surveys that enable us to examine how well these theories work when applied to countries with different kinds of economies and different forms of labour market regulation.

The changing debate about work: from deskilling to job quality
For sociologists, one of the reasons the organization of work became a major interest was precisely because of its contested nature. Perhaps the best known example is the debate about the deskilling thesis which the Marxist and former craft-worker Harry Braverman set out in his influential Labor and Monopoly Capital 1974()
. Aside from the fact that Braverman’s background as a skilled manual worker gave the book a ring of authenticity, one of the reasons for its remarkable success was that it resurrected some old questions: can humans fulfil their potential within industrial society? Or does capitalist forms of work organization, which are derived from the dictates of profit making, strip workers of their skills and pride?
Braverman’s basic premise was that employers were intent on establishing complete control over the workforce. While this drive to control may have started as a means of increasing profit, notably through Frederick ‘Speedy’ Taylor’s system of scientific management Rose 1988: 23-47()
, Braverman insisted that it was infused with the political aim of subduing the working class. One of the key mechanisms was what Braverman termed as the separation of conception from execution. In effect, Taylor’s system demanded that all knowledge of work organization was to be removed from the factory floor and placed in the hands of management who would specify precisely what needed to be done, how it should be undertaken, and the speed at which it should be completed. The result would be a highly simplified, sub-divided, and specialized set of tasks that, when allied to time and motion studies, would create what Taylor considered to be the ‘one best way’ of organizing work.  For Braverman, however, it represented the deskilling and dehumanization of workers who would gradually be reduced from skilled artisans to little more than assembly line machines.

Though frequently overlooked, Braverman’s Marxist analysis sought to relate these developments to changes in the class structure and within capitalism generally. He was convinced that the ranks of the working class would expand as the inherent tendency to deskill would create an ever more vulnerable proletariat whose jobs could easily be undertaken by the machines that they had come to resemble. Significantly, the rapidly growing white-collar occupations would also experience the same fate as their work became ever more routinized through the application of new technology. As these processes made it easier for employers to replace white-collar workers, their bargaining power would be eroded and so their loss of status and salary differentials would inevitably make them identify with the ranks of the manual working class.
In the voluminous literature inspired by ‘Bravermania’ the deskilling thesis was so heavily criticized that it could only be defended as a ‘tendency within capitalism’ rather than a general imperative Thompson 1983: 118()
. Among other things, Braverman had overstated the employers’ desire to control labour, the existence of a ‘golden age’ of craft work, and the prevalence of scientific management Wood 1982()
. But perhaps the most telling criticism of the deskilling thesis was that it was shaped more by the particularities of the American experience than Braverman appreciated. Above all, he failed to recognise that there might be different types of capitalism in which different kinds of institutional arrangements, notably between employers, trade unions, and the state, might sustain predominantly high-skill high-wage models of the kind found in major corporations within Germany and Japan Littler 1982(e.g., ; Lane 1989)
. 
A similar criticism could also be made of the more optimistic but equally universalistic theories of post-industrialism and the informational society that followed on the deskilling debate. Briefly, the theory of post-industrialism argued that knowledge would become the major source of economic growth and the critical factor in social change Bell 1973()
. Consequently, education, which would be at the heart of the coming society, would expand massively. Elite higher education, for instance, would be replaced by a mass higher education system that would both make university places available for the wider population and provide a vehicle for social mobility. Instead of the pre-occupation with mass production that was evident in the writings of Braverman and others, the post-industrial economy would be dominated by the rise of the service industries that would include a greater role for scientific and technical knowledge. Along with the expansion of the education system, this shift would be accompanied by a general upgrading of the occupational structure as the proportion of highly skilled, professional, technical and managerial workers would increase far beyond the decline in the old manufacturing related occupations. 

