
• The provision of occupational welfare benefits is determined by factors internal 

to the firm, such as the organizations of labor relations, the system of wage 

bargaining and personnei policies. Employers tend to adjust their welfare 

strategies when unions enter the picture 

• The relationship between private and public welfare provision has been far 

from mechanical in the way that traditional theories of substitution could lead 

one to think. The substitution effect is to a large extent dependent on the 

nature of labor market institution 

This analysis of occupational welfare indicate a revised understanding of how the 

Norwegian welfare state came to be far from a heroic version of welfare state 

development as a result of a grand strategic plan in which a homogenous labor 

movement consolidates its political power and quite simply legislates the "new 

society". 
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Preface 

During the last 10 years, the opportunity to work with welfare state and labor rela­
tions issues has made me increasingly aware chat social standards and living condi­
tions are determined by a complicated interplay between labor market conditions, 
labor relations systems and, what one traditionally focuses on in welfare state re­
search, public transfers and services. No doubt, the future of the welfare state is 
intimately connected to the development of public policies and lahor market strat­
egies that not only encourage employment, bue also stimulate constructive labor 

relations and, hence, reduce the need for traditional sodal policy measures .. In my 
opinion, chis recognition has significant political and theoretical implications. 

This work analyzes a very limited part of this overall problem, namely private . 
welfare provision - i.e., Iabor market based occupational welfare provision. 
Occupational welfare is in itself important as a remuneration and sodal policy 
phenomenon. It can, however, serve as the gateway to a broader discussion ofhow 
states and markets come together in advanced welfare states. 

My interest in private welfare provision dates back to 1986 when Axel W. 
Pedersen and I undertook a project on the magnitude of private elements in health 
care and social security in Norway. That report started a long and very stimulating 
collaboration with Axel on a range of research projects on the nature of occupational 
welfare, sponsored by the National Research Coundl (NFR). During chese projects, 
several data sets measuring various aspects of occupational welfare were collected 
and severai reports published. In 1992, it became evident chat I needed to integrate 
the theoretical and empirical elements of the studies that I had been involved in 
since 1986. It was especially important to create a conceptual framework for 
understanding occupational welfare as both a sodal policy and Iabor market 
phenomenon. Luckily, I received funding from the NFR for two years of work, 
induding a one-year stay as a visiting scholar in the US. In addition to the financial 
support from the NFR, FAFO very generously provided me with good working 
conditions as weU as supplementary financing in 1995. 

It was Gudmund Hernes who persuaded me to go abroad and through his 
kind support, and that of Aage B. Sørensen, I left for a one-year stay at Harvard 
University in 1993. I am very grateful to Gudmund for putting me under 'pressure' 

to seek new challenges and to Aage for making my stay as a visiting scholar in the 
Harvard University Department of Sociology a good and useful ane. 
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In addition to the two already mentioned, I must acknowledge my gratitude to 
severai persons. Axel W. Pedersen has through years of cooperation been of unde­
niable importance to my work and has very generously shared his strong intellec­
tual capacity with me. Also the opportunity to work together with Kåre Hagen on 
welfare state related issues since 1984 has been of great importance to me. Kåres 
analytical skills and knowledge is impressing. 

Here I must especially thank Knud Knudsen, for his patience and many 
comments during the four years that I worked on this study. I have tri ed to follow 
their advice to keep a striet focus and to seek a strong link berween the theoretical 
and empirical parts of the study. 

I have also received very useful comments and support from severai persons 
to whom I am very grateful: Tone Fløtten, Jens Grøgård, Knut Halvorsen, Ivar 
Lødemel, Kristine Nergård, Torgeir Stokke and Steven Wood. Kristine was of great 
help whenever data problems occurred and I found myself in need of advanced 
support. In addition, Martin Rein has given me comments on papers and articles 
which have served as the basis for several of the chapters. 

And, last but not least, at Harvard I met Janet Gornick who generously 
helped and encouraged me during my stay in Cambridge, and who also commented 
on all of the chapters and checked and transformed my written English, as weU. 

Oslo, December 1996 
Jon M. Hippe 
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PART 1 
Introduction and theoretical perspectives 
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Chapter 1 Introduction - trade unions, 

industrial relations, and occupational 

welfare 

1.1 The research problem 

This workaddresses the relationships among trade unions, industrial relations, and 
occupational welfare in a sening of centralized labor relations and comprehensive 

public welfare programs, as found in Norway. 
The idea that astrong labor movement constitures the driving force behind 

welfare state expansion is widely recognized in the welfare state and industrial rela­
tions literature1• Not surprisingly, it is the Scandinavian coumries that are pur for­
ward as typical examples of how a centrally organized and unitary working dass 
successful1y expanded social rights, and hence significandy reduced the importance 
of private welfare, especially occupational welfare benefits provided by employers2• 
Even though political parries in most cases have been the principal actors in social 

policy, trade unions and the system of industrial relations are important elements in 
the underlying causal mechanism. Esping-Andersen, probably the most important 
proponent of the mobilization perspective, condudes that 'basic initiatives have 
emerged from unions, especially where reforms influence the labor market' (Esping­
Andersen 1992:138). 

The Norwegian case 

Linking trade unions and private welfare provision in a Scandinavian welfare state 
con text is, no doubt, an unusual point of departure. Strong unions are traditionally 

l Esping Andersen 1992:133-136, Kjellberg 1992, Esping Andersen and Korpi 1987, Shalev 1983. 

2 A detailed definition of occupational welfare can be found in section 1.2 of this chapter. At 

this point it should be noted that occupational welfare benefits are provided as a part of the 
labor contract, hence it can be distinguished from ad hoc gifts to employees (Christmas presents 

and 50 forth) as well as from benefits provided because they are made statutory through leg­
islation. This implies that occupational welfare benefits constitute a continuum, ranging from 
company-based voluntary employer-provided benefits to national or industry-wide arrange­
ments formaHzed in collective agreements. 
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seen as important supporters of state dominance in welfare provision, while weak 
labor organizations have been forced to engage themselves in market-based welfare 
capitalism. The focus on unions and private welfare arrangements in Norway does, 
however, make possible a critical perspective on both the determinants of occupa­
tional welfare and on the relationship between public and private benefit provi­
sion. This work will analyze the role that trade unions and collective bargaining play 
in occupational welfare provision in the Norwegian labor market, and on the ways 
in which the system of lab or relations forms a crucial contextual filter for the rela­
tionship between public and private welfare arrangements. 

Six research questions 

The following analyses take up six research questions. These correspond to the most 
important traditional hypotheses on the nature of occupational welfare, at a macro 
level as weU as at the company level. The first two deal with the development of the 
public-private mix of welfare provision in Norway. The following four questions deal 
with the provision of occupational welfare and on the distributional outcomes in 
the current Norwegian labor market3• 

1 The hypothesis of substitution between publ ic and private 

welfare provision 

The capacity to crowd out private welfare arrangements is regarded as one of the 
features that typifies the Scandinavian welfare state (Esp ing-Andersen 1990, Rein 
1983, Kuhnle 1990). The major critics of this hypothesis have argued that there can 
be a 'positive dialectic' between public social policy and occupational welfare (van 
Gunstern and Rein 1985). Dobbin ( 1992) concluded that the New Deal reforms in 
the US stimulated coverage of private pensions. The first research question thus asks: 
is it possible to replace the assumption of a negative interplay between public and 
private welfare arrangements with a more differentiated proposition?The goal of this 
work is to examine if occupational welfare is more than a substitute for public wel­
fare. I hypothesize that under certain conditions, the two systems can grow in tan­
dem so to speak, even crearing a mutually reinforcing process of growth. 

2 The hypothesi s  of political obstruction. 

If broad groups of wage earners are covered by occupational arrangements, it would 
reduce the support for and the possibilities to expand public welfare systems, and 

3The theoretical bases for these s ix research quest ions  are d i seussed i n  more detai l i n  the p re­

ced i n g  chapters (2,3 and 7). They are p resented here to provide a b road overvi ew of t h i s  work. 

1 2  



vice versa. The underlying logk of the substitution hypothesis is connected to the 
strategy chosen by a united and well organized labor force, one that uses political 
means in order to satisf)r their welfare needs. The key explanatory factor is the strength 
of the Social Democratic Party, as trade unions primarily mobilized votes for the 
party. This perspective on the role of the labor movement has been challenged in 
the academic debate, but only to a limited degree (see Chapter 3 for a discussion) . 
Rothstein (1 990) has argued that the power resource perspective is inadequate be­
cause the preferences and behavior of organized workers are not accounted for. The 
second research question focusses on the role of trade unions in social policy: are 
trade unions mainly an integrated part of a united labor movement, actively seeking 
political solutions to further the welfare of their members? Here it will be argued 
that 'social partnership unions' have taken an active and pragmatic position in the 
choke between public and private welfare provision. 

3 The hypothesis of re-distribution. 
A traditional hallmark of occupational schemes is their unequal distribution, bene­
fitting primarily upper level white- collar employees. This is typically found in so­
cieties with a decentralized system ofindustrial relations, one that is fragmented and 
occupationally segmented, and with a so called residual public welfare policy4. Thus, 
athird question is: do occupational programs go beyond marginal importance, i .e. 
do they remain primarily class-distinct in the Norwegian labor market? In Sweden, 
labor unions fought successfully to extend coverage of occupational pensions to about 
90 percent of the labor force (Edlebalk and Wadensjoe 1 989) . I will argue in the 
following that government regulations and union involvement successfully have al­
tered the face of employee welfare remuneration in Norway. 

4 The hypothesis of the union voice effect at the company level. 
In sharp contrast to the notion of a negative relationship between union strength 
and occupational welfare at an aggregate level, several studies have shown a positive 
impact of unions on the range of employee benefits and their share of the total wage 
package at the company level (Freeman 1 992) . These studies have typically been 
conducted in a setting of more decentralized and fragmented systems of labor rela­
tions and less developed public social policy programs than are found in Scandina­
via. The fourth research question places this issue in a Norwegian setting by asking 
if unions and the design ofindustrial relations systems are central forces behind 'the 

4 A typical  exa m p l e  is the d istri bution of employee welfare benefits in the US. Deta i led d ocu­

mentati o n  is provided by the Employee Benefit Research Institute (EBR/). 
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soda!. policy ofrhe firm' in the private sectOf. lEit can be shown that union activity 
and local bargaining significantlychange the oceupational wdfare policy of private 
secror firms, it wiU imply a better understanding of how 10cal unions behave in a 
system of centralized labor relations. 

5 The hypothesis of the internal labor marketeffect. 
The dominant perspeetive in labor eeonomics, standard neodassieal theory, sees 
occupationai wdfare benefirsas a part of the 'total wage'; the total wage is setat the 
value of the marginal productivity of the worker. Neverthdess,agrowing number 
of empirical evidence lend support to the idea that differences in pay polieies are 
associated with attributes ofemployers (Groshen 1991 :360). This discussion takes 
us to an ongoing dispute on the impacr ofinstitutions - such as unions, formalized 
personnd management, the structure of the work force - on wage determination 
(Sørensen 1993). The fifth research question is consequently: are institutional and 
struetural eharaeteristies of eompanies, other than their unions, determinants of 
welfare polieies at the company levd? Can differences in welfare benefits be aseribed 
to employer strategies, meh as formalized personnd management, typieally moti­
vated by the goal ofinereasing employee loyalty? If welfare benefit determination at 

the company levd caR be explained by factors internal to the Brm it will chaUenge 
neoclassieal rheory and may eonttibute to roe discussion oftheextent to which purely 
rationa! choices determine remuneration decisions. 