Echoes of this theory would reappear in claims about the advent of the knowledge economy and the informational society in the 1990s Reich 1991(e.g. ; Castells 1996)
. Such theories would insist that developments in informational and communications technology, the spread of post-bureaucratic network forms of economic organization, and the demands of the global economy mean that even the major economic nations are compelled to invest in the new knowledge economy. In the first part of his celebrated trilogy on the information age, Castells states that the diffusion of information technology has revolutionized production which, along with the emerging network enterprise, has created a new kind of ‘informational capitalism’ that is redefining work processes, workers, and employment. While a significant proportion of jobs are upgraded, a process that is accentuated by the use of information technology, Castells insists that a large number are either phased out through automation or moved overseas to low-wage economies. The result is a dualized society ‘with a substantial top and a substantial bottom growing at both ends of the occupational structure’ while the middle layers gradually shrink Castells 1996, : 279(; see also Aoyama and Castells 2002)
. 
In sum, Braverman’s deskilling thesis and the theories of post-industrialism and the knowledge economy set out very different trajectories for the evolution of work under capitalism. Where Braverman sees an expanding working class with low levels of skill and job control and high levels of work intensity, theories of the informational society point to a growing divergence between a routinized bottom layer and a highly educated professional strata of ICT-enabled workers. 
Though research on Braverman’s deskilling thesis began to tail off in the 1990s, the emergence of new theories about the knowledge economy/information age initiated a wave of research on the nature of work that congealed around the concept of job quality. This new wave gained considerable impetus when the problem of the quality of jobs was taken up as a policy issue by some of the world’s leading international and intergovernmental organisations. For instance, the OECD, an intergovernmental economic organisation, began to encourage its member states to create not just more, but also better jobs in the mid-1990s OECD 1996()
. Shortly afterwards, the International Labour Organisation (ILO), a United Nations agency that sets international labour standards, picked up on this policy impulse by promoting ‘decent work’ among its members. Currently, the ILO states that ‘decent work’ is that which provides dignity, equality, a fair income and safe working conditions and it has devised a range of statistical indicators to measure its prevalence Anker et al. 2003()
. Clearly, something was in the air as the European Union’s Lisbon Strategy of 2000 in which national governments pledged to pursue ‘sustainable economic growth with more and better jobs’ as part of a general initiative to turn the European Union in the most competitive and dynamic knowledge economy in the world Velluti 2012()
. Even if fears about the deterioration of jobs had not become a social problem in the strict sense, the interest shown by these organisations was indicative of its rise in importance within public policy circles. 
Of course, public policy calls for better jobs leads to the inevitable question of how job quality is to be defined and measured. In this respect, the term job quality is quite similar to that of the experience of work in that it can also claim to have a well-established pedigree in the social sciences once we recognize that it belongs to a family of related concepts that include decent work Bonnet et al. 2003()
, the quality of working life Davis and Cherns 1975()
 and meaningful work Rosso et al. 2010()
. Despite this diversity, the growing literature on job quality has reached a consensus that it is essentially a multi-dimensional concept that comprises a mix of objective and subjective elements ranging across wages, job satisfaction, the ability to reconcile work and family life, and meaningful job skills Warhurst et al. 2017(see, for instance, ; McGovern et al. 2004)
. 
To illustrate the kind of approach that has emerged in this literature, I will highlight a major study of job quality by Francis Green and Tarek Mostafa for the European Foundation for the Improvement of Living and Working Conditions Eurofound 2012()
. Here quality is treated as a concept that can be measured objectively using four ‘building blocks’ that include two sets of extrinsic characteristics, labelled ‘Earnings’ and ‘Prospects’, along with two sets of characteristics relating to the nature of the work (‘Intrinsic Job Quality’ and ‘Working Time Quality’ - see Figure 1) 2012: 13-14()
.
FIGURE 1 ABOUT HERE
As the authors acknowledge, this selection of indicators draws on different disciplinary approaches. Earnings, for instance, has always been central to the way economists measure the value of a job. Under the heading of ‘Intrinsic job quality’ social support is of interest to occupational psychologists while skill use and job autonomy have been central to sociological notions of job quality. 

The obvious limitation of this objective approach, as the report acknowledges, is that the measures may be unable to capture the extent to which they meet the needs of individual workers. This is partly because those needs may vary from person to person because of their psychology and partly because individual needs may vary according to the social environments in which workers find themselves. Nonetheless, one of the advantages of using objective measures is that they can be related to outcome measures such as health, well-being and productivity. In the latter case, they cite a study by Lewis and Malecha 2011()
 which shows how a bad atmosphere at work (which they term ‘incivility’) can undermine the productivity of nurses. 
As the work of the European Foundation demonstrates, one of the most exciting features of this new wave of research is that it opens up the possibility that the changing nature of job quality can be examined cross-nationally through large scale survey research. In this context it should be noted that the claims made about deskilling, the growth of the knowledge economy and the arrival of information age are of a universal nature and so the possibility of cross-national research means that the universalism of these claims can be tested. Equally, theories about differences in employment regimes Korpi 1983()
 and about varieties of capitalism Hall and Soskice 2001()
 can also be investigated to see if they provide a basis for distinguishing between different groups of countries (see Chapter 2 in this volume by Frege and Kelly).
Comparative Trends in Skill Levels and Job Quality
I shall begin the empirical section of this chapter by examining the existing cross-national evidence on skill levels before turning to that on job quality, work intensity and working time. Using data from the European Social Survey, Tåhlin presents what is still a rare comparative investigation of this kind of evidence across five European countries: Germany, Great Britain, France, Spain, and Sweden Tåhlin 2007()
. As we might expect, he finds that that the upgrading of the occupational structure has led to a significant increase in the demand for skill in Britain, Germany and Sweden but not in France. Interestingly, his analysis finds that the long-term upgrading of the occupational structure has been more beneficial for women than men when it comes to the overall rise in the demand for skills. This is especially true for Britain and Sweden where the skill demands have risen much faster for women in the period between 1975 and 2004. More surprisingly he finds that the upgrading of occupations has been greatest in Britain even though the varieties of capitalism perspective views it as being locked into a low-skill low-wage equilibrium. Britain is however characterized by a distinct polarization of skill demand, among both men and women.
In a more recent set of analyses Tåhlin 2013()
 reports an increase in polarization across most European countries with the primary cause being the economic recession of 2007 – 2009. The exception to this trend were the Nordic countries where a general upgrading in skill levels separated them from the rest of Europe, particularly from those countries that did not have strong equality promoting institutions in the form of trade unions and a redistributive welfare state  2013 : 84()
. Central to this process was the large decline (of around 15% on average) in the number of craft workers relative to other occupations as skilled manual workers in the construction and manufacturing industries lost their jobs. At the same time, the employment of professionals actually increased during the economic downturn (around 5 per cent on average). Taken together, these two trends have the effect of accentuating existing tendencies towards labour market polarization.

Job quality and job control
Comparative evidence on job quality is a new and potentially significant area of research as it enables us to examine a range of theories relating to varieties of capitalism as well as neo-Marxian accounts of the degradation of work e.g., Braverman 1974()
 and liberal accounts of the upgrading of work e.g., Bell 1973()
. Using the fifth iteration of the European Working Conditions Survey (EWCS) from 2010, the Eurofound study of job quality that we described earlier reported substantial variation across 34 European countries. Nonetheless, a general pattern was evident in that job quality was highest in the Nordic countries, in the middle for those of western Europe and at lowest for those in Southern (e.g. Greece, Turkey) and eastern Europe (e.g. Romania, Slovenia) 2012, : 40-45()
. Of the Nordic countries, Denmark was ranked highest in terms of the indices used for Intrinsic Job Quality and Prospects, third for Earnings, and second for Working Time Quality.
Using a different survey, Gallie and Zhou came to broadly similar results in an examination of job quality that focused on job control on the basis that it had been repeatedly shown to be a critical dimension of the quality of work, with implications for both employee motivation and well-being 2013()
. Job control was assessed through questions in the European Social Survey that covered immediate control over work (or task discretion) and perceptions of influence over their organization. Respondents were asked if management allowed employees to (a) decide how their daily work is organised; (b) influence policy decisions about the activities of the organization; and (c) to choose or change your pace of work’.

What is striking in the context of universalistic theories of post-industrialism, which emphasize a general process of convergence, is that Gallie and Zhou found clear differences between countries in terms of the reported levels of job control. Their research highlighted ‘the very distinctive position’ of the Nordic countries which stood out in both the 2004 and the 2010 surveys Gallie and Zhou 2013, : 118()
. Employees in Norway, Denmark, Finland and Sweden reported much higher levels of job control than those of the next highest group of countries which included France, the Netherlands and Great Britain. The bottom group included most of the East European countries where employees reported levels of job control that were below the average. Here they were also joined by the Southern European countries of Greece, Spain and Portugal.

Figure 5.1 Employee job control 2004 – 2010.