6 The hypothesis of reinforcement of political support. 
A basic idea in current welfare state research is that the broad solidarity embedded 
inme public arrangements farges middle dass loyalties as weU as working classsup­
port (Mishra 1990). Esping-Andersen (1985:245) argues that 'the welfare state may 
help manufacrure broaddass (even cross-dass) solidarityand soeial democratic con­
sensus'. A corresponding theory of union behavior is found in political science and 
sociology; this perspectiveargues that 'soeial partner unions' regard socialization of 
wclfare policies as an important facror underlying the transformation of the .capital­
is! system of produetion (Edwards 1986, Martin 1989). This hypothesis concern­
ing how public welfare policies help to re-enforceand re-produce political support 
has hardly been chaUenged in the aeademic debate. The last question to be asked in 
this work is closely connected to the isme ofpolitieal support for Norwegian wel­
fare institucions: do attitudes .towards private welfare varybetween union and oon­

union members? Are union members the core supporters of a traditional statism in 
soeial policy? Are mere systematic differenees between people aecording to their basic 
social position as men and women, white- and hlue-eoHar workers, mernbers of 
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different federations, and so forih, in their attitudes toward the role rhat unions 
should take in social policy? I will argue that it is not likely that such distinet pat­
terns in attitudes wwards private welfare provision and the role of unions insocial 
policy can be found. 

These questions address, in different ways, a mmmon underlying focus on 

unions, labor relations and occupational welfare. As a point of departure, I will out­
line the assumed causal relationships rhat existing rheoretical approaches offer for 
the macro- and micro-Iogic and, through a combinarion of these perspectives, il­
lustrate the relationships that wiU be subjected to empirical tests in this work. 

The issue of occupational welfare has traditionally been discussed within two 

traditionaHy separate traditions - first, the micro-oriented. iabor economics together 
with sodological industri al relations tradition and, semnd, the macro-oriented 
school of we1fare state and industri al relations research. In the macro-oriented we1-
fare state research tradition (see Chapter 2 for a detailed discussion) occupational 
we1fare is generally viewed as a function of the size and character of public welfare 
policies (Esping-Andersen 1985, 1990). According to the Social Democratic mod­
el, strong lahor movements in Scandinavia have succeeded in creating «institutional 
welfare states» which leave litde room for private supplements (Shalev 1983, Esp­
ing-Andersen and Korpi 1987, Esping-Andersen 1990). The basic assumption is 
that the relationship between public and occupational welfare is inherendy compet­
itive and antagonistic. This is a view also found arnong scholars who do not adhere 
to the power mobilization mode1 of welfare state deve10pment (Rein 1983, 1993). 
From the perspective of traditional welfare state research, industrial relations and social 
policy come together only when workers trade wage restraint for public social secu­
rity and full employment. In exchange for social reforms and improved material 
conditions, unions declare themselves prepared to show «social responsibility». 

A macro-oriented perspective. 

Despite differences in approach, macro-oriented industrial relations scholars seem 
to share a view of social policy formation as a decision-making proeess primarily 
taking place outside the labor market (Baglioni 1990, erouch 1990, Ferner and 
Hyman 1992). It has been commonplace among industri al relations scholars to ar­
gue that 'social partner unions' or 'comprehensive unions' regard socialization of 
we1fare policies through legislative measures as an important aspect of their goal to 
transform the capitalist system (Poole 1984, Martin 1989, Edvards 1986). Hence, 
the interaction between occupational and public welfare schemes, as two paralle1 arenas 
of we1fare policy, seems largely overlooked. 

In other words, .the idea of a negative interplay or substitution between public 
and private welfare becomes an important characteristics of Scandinavian 
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institutionalism. The underlying logic appears simple and convincing: early growth 
of labor market based social protection shapes the political interests of unions and 
employers, thus preventing a political exchange with the government. The success 
of public welfare expansion in Scandinavia is looked upon partly as the result of an 
underdeveloped occupational welfare arena which is attributed to relatively late in­
dustrialization. Hence, the labor movement was free to choose political solutions 
to satisfY the needs of their members. As the advocates of the power mobilization 
approach argue, a united and well-organized labor force, controlling government 
through «their» labor party, could use political mechanisms to satisfYwelfare needs 
- 'poli ties against markets'. The labor movement seems as a coherent actor pursuing 
increased public welfare responsibility. The key explanatory factor is the parliamen­
tary strength of Social Democratic parties, while the impact of trade unions is con­
sidered of a more secondary nature: that ofhelping mobilize votes for the party. In 
other words, unions give up the collective bargaining arena as a tool for improving 
the social welfare of their members, in exchange for a full-employment economic 
policy and a generous public social policy. In a macro perspective the process can be 
illustrated in the following way: 

Even though the United States is often characterized as a welfare state 'lag­
gard' compared to other advanced capitalist countries, a simmilar logic are offered 

Figu re 1. 1  The U nderlyi ng Process of Occupationa l Welfare, the Mobi l izat ion Perspectives. 

� 
Public Welfare 

Systems 

� 
Sodal Democratie 

Party 
Occupational 
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� 
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Trade Unions .... 
bargaining 

5 Although not d iscussed explkitly, the mobi l ization perspective argues that the 'natural' choke 
is a more l ibera l labor ma rket and that the labor movement changes this  'natura l '  capita l i st 
solut ion i nto a more institut iona l ized and  centra l ized organ izat ion.  
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to explain the relatively limited expansion of public welfare programs (Esping-An­
dersen 1990, 1992). Summing up American research on US soeial policydevelop­
ment, Weir, Orloff and Skocpol ( 1988: 13-27) argue that the US welfare state is linked 
to the existence of a weak labor movement, the absenee of any labor-based political 
party, strong or evenhegemonic business interest along with special features of state 
formation and state institutions. These factors lead to the establishment of private 
solutions to welfare needs prior to public programs, which, again, became a hinder­
ance for the growth of a comprehensive American welfare state. Explaining high levels 
of occupational welfare in the US and Japan, Higgins ( 198 1: 136- 137) offers the hy­
pothesis of a negative interplay: 'Indeed, it is precisely because private welfare has 
proved so satisfactory for certain gro ups of the population that there has been re­
luctance to develop public services'. 

The micro perspective 
Labor economists and sociologists have put forward a number of explanations for 
why some employees receive occupational benefits and others do not. The main 
preoccupation is not the division of labor between public and private provision. 
Instead, they have focussed on factors that explain differences among individual wage 
earners and among companies. The basic argument is that most occupational wel­
fare arrangements are us ed by the employer as an instrument of labor management, 
and that occupational welfare benefits form a part of labor relations and labor com­
pensation. The most common explanation is that of tax deductions (Ippolito 1986). 
Favorable tax regimes, found in most OECD countries, provide incentives for high 
income earners and employers to pay part of the total wage in the form of employee 
benefits (Dilnot 1992:68). Even so, the most dominant approach in this tradition 
is the human capital perspective: Employee benefits are a tool used by employers to 
attract and keep good employees and to remain competitive with other employers 
in the labor market (Ulman 1992). The human capital approach has been us ed to 
explain the observed differences in benefit coverage and benefit costs across occupa­
tional groups, among educational levels, and between men and women (Perman and 
Steven 1989). However, human capital factors offers on ly a limited explanation of 
the observed variation in the «soeial policy of the firm». Sociologically-oriented the­
ories suggest that employers have «a concern for the welfare of their employees be­
yond any economic motive.» It is also argued that larger firms tend to pay higher 
wages and to provide more benefits than do smaller firms (Brown and Medoff 1990, 
Evans and Leighton 1989). Of course, such more «subde», and seemingly altruistic 
mechanisms could also play a part in modern Norwegian «Welfare Capitalism», pos­
sibly indicating the presence of non-economic motives behind employee benefits. 
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In addition. trade unions have been suggested as substantial contributors to the lev­
el and composition of remuneration at the company levd (Balkin 1989, Freeman 
1992). The hypothesis tbat uruonism increases the probabiliry that firms offer pen­
sions and otbet benefrts and that unions increase the fringe benefit share of com­
pensation has been supporred by US research (Freeman 1992). It has also been found 
to hold in othet developed countries such as Japan, Canada, the United Kingdom 
and Norway6. 

Each of the present micro approaches focusses on one particular and assumed 
important part of the employee beneflt system. In the literature, four sets of varia­
bles have been found to have a positive effect on the scope and pattern of occupa­
donal welfare: 1) human capital indicators such as education and tenure, 2) wage 
level, 3) union membership, as weU as 4) characteristics of the company, rypically 
size and industry. Taken together these indicate that the provision of occupational 

. welfare can be understood as an ourcome of decentralized labor market processes. 
However, in most cases analyses do not integrate all of these categories of variables; 
instead, they tend to focus on either the human capital aspeer or on the industrial 
relations aspeer. Still, it seems challenging to include these different explanatory 
variables in a common framework. Figure 1.2 serve as an illustration of the tradi­
tionally proposed relationships at the micro leve!. Factors that have been shown 
empirieally to have an effect on oecupational welfare provision are indicated by a 
plus sign. 

The model is set up in order to logically match the previously shown macro 
model of occupational welfare, by placing trade union membership and the labor 
relations system «on the top». No doubt, it seems safe to assume that both the seope 

Figure 1.2 Occupational Welfare in a Micro Perspective 

System of collective 
bargaining 

Occupation Welfare 

6 Freeman (1992) otfers a brief overview of studies from Canada, Japan and the UK. Moreover, 
Green, Hadjimatheou and Smai1-(1985) find that the entitlernent to severai welfare benefits is 
higher for workers who belong to a trade unions. This is also found in analyses based on Nor­
wegian data (see Chapter 7 and 8 of this work, and Hippe and Pedersen 1988, 1992). 
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and pattern of welfare benefrts are strongly influenced by the nature of industrial 
relations. Even so it is frrst of all unionization that is used as a measure ofindustrial 
relations variables: trade union members not only have a higher wage leve!, they al­
sa have more welfare benefrts, other things equal. Trade union membership is con­
cequently included as a variable in the model. Occupational welfare provision can 

also be affected by what Dunlop (1958: 18) sawas the core of the industrial rela­
tions system, namely collective bargaining. Is benefit provision systematically linked 
to collective rather than individual wage determination? And, is the right to con­
duct local bargaining important for the «social policy of the firm»? This question is 
especially important in a context of relatively strong and centralized social partners. 
Moreover, the formalization of employer personnel management at the company levd 
has been shown to trigger increased welfare activities in US companies. Is this the 
case also in the Scandinavian setting? Including «labor relations» in the model is 

therefore necessary to map the decision-making process at the company level. 
It should be kept in mind that most analyses of employee benefits do not 

include the entire range of explanatory variables. Earlier Norwegian research has not 
included the issue of trade unions (Holmer Hoven 1982, Knudsen 1991, Ryen 1984, 
0verbye 1985). A more comprehensive approach is therefore important. A positive 
effect of unionization and collective bargaining suggests that the distriburion ofben­

efits could be different from what traditionally is expected, and that a revision of 
our understanding of how the micro and macro dynamics of occupational welfare 
are linked in a typical Scandinavian setting is needed. 

Combining the micro and macro level 

Figure 1.3 suggests a conceptual framwork for combining aspects of the micro and 
macro approach. The figure serve three purposes. First, it illustrates that unioniza­
tion and the organization of labor relations are crucial elements in both macro and 
micro approaches. Hence, unions can be a relevant focal point when seeking to 
understand the nature of occupational welfare. Second, the figure should rouse our 
curiosity about the relationship between the local and macro level proeesses. Clearly, 
traditional approaches create what can be seen to be an empirical paradox: At a macro 
level it has been found that strong unions are correlated with a marginal role of oc­
cupational welfare. At a micro level trade unions are shown to have a positive effect 
on the level of occupational welfare. And third, figure 1.3 provides an opportunity 
to give a guide to the empirical parts of the study. 

The macro-oriented welfare state approach provides an elegant and general 
theory of welfare state development. However, critical arguments can be raised con­
cerning the conceptualization of the underlying proeess and the prediction that 
growing public responsibility will necessarily marginalize occupational welfare 
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(relationships 1 ,2 and 3). It certainly cannot be taken for granted that strong trade 
unions will support legislative political solutions as their preferred strategy, and view 
collecdve bargaining as second best. Trade unions face a complicated choice between 

F igure 1 .3 Occupationa l  Welfa re in a Comprehensive Welfa re State - An I l l ustration of M icro 
and M acro Perspect ives7• 
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bargaining for empIoyment-based benefits at both the Ioeal and national Ievels ver­
sus applying political pressure to secure increased welfare benefits for their members 
and for wage earners in general. In other words, the traditional perspective of the 
relationship between the labor movement and public welfare expansion shouid be 
subject to empirical investigadon rather than a priori assurIiptions. 

Figure 1.3 depicts how the trade union movement links the micro and mac­
ro levels. This is illustrated by the Bloom and Freeman ( 1992) analysis of the de­
eline in coverage of occupational pensions in the US . They show that a significant 
part of that deeline can be related to the reduction in union density and changes in 
the wage structure, while it is fairly obvious that changes in the public pensions 
benefits have no part in the story. In other words, changes in the public-private mix 
is a result of deelining unionism and the shrinking middle dass. 

This discussion takes us to the issue of conflict between the role of unions at 
the company levd and at the national or macro level. At the company levd, trade 
unions are shown to have a positive effect on the level of occupational welfare (Free­
man and Medoff 1984, Freeman 1992, Hippe and Pedersen 1992) . Unions try to 
raise the total wage, and it can be shown that they would prefer to have a part of 
the compensation as welfare benefits. Paradoxically, at the macro levd it has been 
found that strong trade unions are correlated with increased public welfare efforts 
and with a more marginal role for occupational wdfare (Korpi and Esping-Andersen 
1987) . This illustrates the problems of linking the micro and macro foundations 
of welfare state development in traditional welfare state research - a problem that 
becomes especially critical in attempts to understand the political economy of occu­
pational welfare, involving politics, bargaining and market. Because of its multidi­
mensional nature, occupational welfare cannot be seen as either a labor market mi­
cro phenomenon or as a simple linear function of the size and character of public 
programs. 

By implication, elarifying the interaction between the loeal and national lev­
els becomes central to understanding welfare state devdopment. I will make the case 
that, historically, the expansion of occupational welfare programs from being a com­
pany-Ievel responsibility into the arena of centralized collective bargaining has played 
an important part in triggering of public social policy progress in Norway. This 
perspective is in direct opposition to the hypothesis of both political obstruction 
and of substitution. Neither unions, nor employers, act alone as political pressure 
groups; they act directly through collective bargaining or unilaterally by providing 
benefits. Occupational welfare provides an arena for social policy making that can 
either complement or substitute for the traditional legislative and parliamentary bases 
of social policy. As will be argued, under certain conditions there can be a positive 
relationship between public and private welfare, in other words, private welfare 
growth can actually be a contributing factor behind wdfare state expansion. 
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This perspective is also useful when speculating on the effects oEa reduction in pub­
Ik social policy efforts. WiU a reduction, for example, in pension rights be compen­
sated for by an expansion ofemployer-sponsored schemes? Or, would the reduc­
tion of public pensions rights lead to reduced willingness among employers to provide 
pension benefits because of increased costs? Do the strength or densiry of trade 
unions, for example, affect how employers respond to reduced public welfare rights? 
Independent of the answer to these questions, posing them illustrates how dosely 
,the macro and micro Ievds are linked and, furthermore, that no general law of pub­
lic and private interplay can be stated. 

Taken together, this approach represents an alternative understanding by 10-
cating occupational welfare in the context of both industrial relations and public 
welfare policies. Because ·ofits multidirnensional nature, occupational welfare can­
not be .seen as either a labor market micro phenomenon or as a simple linear func­
tion of the size and character of public welfare programs. In other words, only by 
integrating industrial relations and public welfare policies can we conceptualize the 
surroundings, or the structure, in which the employee and employers pursue their 
interests in occupational welfare. 

In Figure 1.3 the major variables of this study are presented, with arrows 

indicating hypothesized causal processes. Arrows that are assigned numbers signify 
the relarionships that will be analyzed here. The relationships illustrated by arrows 
number 1 ,2 and 3 are analyzed in Part Il, where l address research questions 1 and 
2. In part U, chapter 4 looks into the nature of public-private substitution of wel­
fare provision in post war Norway through an analysis oflabor cost data. Chapter 5 
offers an analysis ofrhe development of private pensions afrer the introduction of 
the statutory supplemenrary pension scherne in 1 967 compared to what happend in 
Denmark where no sueh scherne were introduced. In order to analyze union chokes 
between politics and bargaining in more detail, chapter 6 addresses union behavior 
at critical cross roads of Norwegian pens ion policies (relationship 2 and 3) . The 
analyses ofparr Il have a historical perspective, focussing on how different levels of 
decision-making interact with the changing role of occupational welfare. 

Part nf concams an analysis of the coverage and distribution of benefits in 
the Norwegian labor market. The core of this analysis concerns the impacr of 
institutional variables versus individual characteristks on the provision of welfare 
benefits (arrows 4,5 ,6,7,8) . Through the use of individual- and company-Ievel sur­
vey data 0Chapter 7,8 and 9}, the goal is to map the occupational welfare arena, and 
t'O ide.ntify the impact of union involvement, wage bargaining systems, and orher 
inmtutlonal characteristics of the firm on occupational welfare clecisions. In other 
words, this analysis aUows us to assess the importance of welfare benefits and orher 
indirect employee remunerauon strategies, and also to see the logic of occupational 
welfare provision in the current labor market. Research question 3, presented earlier, 
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is eoneerned with the micro level distribution ofbenefits (i.e., the dependent vari­
able in the miero model), while research questions 4 and 5 provide hypotheses on 
the nature of relationships 4,5 ,6,7 and 8 in this model. 

AJ:, a follow-up to this analysis, Chapter 10 foeus on attitudes toward public 
and private welfare responsibility and the role of trade unions in soeial policy for­
mation as put forward in the final research question. 

One could, ofcourse, ask why such a limited focus and rather narrow em­
pirical design is chosen. The argument is, first, that «research on this face of the 
welfare system is rather scattered» (Esping-Andersen 1996).  The limits on our knowl­
edge as to how the labor market functions as an arena of soeial policy provision have 
been increasingly recognized in recent years (Kohli and Rain 1 99 1 ,  Rein and Rain­
water 1 987, Shalev 1988, 1996) . Moreover. studies ofoccupational welfare have gen­
erally been set in the so-called residual welfare states, typically the US. We have es­
pecially little knowledge on the role that oceupational welfare has taken in a 
Scandinavian con text. A doser look at occupatlonal welfare in Norway will in itself 
provide new insights into union and employer soeial policy behavior and into the 
development of the welfare state. This makes a more detailed national study a useful 
contribution at this stage. 

Taken together. the goal of this analysis is to deepen aur understanding of 
why occupational welfare benefits differ among individuals and across companies, 
as weU as to why the borders between occupational and public welfare change over 
time. Hence, the following analyses of occupational welfare eontribute to a broader 
theoretical discourse in welfare state and in industrial relations research. 

1 .2 Defining occupational welfare 

Defining the content of occupacional welfare is both complex and controversial (Shalev 
1 988:2) . There are no common standards on either language or definition. In the 
literature, we find a diverse range of terms - such as employment-based soeial pro­
tection, fringe benefits, employee benefits, company we1fare, occupational welfare, 
voluntary welfare benefits, and voluntary non-wage labor costs - used to describe 
benefits given to employees that are not mandated. Some scholars also liSe the broad 
term private welfare. 

To establish a more precise notion of the welfare arrangements connected to 
the employment relationship, a set of conditions necessary to define the content of 
occupational welfare will be discussed. I define occuparional welfare as a sodal right 
anchored in formal employment. in other words in the (explieit or implicit) labor 
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contract8• If a welfare arrangement satisfies the following conditions, it can be de­
fined as an occupational benefit scherne: 

a) It is a supplement or substitute for cash wage payments, and the costs are 
paid fully or partly by the employer. Some direct payments or contributions 
by the employee does not challenge the status of an arrangement as occupa­
tional welfare. 

b) Employers are not mandated by the government to provide the benefits. The 
welfare scherne is established voluntarily by the employer or as a result ofin­
dividual or collective agreements . 

c) The arrangement can not be exclusively funded and administered by public 
authorities. When the state as an employer provides benefits to its employ­
ees, it will, however, be regarded as occupational welfare. 

d) Occupational welfare is designated for purposes which normally have a coun­
terpart in public welfare policy, such as income maintenance, or services like 
health care, family services, education, housing, and social and economic 
counseling. 

This conceptualization implies that the occupational welfare benefits: 

• are part of a labor comract, direcdy or indirectly, and hence are a part of the 
employmem relationship; 

• are voluntary or contractually-based; 

• may cover either all workers, or just some gro ups, within a certain corpora­
tion; 

• may be company-based, industry-wide, or cemralized, and in some cases, 
may even cover the whole labor force; 

• may be found in either the public or private sector; 

• are both wages and welfare, and a part of the total wage. 

Hence, occupational welfare benefits constitute a social right connected to the ex­
plicit or implicit employment contract. The nature of this social right varies from 
fully voluntary employer-sponsored benefits provided at the company level via firm­
based contractual arrangemems, to nation-wide comractual agreemems. In Norway, 

8 This d efin it ion is based on the work of Sha lev ( 1 988:2), but I have i ntroduced some add it ion­
a l  criteria to a l l ow us to d raw more p recise boundaries between the d ifferent systems of wel­
fa re provis ion .  
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early retirement pensions can be found in all of these forms, from ad hoc company 
based schernes to the national contractual early retirement scherne (AFP - Contrac­
tual Early Retirement Pensions). 

Figure 1.4 illustrates that occupational welfare represents a continuum where 
the level and form of control over the social right varies considerably. The different 
characteristics of occupational welfare could therefore differ among sectors of the labor 
market and across couotries. There are critical differences between the centralized 
and contracrual system of occupational welfare in Sweden and the decentralized, 
mainly voluntary, system fouod in both Norway and the US. 

The question as to whether occupational welfare constitutes a part of the wage 
has been a matter of some disagreement. However one chooses to label these ben­
efits, they must be considered as a part of the total remuneration or the total wage, 
and hence what Michael Shalev terms a form of «wage in disguise» (Shalev 1988:3). 
This ambiguity is a central part of the phenomenon of occupational welfare, and it 
cannot be easily darified in a definition. 

Employment-based social protection typically serves as a synonym for oc­
cupational welfare. The term employee benefits, on the other hand, is usually used 
for both statutory and «private» benefits, while fringe benefits covers a broader spec­
tmm of benefits than does occupational welfare, including such benefits as company 
cars, rebates, subsidized cafeterias, and so forth. One could, of course, use the phrase 
social fringe as a parallel to occupational welfare. It should also be noted that the 
terms indirect wage cost or remuneration cover both starutory benefits as well as 
the voluntary or contractual occupational benefits. 