The fact that the Nordic countries stood out so markedly from the others, as well as the overall stability across the period between 2004 and 2010 has a particular theoretical significance for Gallie and Zhou. It confirms the emphasis on the stability and durability that is at the heart of the employment regime or ‘power resources’ perspective on cross-national differences Korpi 1983()
. That is, the continuing differences between the Nordic and the Continental countries (such as Belgium, France, Netherlands and Germany) can be explained the relative strength of trade unions and the political compromise between capital and labour that created an inclusive employment system characterised by polices to extend employment and employment rights. 
Work Intensification
A possible consequence of the general upgrading of the occupational structure along the lines proposed by theories of post-industrialism and of the information age is that more and more people may have to work harder because they have entered the potentially all-consuming world of professional and managerial work. The conventional expectation is that those who enter such occupations are prepared to work longer hours and take on more responsibilities including the challenging task of managing other people. 
In addition, various kinds of performance management process in the form of performance appraisals, merit-based payment systems and other kinds of human resource management policies are now quite common across most countries Kersley et al. 2006, : 87-9; 190-1(; Brown and Heywood 2002)
. Employer interest in various forms of high performance work systems also raises questions about effort levels and work intensity White et al. 2003(; Godard 2004)
 even if this new management rubric is not as prevalent as the hype suggests Blasi and Kruse 2006(; Kersley et al. 2006, : 95-7)
.
In some of the earliest comparative research on effort and work intensity, Green and McIntosh found that the data from several countries pointed to an intensification of effort (Green and McIntosh 2001). Britain experienced the fastest rise in effort while there was little change in Germany, Denmark and Greece. Generally, effort increased faster in countries where there had been a substantial decline in trade union density. Subsequent research by Green found that work intensification was experienced by workers across the European Union, in Australia and the United States although to different degrees (Green 2006: 58-64).

Given the claims about the advent of informational capitalism, the study by Green and McIntosh is of interest because it finds that effort levels were higher in jobs requiring intensive computer usage. This latter finding inspired further studies of technology use generally with the hypothesis being that technological change might be effort-biased (i.e. new technology, such as ICT, is inclined to make employees work harder). Further research by Green confirmed an association between technology and work effort though the computer effect only remained when computer usage was a substantial part of the job (Green 2006). A more comprehensive set of analyses using evidence from a national sample of British workers also found that ICT had a significant impact while offering a possible explanation for this effect. In particular, computerised or automated monitoring of work was responsible for much of the increase in effort and in work strain. Significantly, this effect was concentrated on employees who were below the professional and managerial level, especially among semi- and routine occupations with the effect holding regardless of whether the employee thought it was merely a recording system or a means of checking performance. At the same time, appraisals and individual incentives raised reported effort levels across all employees (McGovern et al. 2007: 178-183).
The comparative research by Gallie and Zhou’s 2013()
 that we described earlier also examined work intensity using the European Social Survey for the years 2004 and 2010. The survey used two well-established measures of work intensity that asked respondents how much they agreed or disagreed with the statements: ‘My job requires that I work very hard’ and ‘I never seem to have enough time to get everything done in my job’.  Gallie and Zhou found that work intensity increased over the period and across all of the nineteen countries that they covered. Though the effect was evident across all occupational classes, the results of some regression models (that controlled for age, sex, industry and establishment size) indicated that the most pronounced increases in effort were reported by lower professionals and managers and also by lower sales and services employees Gallie and Zhou 2013, : 133-4()
. This latter finding is worth noting because it runs contrary to the idea that it is the all-consuming, career-chasing nature of professional and managerial work that leads to the distinctive rises in work intensity. Where the information age seems to have had an effect is through the computerised monitoring of work rather than changes in the occupational structure per se.

Work time: a social problem revisited
Much of the traditional research on working time concentrated on how long we spend at work, as opposed to other activities, and whether this was increasing over time e.g., Schor 1991()
. However, a new strand of research is emerging which focuses on the processes that shape how we manage our time, the contested nature of our time commitments and the way in which these can vary across occupations Gerstel and Clawson 2018()
. As we saw earlier, control over working time is frequently included in measures of job quality. In addition, however, control over time has returned as an issue for the general public and for policy makers. Three aspects are worth highlighting. The first relates to the increasingly blurred boundary between work time and private time as developments in communications technology make it possible to respond, for instance, to work-related emails at any time of the day or night. The second picks up on topical discussions about the growth in arrangements where employers hire workers - especially low-wage workers - for limited hours and then ask them, at short notice, to work even longer (known as ‘zero hours’ contracts). The third, which is the problem of work-life or work-family balance refers to the challenge of combining a job and a private life, especially one that involves caring for children or elderly relatives. Of these, cross-national evidence is available only for the topic of work-life balance but I discuss the other two because they are emerging phenomena that have captured the public interest. 