The boundaries of occupational welfare. 

Three pure forms of collective welfare production can be identified: public schemes, 
occupational welfare programs, and union murual benefit systems. (If we move outside 
the labor market, non-profit voluntary work is a fourth option.) Different actors 
are traditionally linked to each of the arenas of welfare production. The state is re­
sponsible for implementing public schemes, employers for providing employees with 

F igure 1.4 The nature of occu pational  welfare - provis ion and contro l .  
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beneflts wit'hout any funn of government flnancing, and rrade unions for offering 
their members benents without employer or state conttibutions. In the case of pen­

sions and health care. the capiral/insurance industry shouid also be raken imo con­
sideration. ln Figure 1 .5  the dreies represent what could be called pure forms of soeial 
protection. 

Public schemes are legisiated programs based on different forms of mandato­
ry fmancing, sueh as general taxation, or employers' and/or employees' payroll con­
tributions. Occupational programs exist side by side with the public programs. They 
are not financed by the state, even though they are afforded favorable tax treatment 
and in other ways regulated by the government. At the same time, trade unions 
maintain their own systems of welfare based on membership activity and solidarity. 
Such collective systems of, for example, life and home insurance are related to 
employment (i.e. membership) ,  bur as long as they are not financed by employers, 
they should not be viewed as occupational or employment-based soeial protection. 
Union mutual. beneflt systems .are otten regarded as a phenomenon only of histori­
cal interest. But, both in the US and the UK there have been increased efforts to 
devise new benents to attract workers to unions (Freeman 1990:3 18), a trend which 
can also be observed in the Scandinavian countries. 

These duee forms ofcollective welfare provision must be separated from a 
marke.t-cbased system of welfare provis10n operating at the level of the individual 
consumer. Individuals can buy pensions, soeial servkes, health care, and so forth, in 
the commercial market. But as long as the contracts between the buyer and seIler of 
{hese benefits are settled without employer partieipation or financing, they should 
be treared as part of an individual market-based system and not as part of the occu­
pational welfare system or of union muwal arrangemems. The borders are, howev­
er, more and more blurred because insurance companies increasingly tty to apen new 

Figure 1 .5 Forms of .col·lecti�e iocia l Pol icy Provision and Sodal PoJicy Actors. 
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markets by linking 'favorable' individual offers to the occupational arrangements and 
to union membership. 

There are, in addition, welfare schemes that are mixtures of these three pure 
forms of welf�re production. Figure 1.2 shows three of these (marked 1, 2, and 3) . 
The first mixed form is what might be called tripartite welfare. It can be exempli­
fied by the system ofContractual Early-Retirement Pensions (MP) in Norway. Even 
mough it is a contractual agreement, me government pays part of the expenses, and 
the scheme is administered by the national social securiry institution. 

Another problem arises when governments put pressure on labor marker ac­
rors by saying, in effect: either you make a «valnntary» contractual agreemem, or 
we (the state) will mandate a solution to the problem (or the other way around) . It 
is, ·of course, very hard to determine if and when these sort of dialogues take place. 
What makes it even more complex is that, in some cases, collective agreements are 

based on the anticipation of certain government action ifunions and employers fai! 
to agree, and the premise of voluntary action becomes basically an illusion. The prob­
lems involved in drawing the exact boundaries between public and occupational 
welfare might be seen as further support for the need for a broad, and flexible, per­
spective on the weifare state. No doubt, the border between occupational welfare 
and public sector programs is especially biurred. Martin Rein even concluded that 
the close interaction between public and private sectors through tax incentives and 
public regulation creates a new institutional form which is neither public nor pri­
vate. «They are mixed forms for which we do not have an adequate vocabulary to 
describe» (Rein 1 993:3). 

Obviously, occupational and public programs are closely interrelated. Even 
so, they can in most cases be distinguished from one another. The system of trans­
forming the costs of sickness benefits from public sickness funds to employers directly, 
found in Germany and Norway, and also introduced in Sweden, has been used as an 
example of shifting benefits from the public to the private sector. In the case of 
Germany, Immergut ( 1 986:57) argues mat this reform «constitutes an interesting 
test case for comparing some of the effects of state versus market schemes for social 
protection» . In accordance with the definition given earlier, a mandated system must 
be seen as public even though it is financed and administered at the company level. 
In other words, sickness benefits paid by the employer as a result of legal enforce­
ment are not occupational benefits. 
The second mixed form is that of union-administered state programs. This is per­
haps the most welI-known of the three, especially the so-called Gent system of union 
administration of (public) unemployment benefits found in Belgium, Denmark, 
Finland and Sweden . 

. A third mixed form is that of occupational welfare benefits provided ex­
clusively for union members. Normally, employers would not .agree to exclude 
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non-union members from occupational welfare programs. Examples of such pro­
grams in different industries and countries can, however, be found. 

Attention should be directed to the interplay among the systems of welfare 
production. The existence of mixed forms illustrates that we need to avoid draw­
ing sharp distinctions between the private and the public sectors, and to avoid making 
a priori assumptions about the nature of the interplay between them. 

1 .3 Locating occupationa l welfare i n  the 
framework of welfare state and industria l  
relations research 

By combining welfare state and industrial relations research, the goal of this work is 
to establish a theoretical basis and to mark off the important elements in the forth­
coming analysis. The most appropriate theoretical framework for understanding 
occupational welfare and its relationship to public welfare is far from obvious. Some 
guidance has been given thus far by Michael Shalev, and by Martin Rein and Lee 
Rainwater. Taken together, they argue that we need to broaden the traditional per­
spective if we want to understand the many faces of occupational welfare and the 
public-private mix. Rein and Rainwater ( 1987: 143) argue that9: 

«Our understanding of these mixed institutional forms can be understood 
conceptually by locating them in a holistic framework of the evolution of 
market societies where social policy, labor markets and industrial relations 
are unified.» 

Rein and Rainwater ( 1987: 150) also point to a pattern of shifrs back and forth be­
tween arenas of welfare production, rather than to one of continuous and steady 
evolution towards increased state responsibility. The boundaries between the state, 
the firm, and households, are shifting as the responsibilities for and costs of social 
protection move among these arenas of welfare production. 

Michael Shalev ( 1988, 1996), sees the study of occupational welfare as a way 
ofhighlighting the dynamics of the interactions among union, firm, and government 

9 Even though not d i seussed by Rei n  and Rainwater, it is an i nterest ing l i n k  to Pola n i 's ( 1 944) 
'The G reat Transformation' when arg u i ng that evo lution ta kes p lace i n  a ho l ist ic  fra mework 
of market societies where socia l  pol i cy and labor markets are un ified . Polan i 's basic po int was 
that c lass ica l  l i bera l ism separated the economic system from the rema i n i ng functio n  of the 
society. A natural response was soc ia l  tensions which was met by authorita ria n attem pts to 
contro l soc ia l l ife. Modern socia l  democracy is fi rst of a l l  a new attem pt to ba lance economic 
and soc ia l  a spect of society. 
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in the development of welfare systems: «One of the most fruitful ways of taking 
seriously the links between social policy, labor markets and industrial relations is 
through the prism of oeeupational welfare» (Shalev 1 988:2), thereby bringing to­
gether researeh traditions that too long have been separated. Especially the trade union 
movement and its impaet on the development of modem capitalist societies is a 
common denominator across the different traditions of researeh in industrial rela­
tions, labor economics, and the welfare state. 

Shalev ( 1 996: l )  stresses the limited knowledge that we have of the interac-
tion between social policy and industrial relations: 

«Because not only multiple aetors, but also multiple agendas are involved, the 
study of occupational pensions is obliged to eontend with a heavy dosage of 
uneertainty and eontingeney» . 

Michael Shalev and others are obviously pointing in the right direction, bur we are 
still ieft with a considerable need to clarify a theoretical perspeetive and to sharpen 
the analytical foeus. 

One eould, of eourse, ask if it is useful to treat industrial relations as a sep­
arate and well-defined researeh tradition whieh in oneway or another can be inte­
grated with another tradition. Perhaps the most striking feature of the industrial 
relations literature is the absenee of a consistent theoretical framework and a com­
mon dependent variable. There is an ongoing diseussion on the orientation of in­
dustrial relations research: Is it a discipline in its own right guided by a grand the­
ory, or is it a meeting ground for a number of disciplines with a common interest in 
issues related to labor relations sueh as unionization, industrial democracy, work 
organization, strikes and so forth (see Beaumont 1 990 and Kaufman 1 993)? Aceord­
ing to Beaumont ( 1 990) , industrial relations is eoncemed with institutional deter­
mination and regulation of the term and conditions of employment. Based on this 
broad definition of industrial relations it is obviously important to identify more 
precisely what an integration of industrial relations and welfare state researeh im­
plies. 

Dunlop ( 1 958) argued in his now classieal work 'Industrial Relations Sys­
tems' , that industrial relations can be seen as the environment in which the actors 
interaet with each other to determine the rules of the work place. He argues that 
'any genuine understanding of industrial relations systems requires a penetrating 
familiarity and appreciation of the negotiation proeess. Negotiations are the grease 
that makes the system work' ( l 958: 1 8) .  In this work the ph rase industrial relations 
is used with reference to what can be seen as a core element of this research rradi­
tion, namely unionization and collective bargaining. It is important to stress that 
negotiations may involve formal processes, but negotiating is also an informal process 
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used by representatives of aU aetors. The organization of employee, employer and 
government mtteraction represents a emeial filter for the relationship between pub­
lic welfare polkies and laoor market based welfare activities. Therefore, the indus­
trial relations aspect is taken into aceount as an independent variable, rather than as 
the dependent variable, as is customary. In other words, I will not seek to explain 
why union density varies over time or between companies or the institutional de­
velopment of collective bargaining, bur will indude these elements in an understand­
ing of company-based welfare deeisions and how public and private welfare provi­
sion interact. 

Theoretically, the contemporary divorce between social policy and industrial 
relations research is unsatisfactory both for industrial relations scholars as weU as for 
the current tradition of social policy research. The social wage contains the direcr 
wage, voJuntary and contractual indirect remuneration, as weU as statutory soeial 
rights. An industrial relations strategy is therefore aIso a soeial policy strategy and 
vice versa. On the other hand, the study of social policy loses an important aspect 
of the rnicro foundations of soeial policy when separating industrial relations and 
soeial policy. It is, for example, impossible to gras p why the Norwegian statutory 
system of sickness benefits still provides 1 00 percent wage compensation from the 
first day of absence without having knowledge of collective agreements that have been 
concluded to reduce absenteeism in order to prevent the parliament from reducing 
the benefit level. 

The classical works on unions and labor relations did not differentiate be­
tween the social policy and labor market aspect of industrial relations in the same 
way as is done today. In the works on the British trade union movement by the 
Webbs befare the turn of the century, soeial policy and industrial relations are seen 
as closely integrated: 

«The regulation which we have described in our chapters on the Standard 
Rate, the Normal Day, and the Sanitation and Safety, are but different forms 
of one principIe - the settlement, whether by Mutual Insurance, Collective 
Bargaining, or Legal Enactment, of minimum conditions of employment, by 
Common Rules applicable to the whole bodies of workers» (Webb 1 897:30 l ) .  

As then, the importance ofbroadening out theotetical perspective could be illustrated 
by asking a simple question :  What do union leaders or employers take into consid­
eration when choosing specific sodal policy strategies? The answer indudes, obvi­
ously, many aspects of social policy and labor relations. Before selecting a specific 
strategy, a union leader would carefully consider the possibilities of finding a legis­
lative or political solution versus the chances of establishing a collective agreement, 
the impact of each of these solutions on the union's organizational strength and 
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development, as weU as the social dimension ofimproved security for specific groups. 
A collective agreement on, for example, early retirement pensions might restrain direet 
wage increases more than would a legislated scherne. At the same time, the estab­
lishment of an occupational early retirement plan could contribute to improved at­
titudes towards the unions in the population at large as weU as among potential and 
actual union members. The social policy strategy is also an industrial relations strategy. 

What union leaders, employers, and governments do, in fact, is to combine 
elements from a variety of approaches. This broad concept of welfare politics has, 
however not charaeterized the academic diseourse on social policy. On one side, tra­
ditional social policy research focusses heavily on the development and effects of public 
programs, where industrial relations traditionally has been given little consideration 
(see Chapter 2 for a discussion) . Overall, one could conclude that traditional wel­
fare state research has been maero-oriented, with a tendeney towards excessive gen­
eralization and broad theorizing. Welfare state research concentrates on public pro­
grams and expenditures, making the public sphere the dominant arena of welfare 
production, and it rends to focus on polirical parti es as the main actors. Trade un­

ions as weU as employers have been seen as politica1 pressure groups, rather than as 
separate policy acrors . 

In contrast, in the broad field of industrial relations two sets of questions, 
both relevant for the study of occupationaI welfare, can be identified: 

First, a core issue is the analysis of collective deeision-making at the central 
or loca1 1evel in the labor market, focussing on the proeesses and outcomes of nego­
tiations. «Espeeially the 1 980's have been a critieal period of experimentation and 
new strategies for management, labor and government decision makers» (Kochan and 
Katz 1 988:47) . Understanding the relation between labor and management and the 
acmal processes of collective bargaining, on both the local and national levels, is cmeial 
to the study of occupational welfare. Such an understanding supplements the tradi­
donal maero-oriented and state-focussed perspectives in welfare state researeh. It 
focusses on unions and employers as separate players interacting with one another 
as weU as in tripartite collaboration with governments. Thus it contributes to a 
multi-actor perspective in the smdy of social polieies as weU to a focus on both central 
and Ioeal decision-making. In the analysis of occupational welfare, increased under­
standing of the company level is of great imponance espeeially in Norway where the 
system is highly decentralized compared to both Denmark (Scheuer 1 992) and es­

pecially Sweden (Wadensjø 1 993) . 
Second, there is a growing interest in the question: Do national systems of 

industrial relations show signs of increased convergence or divergence, and are there 
'models' of indusrrial relations systems, some of whose fearures could be exported 
successfully to other countries. 
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Baglioni 1 990) Ferner and Hyman 1 992) . Hisrorically, there has been considerable 
cross-national variation in the standardization of employment regulations. This has 
lead to several attempts to define models ofindustrial relations throughout Europe 
and the us. As in the welfare state literature, the paradigmatic Swedish case of a 
so-called «Nordic model» plays a central role in the discourse (Ferner and Hyman 
1 992:xii) . The crucial element of the Nordic model of industrial relations is the 
compromise between capital and labor based on dose cooperation in the industrial 
arena and, as can be argued, remarkably limited state regulation (Kj eI Iberg 
1 992 : 89-9 5 ) .  

The discussion of changing industrial relation systems in a comparative per­
spective bears a dose resemblance to its counterpart in the welfare state research Iit­
erature. As in welfare state research, the question of different mixtures of self-regu­
lation and state regulation takes us to the heart of the industrial relations debate. 
Even though one can argue that the re are significant differences between the role and 
nature ofself determination in the Scandinavian countries it is the «basic agreements», 
the far-reaching labor agreements which regulate conflict between the labor market 
parti es and which set the rules of the employment relationship that are put forward 
as the typical exarnple ofself-regulation. The preference for self-regulation over state 
intervention in the form of extensive labor laws is explained by Kjellberg in the fol­
lowing way: 

«An obvious advantage of self-regulation was that it gave employers and un­
ions some freedom of maneuver. The unions could retain a function in the 
eyes of their members, while employers avoided regulation ofindustrial rela­
tion by a social-democratic government; and the government believed that 
union members were more likely to accept labor peace and pay restraint if 
the unions preserved a degree of autonomy» (Kjellberg 1 992:95) . 

The goal here is not to take part in a discussion on the extent of actual self-regula­
tion in each country or the obvious differences that exists in this field between 
Norway, Denmark and Sweden. No doubt, the re are important differences that can 
be exemplified by the faet that both Norway and Sweden have far-reaching labor 
environmental acts, while this is based in collective agreements in Denmark. My goal 
is, first, to stimulate critical analysis of the role of unions and collective bargaining 
in the development of the Norwegian welfare state. In traditional welfare state re­
search, the issue of self-regulation is turned upside down. The basic argument in 
the Social Democratic welfare state model is that unions and the Labor Party would 
use their common strength to replace the system of self-regulation of welfare in the 
labor market with state legislation. 
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Ifboth traditional welfare state and industrial relations research provide a basically 
correct description of the Scandinavian peculiarities, that commonality opens the 
door to a categorization of models of welfare and industrial relations systems. 

These are, of course, ideal-typic models lO serving mainly illustrative purposes. 
First of all, some countries straddle these categories. Even though Norway is often 
seen as representative of the Nordic model of industrial relations, the degree of state 
intervention in collective bargaining is considerably higher than in Sweden (Dølvik 
and Stokland 1 992) . Second, structural change and cyclical economic crises have 
brought abour marked changes in both welfare and industrial relation regimes, thereby 
increasing the variety and heterogeneity within national models. 

Examples of these four categories can, however, be found - except for what 
one could label 'classical liberalism' where both labor relations and welfare schemes 
are based on self- regulation from the parties in the labor market, i .e .  employees 
and employers and their respective organizations. There is, however, a development 
toward this position, most typically found in New Zealand and Australia Oilstad 
1 993) . In Australia all public social security programs are now subject to means­
testing, and labor market regulations have been significantly liberalized. To a large 
extent, the United States fits the combination of self-regulated welfare policies and 
legislatively-based industrial relations policies, even though the US has a highly 
developed national old-age pension system. The rules of the employment relation­
ship are set by public legislation, while welfare policies to a large extent are deter­
mined in the labor market through self-regulation. Denmark could serve as an ex­
ample of a predominandy legislatively-based welfare policy combined with 
self-regulated industrial relations. Finally, Germany provides an exarnple of a model 
using state intervention through legislation in both welfare and collective bargaining. 

F igu re 1 . 6 Models of We lfare and I n d ustria l  Relations Reg u lation 

Labor Relations Policies 

Self-regu lation Legistlation 

Self-regulation Classica l l ibera l ism us 
Welfare policies 

Leg istlation Den mark Germ a ny 

10  In the sod a l  sciences, a n  ideal  type serves two functions.  F i rst, it  has traditi o n a l ly a d idactic 
fu nction,  s i m p l ifyi n g  e m p i rical  observations i nto groups or  categories which have a d i sti nct 

basis in certa i n  e m p i r ical  facts. Second, it should a lso be recog n i zed that the ideal  type ca n 
. serve a fun ct ion by constituting an idea or concept. In this d iscussion this element is of i m por­

ta nce.  No a n a lysis of the actual  e m p i rica l bases for these ideal  types wi l l  be u nderta ken.  Even 
50, com b i n i n g  welfare pol ic ies and i n d ustria l  relations represe nts an i mporta nt conceptual  
fra m ework for  the a n a lysis of occu pat ional  welfare. 

33 



The existenceoHaborrdations and welfare regimes or models represents an impor­
tant future research challenge.The primary goal here is not to answer this question, 
but to illustrate that all policy actors face a wide range of options, and to argue that 
there is no reason to believe !hat one mode of regulation is necessarily preferred by 
any of the policy actors. At a theoretical level, this raises questions aoour the ro­
bustness of the Soda! Democratk welfare state model, where union strength is seen 
as positively correlated with the degree of state regulation. Why did Swedish and 
Danish unions, among the strongest in the world, choose to preserve a relatively large 
auronomy in one arena and not in the other? 

Furthermore, the discusslon of 'models' illustrates that welfare policies and 
labor relations systems have been dosely interrelated, and that this relationship, 
historically, has followed a variety of developmental paths. In order to understand 
the outcomes of these models we must take into consideration both industrial rela­
tions practices as weU as the design of social security programs. An equal income 
distribution is not primarily the result of tax and transfer systems, bur of the nature 
of collective wage determination, of the importance of solidaristic wage bargaining. 

This again, leads to a question of how different models will respond to the 
ongoing changes throughout the world in economic and politica1 conditions. How 
will curbacks in public welfare programs affect the systems of industrial relations? 
And how do decentralization, deregulation, and internationalization affect the 
possibility of establishing market-based welfare solurions or reforming public wel­
fare systems? 

Taken together, the development of the public-private mix must be placed 
in the context ofboth labor market relations and welfare policies in order to under­
stand the forces producing changes over time and among sectors in the economy. 

A conceptual model of occupational welfare policy making 

How can the actual process of policy-making be conceptualized? It is through the 
institutional structures and processes of collective bargaining, or in a broader sense 
the employrnent relationship, that the parties interact and make choices. We there­
fore need a model ofhow employees and employers interact at the firm level, as weU 
as at the national policy level. Kochan and Katz ( 1 988:5) have put forward a model 
of the institutional structure of industrial relations within a firm. Drawing on their 
work, I propose a conceptual model oflabor market decision-making as a frame­
work for the study of the shifting public-private welfare mix. 

The model illustrates that not only governments, bur also employers and 
unions, intervene to shape the social rights and daims of individuals and thus what 
Esping-Andersen (1 990) would call the system of decommodification. Social poli­
cy is not solely a quesuon of decentralized market solutions versus centralized political 
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solutions. As do es public policy, occupational welfare takes on a variety of forms. 
The important explanatory variables in this framework are linked to features of the 
external environment and to the «internal» institutional features of the labor mar­
ket decision-making system. 

F igure 1 .7 Conceptua l  Model for the Study of Publ ic Private Mix  
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The external environment 
The regulatory welfare state and industri al relations regime, combining public wel­
fare programs, labor law and the structure of labor relations, constitute an impor­
tant environmental context in which the parties interact. In other words, the choices 
made by the actors are dependent on external environmental factors such as welfare 
retrenchment or decentralized collective bargaining. As shown empirically by Esp­
ing-Andersen (1 987) and Kangas and Palme ( 1 989),  the qualiry of the public pen­
sions systems is one important determinant of the size of the private pension sector 
(bur not the only one) . Another aspect of the external environment is the unique 
and distinct history of the welfare state. The range of choices open to the parti es at 
any time depends on the strategies implemented previously. As argued by Stevens 
( 1 984: 1 7) ,  «the neo-classical model of wage determination and, for the most part, 
the segmented labor market mo dels also falter in that they treat the construction of 
compensation as being independent of the passage of time» . 

Both economic conditions and lab or market structure have impacts on the 
dynamics of the decision-making process. Reduced economic growth rates togeth­
er with demographic developments have sharpened distributional conflicts. Eco­
nomic growth made social improvements, both public and private, possible with­
our threatening expectations of increased disposable incame. Moreover, growing 
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international economic integration sets new conditions for both national welfare 
policies and the behavior of business firms. The combination of economic stagna­
tion and intensified international competition may create pressure to reduce statu­
tory welfare expenditure and, at the same time, may block attempts to compensate 
the loss through centralized collective bargaining. 