Always on call in the 24/7 economy?
It is probably no coincidence that the diffusion of the mobile phone has coincided with a fear that it is no longer so easy to keep a boundary between the public sphere of work and the private sphere of home. In the past, the practice of having different phone numbers for home and work meant that it was fairly easy to keep work from invading one’s private life. Certainly, the arrival of email made the boundary more porous for those who had home computers but the possibility of being able to access email and text messages on mobile phones has made the boundary extremely porous for large swathes of the population. It means, for instance, that commuters can start working while awaiting a bus or train, that is if have not already responded on waking up. A qualitative study of corporate professionals and managers in two Fortune 500 companies summarised this development by noting: ‘In the past companies controlled when workers performed their work, with the rest of their time presumed for themselves; now we see the reverse. The professional employees we studied describe how they must decide when they are not working; most of the time they sense pressure to engage in or at least be available for job-related tasks Moen et al. 2013, : 83()
’.

This possibility of perpetual contact a further tension which has been termed the autonomy paradox Mazmanian et al. 2013()
. In another small-scale study, the researchers found that the employees viewed the possibility of using their mobile email devices to work anywhere at any time as evidence of their personal autonomy. While use of these devices offered flexibility, peace of mind, and control over interactions in the short term, it also raised expectations among their colleagues and clients about their availability. This reduced their ability to disengage from work with the consequence that they ended up using their mobile devices everywhere and all the time. That is, it had the paradoxical effect of diminishing their personal autonomy.
Survey evidence on the extent of the problem is still limited. However, an innovative study by Bittman and colleagues 2009()
 suggests that the problem may be exaggerated. One of the original aspects of this study was that of combining survey data with logs of actual phone traffic that they recovered from respondents’ handsets. Another original element was the use of a purpose-designed time-diary of the participant’s technology use. Drawing on these different sources, Bittman et al.  found that mobile phone use did not spill over into the private lives of their subjects. Nor did it create feelings that leisure time had also become more harried. They did, however, find evidence that frequent use of mobile phones during working hours was associated with work intensification, especially among men. In other words, the advent of mobile phones does not appear to have created more ‘time pressed lives’ but they have certainly made people busier when they are at work
In sum, there is no question that new information and communications technology has led to a much more permeable boundary between work and the private sphere. But, as is so often the case with new technology, this does not of itself mean that the boundary has collapsed because so much depends on the choices made in the use of the technology. Perhaps the interesting question here is how those choices are structured by organisational and occupational cultures. Might we be witnessing the arrival of something like electronic presenteeism?

Always available?
The second aspect of working time that has generated a lot of attention is the apparent break with the traditional working hours of the Monday to Friday - 9 to 5 working week. A commonly cited source of such changes is the arrival of the 24/7 economy. As the term 24/7 implies, business is open all day every day. In this case, the business is generally that of the rapidly growing services sector which is generally considered to be the main impetus for the rise of the 24/7 economy. Shops and retail units, for instance, are open late into the evenings as well as on Sundays, banks provide 24-hour service from call centres, and different types of transport can be procured late into the night. 
Harriet Presser’s book Working in a 24/7 Economy has been especially influential, at least in the United States, in extending the debate about the number of hours that Americans work to the question of when those hours are actually worked Presser 2005()
. The headline catching claim from her book is that two-fifths of all employed Americans work mostly at non-standard times. That is, they work in the evening, at night, on rotating shifts or during the weekend. Though previously unremarked, she argues that this spread of non-standard working hours has become a significant social phenomenon with important implications for the health and well-being of employees and their families.

But what happens in the United States does not necessarily follow in Europe. Messenger’s 2010()
 comprehensive review of working time trends across the European Union finds substantial changes in working hours but these are not of the kind highlighted by Presser. Regular night work, for instance, is relatively rare across Europe and even where it is most common (in the form of night-shifts) it is found in little more than one in ten workplaces (UK 13.2%; Czech Republic 12.0%). By contrast, weekend work, and Saturday work in particular, is far more common and affects employees in approximately one quarter of all establishments. It is especially common in the UK, Cyprus, France and Ireland, where one-third or more of all establishments require Saturday working.