The significant changes in labor market structure and performance alter the 
conditions for the interaction among unions, employers, and government. The era 
of full-employment welfare capitalism seems to have come to a definite end when 
Sweden also ushered in lasting unemployment. Thus, an important determinant of 
union strength and of centralized collective bargaining has been seriously weakened. 
Furthermore, the rap id growth in female, white coUar, and public sector employ­
ment, changed the face oflabor and altered the basis for social needs and economic 
interests. 

The employment relations - A two-tier model 

The next step in the model is the system of decision-making in the labor market, 
sometimes referred to as «employment relations». The term employment relations 
is chosen because it covers a broader set of institutions and outcomes than those 
traditionally associated with industrial relations l l. Thus, one could seek explanations 
for the outcomes within the field of human resources focussing on organizational 
behavior and human resource management, as weU as from the traditional study of 
unions and collective bargaining. I propose a two-tier approach to understanding 
employment relations and their impact on the politics of occupational welfare. 
The first tier, called the enterprise or corporate level, comprises the activities taking 
place in each enterprise in which workers and/or their unions interact with manage­
ment over social policy issues. It is this local level that traditionally is involved in 
attempts to explain the existence of occupational welfare programs. At this level, sodal 
policy has at least three different dimensions. First, employers can unilaterally pro­
vide their workers with benefits as part of a wage and management policy to com­
pensate and to motivate workers, and not as a consequence of work force or sodal 
pressures. Second, employers can take part in consultation or direct bargaining over 
sodal policy issues from day care to old-age pensions. And third, there is a process 
of strategic adaptation to the rules of public legislation on the company level. This 
is typically found when employers try to shift costs from their company to the state 

" In the book « The Orig i ns and Evo lution of the Field of Industr ia l  Relations», Bruce E. Kaufman 
( 1 993: 1 94) proposes to replace the term i n dustr ia l  relations with the new labe l  emp loyment 
relations.  H ence, his goal i s  to rem ove « th i s  fault l i ne that d ivides the su bject i nto human 
resou rces and  i nd u stri a l  relations».  Th i s  a pproach i s  c learly relevant to the  study of occu pa­
t ional  welfare, s i nce it i s  best understood as more than a question  of s imp ly  un ion  pressu re 
and col lective barga i n i n g .  
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by, e.g., providing incentives for employees to choose invalidity pensions as a way 
to ease redundancy problems, or when public sickness insurance is used as a way to 
solve internal manpower conflicts (Waldrop 1 992, ·DahI 1 993) . This process of stra­
tegic adaptation alters the actual results of the public schernes as originally intended 
by the legislation. 

At the enterprise leve!, the external environment can be viewed as given. The 
decision-making pro cess will be limited to optimization of the wage packet given a 
cenain level of public welfare provision, tax regulations and so forth. 

The second tier takes us outside the arena of the individual firm. The actors 
will have a broader perspective on their goals and on the options available for pur­
suing them. This union and employer interaction typically takes place at the national 
leve! bur, to some extent, also at the industrial ievel. In this sense, this mode! can 

also be seen to encompass three tiers: national, industry and company. The core as­
pect of the model is that unions and employers act on behalf of the collective, and 
are faced with strategic choices as to how to best pursue their goals, whether through 
political pressure, centralized bargaining, bargaining at a lower leve!, or various com­
binations of these. Whether this should be labeled two or three tiers is of less im- . .  
portance. 

In effect, unions do more than just raise wages. In addition, they have a col­
lective voice where conflicting loyalties - company-leve! and union loyalties, and 
overall national and ideological loyalties - unavoidably will affect union decisions. 
Union social choices can be seen as a process of exit, voice and loyalty on different 
leve!s of decision making, following Hirschmann's original concept of how organi­
zation are governed by an interaction between membership or consumers exit, their 
ability to use voice and the extent of their loyalty to the organization (Hirschmann 
1 970) 12. 

The outcomes 

The last step in the conceptual mode! concerns the institutional outcomes and their 
feedback effects on bOth labor relations and on the welfare state regime. The out­
comes include the leve! and structure of occupational welfare, which again contrib­
ures to the overall public-private mix of welfare in the society. Figure 1 .7 shows the 
various institutional forms, combining the different arenas of decision-making with 
a centralized or decentralized leve! of implementation. Although different combina­
dons may ptoduce the same ourcome (for example, the amount spent on pensions 
or health care) , they differ greatly in who bears the costs and benefits, and in their 
political implications. An interesting example is the fact that Sweden and the US 

12 See Cha pte r  3 for a deta i led d iscuss ion of u n ions and exit, voice and loyalty in soc ia l  po l icy. 
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have reached a high levd of total health spending despite very different institutional 
systems. Hetta, a discussion of the implications of choosing one solution, or a 
mixture ofsolurions, over another, can help us to understand what is at stake in the 
decision-making process, and, to show, that occupational welfare arrangements can 
not be treated as a one�imensional phenomenon. 

Fig u re 1 .8 Outcomes: Combi ning Arenas and Leve ls of Decis ion-Making 
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Most of these categories of welfare provision could be found in all advanced capital­
ist countries, but the practical relevance of them varies considerably. Category l ,  
the centralized political arena, is typically illustrated by a national public o ld-age 
pension system found in Norway; as well as in other industrialized countries. Bene­
fit provision is based on political decisions concerning eligibility, benefit levels, fi­
nancing, and so fonh. Even though a system is politically-based, governments can 
choose to decentralize the actual implementation - suggested by category 2. Pri­
vate medical practitioners and private hospitals have this decentralized (and of ten 
market-oriemed) function in national health care systems. Another example is found 
in public sickness benefir systems in Germany, Norway, and, from 1 99 1 ,  in Swe­
den, where wage compensation for the first weeks of sickness is paid directly by the 
employer, and where control of absenteeism is solely the employer's responsibility 
because there is no reimbursement from a national insurance programs. 

The third category is a centralized market-based system. To simplify the dis­
cussion, I will concentrate only on labor market based provision, leaving aside indi­
vidual insurance and commercially produced welfare services (which would fall within 
category 4) . The main features of the cemralized provision of occupational welfare 
benefits are the possibility of treating all (or large groups of ) wage and salary earn­
ers simultaneously, and closely linking the different agreements, thereby extending 
coverage of benefits. Such centralized arrangements are found in the Australian sys­
tem of contractual maternity leave, and the Swedish contractual system of addition­
al pension and sickness benefits. Category 4, the decentralized lab or market solu­
tion, leads to higher welfare provision in areas with strong unions, large and more 
profitable companies, and 50 forth. The result is large differences in benefit coverage 
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and quality. Moreover, this decentralized implementation does not facilitate a na­
tional (macro-) economic compensation policy, or any form of solidaristic wage 
policies. A decentralized system of oceupational welfare is typically found in the 
private sector in the US and, as I will argue, in Norway. 

The last decision-making arena is called «non-market», implying that in all 
societies welfare are provided through the household or in non-governmental or­
ganizations (NGOs) on the national or local level. I have included this arena in the 
figure because union mutual self-help programs can play an important supplemen­
tary role as part of individual wage earners' total welfare packages, and because these 
programs may constitute a strategy for reinforcing union strength. 

The combination of these welfare arenas has important social, economic, and 
political implications. The institutional mixture has direct impact on the distribu­
tion of social security between those in the labor market and those engaged in non­
paid work, and among different gro ups of employees. Furthermore, there are dis­
tinct economic effects on the level of labor costs and on the wage differentials in the 
economy. And, last, the different institutional outcomes have repercussions on the 
political support given to public programs as well as to unions and employers .  There­
fore, these socia!, economic, and political consequences must b e  taken into 
consideration when diseussing the strategies of the actors and the impact of the en­
vironment on the possible implementation of these strategies. 

The basic assumption in this work is that all the actors would foeus on, from 
their point of view, the best or optimal combination of the different arenas of wel­
fare provision. Thus, changes in one arena, be it growth of company-based pro­
grams, or cutbacks in public programs, will affect decisions taken in other arenas. 

1 .4 The welfa re state concept 

The attempt to integrate welfare state and industri al relations theory has implica­
tions for our analytical concept of the welfare state. In this section, I will briefly 
comment on the problem of defining the welfare state. We need a welfare state con­
cept that can serve as a point of departure for an analysis of both occupational wel­
fare and also of the interplay between public and private arrangements. 

The term welfare state is often used interchangeably with public sector wel­
fare programs and expenditure. One can also find welfare state used to refer to all 
public programs, and thus as a synonym for the public sector as a whole. The signif­
icance of this definition is exemplified by the fact that books about the welfare state 
are usually limited to discussions of public services or transfers. One can, of course, 
ask how much state responsibility a country must take on in order to rightfully be 
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labeled a welfare state. Is the US a welfare state? This discussion is oflirnited analytic 
usefulness, because it does not embody an attempt at developing a theoretical frame­
work of the nature of the welfare state development, or of its future prospects. 

The use of the phrase welfare state raises the question of defining both terms, 
welfare and state. The boundaries of welfare policies cannot be decided definitively 
by theoretical argument. The analysis should focus on the role of the state. One 
approach to this analytic task would be to break the discussion into four elements 
of what constitutes a welfare state, all of them closely related. 

First, we have to take into consideration different dimensions of state activ­
ity related to welfare. Second, there are several mechanisms through which welfare 
is generated in all societies, and these arenas of production each have their own spheres 
of political and social justice. Third, different combinations of state activities and 
welfare production have important effects on the social transformation and social 
stratification of society. And, last, underlying the operation of the welfare state is a 
multi-actor process. 

a) Di mensions of state activity 

Welfare state activity can be divided into three dimensions: welfare state as regula­
tor, welfare state as producer, and welfare state as employer. «The state defines the 
territory and membership of a society, regulates its internal affairs, conducts rela­
tions with other states and provides it with identity and cohesion» 00rdan 1987:95). 
This regulatory role, which affects all systems of activity, makes a (welfare) state more 
than merely a provider ofbenefits . It regulates the rules of all of the different arenas 
of welfare production in a country, and also affects the borders among them. One of 
the most important issues of the twentieth century has been the extension of the 
regulatory role of the state. Does the state have a responsibility to guarantee pro­
tection for all citizens from the insecurities of the market, providing both full em­
ployment and extensive social security? 

A second key dimension of the state is its role as a producer and provider of 
social welfare benefits, such as health care, pensions, and so forth. This is the most 
common conception of the welfare state. But, a country with what may be viewed 
as a very limited «welfare state» (i .e. , one with limited state production) may have a 
highly developed system of tax rules and legislative regulations and thus an exten­
sive «welfare state» in a regulatory sense. 

A third dimension of the state is its role as employer. In addition to the state 
providing direct employment opportunities, public employees in most countries 
benefit from welfare systems different from those provided to the other members of 
the work force. The benefits given to state employees have played an important role 
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as a point of reference for improved social security for private sector wage earners 
throughout this century (Schuller 1 986, 0verbye 1 990) . In addition, in its frequent 
role as the dominant employer in the economy, the state contributes to the devel­
opment of the overali labor relations climate as well as to income development. 

b) Arenas of welfare production 

The discussion of the multiple dimensions of the state is closely connected to the 
notion of multiple arenas of welfare production. In all countries, welfare is produced 
in different arenas: in the household, or in the local community, as part of non-eco­
nomic exchanges with family, friends or voluntary organizations; in the individual 
market where one can buy old-age pensions or health benefirs; in the labor market 
where welfare benefits are an important part of the total wage; and last, in the pub­
lic sector, where state and local authorities produee a wide range of welfare benefits. 