Where there has been a noticeable trend away from the traditional ‘standard work week' in Europe it is to provide workers with more flexibility in working hours rather than a distinct shift towards non-standard times.  Specifically, Messenger finds that there has been an increase in flexi-time arrangements, which typically involve flexible daily starting and finishing times; compressed work weeks, in which a set number of working hours is worked in fewer days (e.g. 40 hours in four days instead of five); and the averaging of working hours over extended periods of time 2010, : 309-10()
.

Another aspect of working time that has generated much attention in the Anglo – American media are jobs where employees do not have regular working hours or even a minimum number of hours but are still expected to make themselves available for work  Orr 2013(e.g., ; Cohen 2017)
. Probably the most well-known of these arrangements are those termed ‘zero hours contracts’ which are conventionally defined as employment contracts where there is no guaranteed minimum number of hours (BIS 2013). These work contracts are organised to respond to fluctuations in demand for the employers’ goods or services and do not offer employees the possibility to plan ahead – either in terms of the number of working hours or the total income to be expected at the end of the week. It is this latter feature that has perhaps drawn most criticism though it is often accompanied by the fear that it could become a widespread social problem if it forms part of a more general social phenomenon: the emergence of a disenfranchised class of vulnerable workers known as the precariat Standing 2011()
.

Despite such fears, the available evidence on zero hours work indicates that it accounts for a relatively small proportion of the labour force. Significantly, getting estimates of the prevalence of zero hours contracts across Europe is complicated by the fact that such contracts are not possible within the laws of a number of countries (e.g. France). For countries where data can be obtained, the highest prevalence of zero hours working is found in Austria, Ireland and the UK (about 5% of the workforce), followed by Estonia and the Czech Republic (around 2.6%), and finally Italy, Malta and Norway (approximately 1%) Broughton et al. 2010(; O’Sullivan et al. 2015)
.
Currently, there is no evidence to indicate that zero hours contracts are spreading across the economy generally. Instead, the evidence from different countries is that they tend to be concentrated in low-skill, labour intensive parts of the service section such as hotels and restaurants, retail, and social care Broughton et al. 2010(; O’Sullivan et al. 2015)
. Koumenta and William’s (2016) analysis of the UK is especially revealing. They find, for instance, that one in five of those employed on zero hours contracts work in just one occupation: care assistants and home carers. Half are employed in a mere ten occupations with the largest including kitchen and catering assistants, sales and retail assistants, and bar staff. This type of work tends to be concentrated among younger workers (16-24 years). But perhaps the most striking finding is that these younger workers may subsequently struggle to move to more secure jobs possibly because working on zero hours contracts may, according to Koumenta and Williams, have a scarring effect. In this respect at least, they fit the image of a new and vulnerable precariat.
Work-life balance

It is a common misconception that the problem of work-life balance is due to the supposed spread of a ‘long hours culture’ fuelled by excessive workloads and workplace norms of ‘presenteeism’. However, with the possible exception of the US Schor 1991()
 the simple fact is that working hours have been in decline for much of the twentieth century. Average annual hours, for example, have fallen across most of Europe’s leading economic nations Faggio and Nickell 2007()
. Generally, as European nations become richer their populations have chosen to work less.
Nonetheless, employment in ‘long hours’ occupations has been expanding over time. The obvious examples are of course the ‘money-rich time-poor’ professional, technical and managerial occupations where seemingly endless hours of unpaid overtime await as a reward for those who have done well in higher education. But the danger of focusing exclusively on the working time of individuals rather than that of families or households would mean that some important social trends are overlooked. In particular, changes in family composition, notably the increasing prevalence of dual-earner couples and of single parents, means that families are increasingly squeezed for time regardless of whether or not individual employees are working longer hours. While this trend was first identified in the United States Jacobs and Gerson 2004, : 43-8()
, recent research shows that the number of dual earner families is also increasing across Europe. The demographic evidence strongly suggests that this trend is likely to continue den Dulk et al. 2005, : 13-14()
. Consequently, future research will need to pay greater attention to differences between households and the very different dilemmas that they face instead of simply focusing on the experience of individual workers.

Meanwhile, the rapidly emerging comparative European research on work-life emphasizes the role of long hours, the effects of occupation and the presence of children Crompton and Lyonette 2006(e.g. ; Scherer and Steiber 2007)
. Scherer and Steiber, for instance find that women who are mothers and work in higher level occupations have the highest levels of work-family conflict. Men tend to report higher levels when they are the sole breadwinner and work long hours to compensate for their partner’s economic inactivity see also White et al. 2003()
. The other critical factor is of course the presence of small, pre-school age children, though this is generally more of a problem for women than men (Crompton and Lyonette 2006; Scherer and Steiber 2007). 
An interesting feature of these studies is the way that they capture cross-national differences in institutions. Crompton and Lyonette claim that ‘societal effects’ may serve to either increase or reduce work-life balance. In the cases of Finland and Norway the ‘societal effect’ consists of an encompassing welfare state that facilitates dual-earner families while encouraging men to assume a larger share of caring and domestic work. Together, these contribute to the lower levels of work-life conflict being reported in these countries. In France, by contrast, the ‘societal effect’ has negative consequences. Despite having liberal gender attitudes and state support for working mothers, French families have a much more traditional division of domestic labour. The result is that French women experience significantly higher levels of work-life conflict Crompton and Lyonette 2006()
.
Scherer and Steiber also find that strong state support does not necessarily resolve the work-life balance problem in ways that would be consistent with either the varieties of capitalism or power resources theories (described by Frege and Kelly in chapter 2). They found that welfare policy measures, such as the kind of state subsidized child-care provided in the Nordic countries, made a difference by boosting women’s labour market participation, including after childbirth. But the irony is that enabling mothers to return to work does not of itself reduce work-family conflict since these women must then cope with the pressures of working while also being parents. Where there is less state support, such as in the more liberal economies of the United Kingdom and Ireland, as well as in Germany and the Netherlands, the preferred solution for many women is simply to work part-time (UN 2010: 94). 

Discussion

The evidence reviewed in this chapter does not offer resounding support for either the pessimism of the Marxists or the optimism of the post-industrial liberals when it comes to predicting the future of work. This pattern of mixed results also applies to the institutional theories that were set out by Frege and Kelly in chapter 2. The reviews of the trends in skills, job quality, work intensity and work-life balance did not produce findings that consistently favoured one theory over another. Obviously, the theories of post-industrialism and the informational society found support in the substantial increase in skill levels but they would not have anticipated the increases in effort, or the emerging problem of work-life balance. Here power resources theory Korpi 1983()
, which stresses the role of labour movements and the welfare state, fares best when it comes to accounting for the increasing polarization in employment conditions. For example, in Britain, where trade unions are in decline, there is a clear trend towards polarization in job quality. This trend is however much less evident in the Scandinavian countries where organized labour still holds considerable influence. In short, power resources theory, which stresses the organizational capacity and power of the labour movement relative to that of employers, is still an essential tool for understanding cross-national developments in the experience of work. 
At this point, it is important to recognize that these theories have been developed primarily to explain institutional differences in work and employment relations in Europe and North America. The rapid emergence of the newly industrializing Asian economies, the rise of the so-called BRIC economies of Brazil, Russia, India and China, and the continuing market transitions in central and Eastern Europe present a wide variety of institutional arrangements that will inevitably require changes to existing theories. At the same time, they will obviously require further consideration of what it means to work in a market economy, the relative influence of labour movements, the role of the state, and the impact of cultural notions of what it means to achieve fulfilment or be successful at work. On this basis it would seem that the comparative study of the experience of work has much to offer to the future development of employment relations as an area of enquiry, including when aspects of work come to be viewed as a social problem of some kind.
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Table 1: Structure of the indices of job quality
	Index
	Brief description of content

	Earnings
	Hourly earnings

	Prospects
	Job security, career progression, contract quality

	Intrinsic job quality
	Skills and Discretion (0.25)
• skills and autonomy

Good Social Environment (0.25)

• social support, absence of abuse
Good Physical Environment (0.25)

• low level of physical and posture-related hazards
Work Intensity (0.25)

• pace of work, work pressures, and emotional/value conflict demands


	Working time quality
	Duration, scheduling, discretion, and short-term

flexibility over working time


Adopted from Eurofound 2012, : 20()
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