An important component of the regulatory role of the state is the balancing 
of the welfare arenas. A dominant view in modem welfare state research depicts the 
inevitable gradual evolution of social protection from the household, to the firm, 
and finally to the state. Because of its tendency to crowd out occupationally-based 
provision the ideal-typic Scandinavian welfare state should contribute to a more 
egalitarian distribution of welfare (Titmuss 1 976) than would other countries, as 
well as greater and more stable support for the welfare state, since all segments of 
the labor force rely on public programs for income replacement (Esp ing-Andersen 
1 990) . An alternative view could be found among welfare pluralists, arguing that 
the predominance of public programs damages the delicate balanee between the are­
nas instead of increasing the total welfare in society and, hence, is a threat to the 
functioning of the family and the market (Rose 1 986) . 

The different arenas are based on different moral foundations. What is fair 
or j ust in the family, may be regarded as unjust in the market, and in the state are­
na. Combining the arenas of production thereby implies combining «spheres of 
justice» and thus establishing an increasingly complicated moral basis for welfare 
policies . Shifts in responsibility among arenas is closely connected with conflicts 
over justice. 

c) Social stratification 

The combinations of production arenas has important repercussions on the social 
transformation of the society at large. Traditionally, scholars have focussed on the 
potential for welfare politics to change the income distribution. Among orhers, Stein 
Ringen has concluded that Scandinavian welfare states have used «the possibilities 
of politics» to change the market distribution ofincome to a larger extent than have 
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other counrries (Ringen 1 9887) .  Bur the systematie differences in the combination 
of welfare arenas have also changed patterns of gender inequalities (Whitehouse 1 992), 
labor market structure (Kolberg 1 992) and political support (Esping- Andersen 
1 990) . 

d) Political proeess 

Changes in the combination of arenas take place through a complicated political 
feedback process. First of all, there are severai actors - political parties, unions, 
employers, civil servants, and social movements - that take part in the ongoing battle 
over the structuring of the welfare state regime. Second, this political process is not 
just an attempt to alter state regulations by using the traditional channels of polit­
iCal pressure and parliamentary participation. An important part of the process takes 
place directly in the labor market and to some extent in the individual marker. 

F igure 1 .9 The Dynamics of Welfa re State Development: A M u lt ip le Actor and M u lti p le Arena 
Model 1 3 .  
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1 3 This  figure is based on a proposa l by Kåre Hagen.  
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Employers develop their own soeial policy at the firm level , as does the state as 
employer; unions use their bargaining power to supplement public welfare through 
collective agreemenrs, �d the insurance industry actively maneuvers in both the public 
and private spheres. 

The feedback process could therefore be seen as one of interaction between 
the outcomes of a given regime and the capacity of the various actors to change the 
logie of welfare produetion direetly in eaeh arena. Aetors can effeet change direcdy 
through collective agreements and management polieies or as consumers in the in­
dividual marketplaee, as weU as indireetly by shaping government policies. 

The mode! of the welfare state as having multiple actors and multiple arenas 
is illustrated in Figure 1 .9 .  

Esping-Andersen (1990) has argued that there are systematic clusters of  pol­
icy charaeteristics across countries. This constitutes what he calls policy regimes. This 
theory is based on a maero-oriented understanding of the development of the pol­
icy regimes. First , the key actors are political parti es trying to control the regulato­
ry mechanism of government, and the focus is almost exclusively on the ai ms and 
resources oflabor, with a eorresponding neglect of the roles of capital and of the state. 
Second, roors of change are related to a Soeial Democratic experiment to decom­
modifY labor. The political capacity to establish more or less deeommodification 
differs systematically across nations, thereby constituting three dusters of welfare 
state regimes (For a discussion of this theory see Chapter 2). 

This perspective offers no direct explanation for the development or provi­
sion of occupational welfare. Occupational welfare is regarded as simply negatively 
correlated with the extent of public programs. The theory implies that both the 
institutions of occupational welfare and the public-private welfare mix should show 
little variation throughout Scandinavia which , with a doser look, se ems not to be 
the case (Kangas and Palme 1992) 

The welfare state as sodal transformation 

An important aspect of the regime theory is· the explanation for how the welfare state 
becomes a mechanism of social transformation; hence, it provides a framework for 
understanding the reorganization of society. Among soeia! scientists, there have been 
diverse approaches to the logic of this transformation process and to the most cm­
cial determinants of change. 

Marxist-oriented scholars focus on both social polieies and systems ofindus­
trial relations as strategi es for controlling the working dass, thus reinforcing the sta­
bility of the state. An early Collin Crouch quote could illustrate this approach in a 
good way: 
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«The involvement of the unions in policy-making, and consensus over post­
war reconstruction, the welfare state and the removal of industrial relations 
from political conflict provided a moral unity among government, employers 
and union leaders, leading these last to be willing to use their organizational 
centralization and strength to restrain rather than press the demands of their 
members .»  (Crouch 1 978: 1 24) 

Walter Korpi, a prominent advocate of «power mobilization theory», emphasizes the 
gains made by the labor movement through changing the arenas of welfare produc­
tion. The process of social transformation is seen as a part of a three-stage path to 
reformist Socialism. The first stage was political democracy, opening the regulato­
ry tools of government to an alliance of workers and peasants . The second was the 
development of universal and generous public welfare programs financed by progres­
sive taxes thus redistributing income. And, the third stage on the road to Social­
ism is economic democracy, which so far has proven more difficult to establish. 
Sweden's famous wage-earner funds were never adopted by other countries and, at 
home, they were dismanded by the non-Socialist government. 

Among institutional economists, the process of social policy development has 
been viewed largely as the process ofbalancing a desire for equality against the need 
for efficiency. Okun's famous metaphor of the leaky bucket (Okun 1 975) presents 
the welfare state as based on a moral imperative, using politics as a tool for pro mot­
ing equality at the expense of efficiency. From the Social Democratic perspective, 
the beauty of the Scandinavian welfare state is that equality is viewed as promoting 
efficiency which, of course, challenges the neo-classical economic doctrine. 
The broad concept of the welfare state that I have put forward here do es not neces­
sarily embody an exact logic of, and direction for, welfare state development. The 
welfare state is seen as a mechanism for social transformation, one that gives a vari­
ety of actors a focal point for the creation of social change. The ultimate direction 
of this change is a question of economic and political power, in conjunction with 
the existing pressures and constraints that exist in different periods. 

The battle over public and private responsibility is an important part of the 
pro cess of social transformation. Private welfare production is of ten seen as tend­
ing to increase social inequalities . But there are examples of occupational welfare 
arrangements which cover more or less the entire labor force, as do the negotiated 
Swedish occupational pension and sickness benefit schernes (Wadensjo 1 993) . 

A final question concerning the logic of social transformation is whether 
welfare policy in industrialized countries will converge or diverge over time. If the 
welfare state regime types have different capacities to reproduce themselves, advanced 
capitalist countries will become even more divergent. An improved understanding 
of the underlying mechanisms of welfare development, especially the impact oflabor 
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market organizations, is important for predicting the future development of the 
welfare state. This work, analyzing the Norwegian case, obviously cannot provide 
an answer to the question of international convergence or divergence. 5tudying a 
selection of countries would be an important next step toward increasing our un­
derstanding of the future of welfare. 

1 .5 Research design and data 

As already noted, the research design laid out in this work is guided by a theoretical 
model placing occupational welfare in a framework ofindustrial relations and wel­
fare state development. This theoretical perspective entails a methodological proce­
dure based on a combined approach using both an historical perspective and a 
cross-sectional empirical analysis. The analysis, therefore, will proceed on two lev­
els. The local level is especially weU suited for statistical analyses of company and 
individual survey data. In this way we can depict both the significant decision-making 
factors at the firm level, as weU as the individual distributional outcomes. 

However, the local system of decision-making can trigger national action 
through coUective bargaining or political pressure, depending on the nature of the 
industrial relations and the public welfare system. We are thus left with a need to 
understand and interpret diverse historical protesses and their significance for cur­
rent institutional arrangements at both the industrial and national leveis. In the latter 
case, we must turn to an approach which requires a research design that is historical 
in nature (Ragin 1 987:3 5) . 

This combined approach is necessary to grasp the multi-Ievel nature of oc­
cupational welfare. The historical and cross- sectional approaches serve different 
purposes. The historical perspective allows us to see the impact of the actors and of 
the structural conditions on the changing role of occupational welfare, and hence, 
increases our understanding of the underlying dynamics of change. Cross-sectional 
data provide evidence that describes patterns of difference, but not the process of 
change that produces these differences. Therefore, it is not uncommon that scholars 
us ing highly quantitative methods to add historica1 perspectives to their analyses (see 
for example Kangas ( 1 99 1 )  or Myles ( 1 984)) .  In this work, the historical perspec­
tive enables us to increase our understanding of the behavior of the actors and the 
actual development in the private public mix, and, thereby, to create more plausible 
hypotheses for the cross-sectional analysis of the provision of benefits in the cur­
rent labor market. Through the use of labor cost data and a detailed database on 
private pensions the historica1 analysis will be dominantly quantitative in its approach. 
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It should also be noted that there is an implicit comparative element in this analy­
sis of employer relations and occupational welfare. I have chosen to focus on Nor­
way, except for the comparison with the danish development in chapter 5 .  This 
implies that Norway mainly serves as a comparative case study. As argued by Skocpol 
( 1 992) and Ragin ( 1 987:4), a single case study can be thoroughly comparative if 
used to test hypotheses developed in a comparative framework. Skocpol ( 1 992:39) 
argues that «ideal typical conceptions of the welfare state have been abstracted from 
certain understand ing of a few national histories, and then tumed into general ex­
planarory variables. »  She concludes that «Applied ro the American case such con­
ceptions have been especially harmfu!.» The choice of Norway as a case for this study 
foUows Skocpol's line of reasoning. It is motivated by the existence of the widely 
accepted hypothesis that Scandinavian welfare states are providers of inclusive and 
generous public social security programs, and that, accordingly, occupational wel­
fare plays a marginal role. It is reasonable ro believe, as Skocpol argued in the case 
of the US, that the Norwegian case can contribute to a revised understanding of 
Scandinavian politics in a comparative perspective. Moreover, comparative welfare 
state as weU as industrial relations research have, almost as a general rule, chosen 
Sweden as the Scandinavian model case. Our understanding of Scandinavian welfare 
state development has thus a definite Swedocentric bias (For a discussion see Shalev 
1 983, Therborn 1987, Allardt 1 990) . 

Taken together, a research design combining historical and cross-sectional 
data can be a useful way to improve our understanding of decisions on both a local 
and a national level that are involved in the development of occupational welfare. 
This research will therefore proceed along two levels, an historical analysis of the de­
velopment of occupational welfare arrangements and the interplay between occupa­
tional and public systems (Part II) , and a cross sectional analysis of the current role 
of oecupational weIfare (Part Ill). 

Part Il of the analysi,s: The changing role of occupational welfare 

The first level of this study foeus on the development of occupational welfare and 
the interplay of occupational and public welfare with speeial attention given ro the 
role of unions (chapter 4,5 and 6) . The dosely related question of the changing 
boundaries between public soeial policy responsibilities and the non-profit secror 
and the households will not be discussed14• 

The historical approach gives an opportunity to identify the timing of the 
different developments, thereby providing dues to how both different levels of de­
eision-malcing and how different arenas interact. The development of occupational 

14 For a discussion of these issues see Kuhnle og Selle 1 992,. Kramer et al 1 993. 
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welfare cannot be sæn as independent of the passage of time; ignoring historical forces 
is a common pitfall in cross-sectional studies. 

The historical perspective is also important to see how policy feedbacks come 
into play. It can reveal how feedback effects on policies on subsequent politics are 
shaped. When studying, for example, how the provision of pensions have shifted 
among the firm level, collective bargaining at the national level, and the political arena, 
this perspective of feedback response to previous policy is important. The Norwe­
gian case provides an example of how a feedback process across arenas of decision­
making have been important determinants of the growth of both old age pensions 
and sickness benefits. 

The analysis of the changing role of occupational welfare in Norway will be 
based on several data sources: 

First, lab or costs statistics are a useful source of information on the histori­
cal development in the post-war period. Since 1 954, the Norwegian Employers 
association has registered the size and composition of total iabor cost in mining and 
manufacturing companies. Since the late seventies, similar labor costs statistics have 
been collected for other important segments of the labor marker. After 1 983 no la­
bor eost data are available. Chapter 4 offers a discussion of the shifts between stat­
urory and voluntary welfare arrangements, based on an analysis oflabor cost data. 

Second, information on different aspects of private pensions provide an op­
portunity to undertake a detailed analysis of the relationship between public and 
private pensjons. A private pensjons database is established as a part of this work 
and offers information on coverage, pension payments, pension premiums, and 
assets in Norway. These data prov:ides an opportunity to analyze the changing pub­
lic�private interplay up to the present time, which is of important since labor cost 
data is not available for the last decade. This data on private pensions in Norway 
also offers an opportuniry to compare the development of private pensions in Nor­
way with Denmark where such data have been made available. Chapter 5 presents 
an analysis of various aspects of private pensions in Norway compared to the situa­
tion in Denmark where no statutory supplementary pension scheme was introduced. 
The comparison with Denmark is undertaken because it represents an unique pos­
sibility to compare two highly similar countries that have introduced fundamental­
ly different public pens ion arrangements15 •  

Third, historical documents from the Trade Union movement serve as an 
important data source. Internal background and discussion reports provide both 
empirical data as weU as a window to how the choice between public and private 
responsibility actually was conceptualized and approached at that time. Moreover, 
individual company histories contain important information on how and why ben­
efits were developed at the firm level, the role of unions and employers, how and if 
1 5  Chapter 5 is a revised version of paper written in coHaboration with Axel  W. Pedersen. 
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these systems where incorporated into centralized contractual agreements and public 
schemes. In Chapter 6 the trade union choices related to three important cross roads 
of pens ion politics are made subject of doser investigation. 

Part III of the analysis: The pol itics of occupationa l welfare 

provision 

The second level of analysis focusses on the provision and distribution of occupa­
tional welfare benefits in the current labor market, as well as attitudes towards labor 
market based welfare arrangements. This analysis is based on survey data collected 
among corporations and individuals. The goal of this empirical work is, first, to study 
the distributional outcomes among private and public sector employees. A second 
goal is to understand the process of decision-making on occupational benefits that 
is taking place in the private labor market .  The third goal is to assess attitudes among 
union and non-union members towards occupational welfare, and to cClnsider pos­
sible union strategies . 

These analyses are based on five original data sets on Norwegian occupation­
al welfare, presented in more detail in Appendix 1 .  The data sets are collected in the 
period 1 989 to 1 995 .  Together they offer an opportunity to give a broad picture of 
occupational welfare in the current Norwegian labor market. 

The strength of these data sets are, first, that results can be compared be­
tween different surveys. This is of crucial importance in a field of study where there 
are significant uncertainties related to the quality of data based on individual wage 
earners' responses. Second, these surveys are based on samples ofboth individual wage 
earners and of companies. Using both individual-levd data and company-Ievel data 
is crucial when analyzing occupational welfare or employee benefits . This is because 
individual-Ievel differences can be attributed to differences across companies. It is 
the 'choice' of employer rather than individual characteristics which is ofimportance. 
Hence, the characteristics of companies such as educational or labor force structure, 
or the organization of personnel policies are important as explanatory variables . In 
this case company based data provide a necessary supplement to individual-Ievel data. 

The weakness of these data is primarily that the company surveys do not 
contain detail ed data on the actual employer costs related to the different employee 
benefit programs. The faet that this analysis is confined to coverage restricts our 
understanding as to how welfare benefits affect total labor costs and the distribu­
tion of total wages. Moreover, none of the surveys provide an opportunity to model 
the interaction between the two levels of decision-making; the individual and the 
company. However, when focussing only on welfare benefits, such as pensions and 
life and accident insurance, this problem is less important because welfare benefits 
are, as a rule, provided to all employees in Norwegian companies (due to tax 
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regulation) . In the case of other types of fringe benefits , such as free cars and news­
papers, employees' individual characteristics do matter in a causal sense. 

The first data set is based on a survey conducted by Fafo/MMI in 1 990/9 1 .  
This survey includes a representative sample of 450 private companies with 1 0  
employees o r  more . The survey was specifically designed to study occupational wel­
fare in private sector companies. 

The second data set is based on a national survey on a broad range of vol un­
tary and contractual employee benefits; it was conducted by the Norwegian Social 
Science Data Service (NSD) in 1 992 in collaboration with a selected gro up of re­
searchers l 6• The survey covers 1 689 cases, ofwhich 1 0 1 9  were employed in the pri­
vate sector. The cases were randomly selected from the national register of employ­
ees, where all employments lasting more than six months must be reported. 

The third data set is the Labor and Company Survey (ABU) conducted by 
Statistics Norway in 1 989 ofwhich the employee part was reproduced in 1 993. The 
survey is conducted by the Statistics Norway and covers in 1 993 3865 employees, 
of whom 2227 are private sector employees . The sample was drawn from the same 
employee register as the NSD-survey. These surveys covers a broad range of issues 
related to labor relations and work environment. They do, however, contain some 
questions connected to the use of employee benefits which are included identically 
in the 1 989 and 1 993 survey. 

The fourth and fifth data set are two surveys conducted among public and 
private sector employees regarding attitudes on voluntary and contractual employee 
benefits and the possible role of trade unions. The first of these surveys was con­
ducted in 1 993 in order to measure a broad range of issues of strategic importance 
to the trade union movement. Therefore, some questions regarding occupational 
welfare and the union choice between public or private responsibility were included 
in the survey. In the summer of 1 995 a new survey was conducted to analyze atti­
tudes on occupational pensions among public and private employees; this survey 
covers only issues related to occupational pensions. 

These data sets are the basis for the analysis of the nature of employee wel­
fare provision that is undertaken in chapters 7,8 ,9 and 1 0 .  Chapter 7 offers a dis­
cussion ofhow to understand the incidenee and distribution of voluntary and con­
tractual employee benefits in the Norwegian labor market and presents selected data 
on the nature of employment relations in private sector companies. Chapter 8 presents 
a detailed analysis of the coverage of different benefit categories, of the extent of 
systematical grouping of benefits, and a discussion of the recent developments in 
benefit coverage. Chapter 9 provides an analysis of the variation in private sector 

1 6 Together II)/ith Axe l  W. Pedersen from FAFO I was a membe r  of the research group that were 

respons i b l e  for the d es i g n  of the su rvey. The other mem bers where E i nar Øver bye (I N AS) and 
Anne Ryen (AD H) .  
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companies' provision of voluntary and contractual welfare benefits . And last, chap­
ter 1 0  identifies differences in attitudes toward occupational welfare among union 
and non-union members, as weU as toward possible union social policy strategies . 

Before turning to the empirical analysis, the next two chapters will discuss 
the theoretical background in more detail. Welfare state research is taken as a point 
of departure for (his work. Hence, chapter 2 provides a review of the main theoret­
ical traditions and a discussion ofhow public and private interplay in welfare poli­
tics is approached in these traditions. Chapter 3 focus in more detail on a crucial 
aspect of both welfare state and industrial relations theories related to welfare state 
developments, namely how and why unions act in social policy. 
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Chapter 2 Perspectives on the publ ic­
private mix in welfare state research 

2 . 1  The puzzle: Understand i n g  the logic  of 
welfare state development 

As argued in Chapter 1 ,  understanding the nature of modern welfare states - con­
ceptualized as modes of combining states, markets, households, and non-profit 
activities to produee and distribute welfare among individuals - provides an impor­
tant framework for the study of occupational welfare and the interaction between 
public and private welfare components . The dual nature of employee benefits leaves 
us with no choice but to focus on the interaction of state and market. From one 
perspective, occupational welfare arrangements are rewards for work, an alternative 
form of remuneration that comes in the form of pensions or insurance. From another 
perspective, employee benefits are the creation of a private sector welfare system that 
substitutes and supplements public programs (Stevens 1 984: 1 8, 1 986: 1 ) .  Therefore, 
welfare state research is a naturai point of departure for those who wish to under­
stand the political economy of occupational welfare. 

Broadly speaking, this branch of social science is concerned with the re­
lationships among social policy, social classes, democratie institutions, and markets. 
During the last three decades, a growing num ber of scholars have tried to explain 
the underlying dynamics of welfare state expansion in modern capitalist countries . 
No final answer has been given, and no consensus has been reached on the logic of 
growth or retrenchment. There is no doubt that welfare state research has failed to 
«produee conclusive answers as to either the nature or the causes of welfare state 
development» (Esping-Andersen 1 992:92) . Scholars from disciplines like eco nom­
ics, sociology, political science, and history have contributed to what has become a 
heterogeneous and vivid tradition of welfare state research. 

The abundance of theories on welfare state development has increased con­
siderably our understanding of the politica1 and economic proeesses behind the growth 
of the welfare state and its effect on the economy, distribution, and labor markets. 
The multitude of approaehes are impressive and intellectually stimulating. Some 
researchers find that the welfare state marks the end of capitalism, fundamentally 
transforming capitalist societies into a welfare society in the shape of the Social 
Democratie model (Shalev 1 983, Esping-Andersen 1 985 ,  Korpi 1 98 1 ) .  Others see 
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the welfare state as the conscious invention of elites to keep the working dass at bay 
and, therefore, as an essential feature of modem capitalist sodeties (Gough 1 979, 
Offe 1 984) . Yet others see it as a result of economic development, sodal harmony, 
and political consensus (Kunhle 1983) . Even though the theories do not always address 
the same problem, they have a common denominator in their interest as to why 
welfare arrangements have developed and why some countries have come to mix state, 
market and households in a way very different than others. 

This divergence in perspectives has inspired a number of scholars to write 
reviews that discuss the major trends in welfare state research1 •  My goal is not to 
offer another general overview as such, but to explore specifically the ways that the 
various approaches deal with the question of public-private interplay. For each tra­
ditioIl, I will ask how it approaches the study of private welfare components, discuss 
why this perspective is chosen, and comment on its implied predictions about the 

. role of public and private welfare provision. This has not been done on a systematic 
basis. Doing this, I want to focus on either the lack of hypotheses, the explicit or 
implicit theories of the relationship between public and private welfare arrangements, 
and their consequences. 

Moreover, there has been rapid change in welfare polides as well as in the 
approaehes to the study of welfare states. This presents a continuous challenge, i .e. , 
to rethink traditional interpretations of the political economy of contemporary welfare 
states . We are dealing with a dependent variable that is a moving target, dosely in­
tegrated with changes in economic conditions and in the ideology of sodal policy. 
An intellectual process of renewal cannot take place in a vacuum, but has to relate 
to, and build on, the cumulative knowledge that exists. 

Taken together, the main concem of this discussion is to pinpoint the devel­
oprilent of theoretical perspectives and their relevance for the study of occupational 
welfare, rather than to describe the empirical results and the methodology used. As 
stressed by Skocpol and Amenta ( 1 986: 1 32) :  

«In the sodal sdences, changing questions and ways of seeking answers are 
just as important as accumulations of research findings». 

Underlying this discussion is a belief that a study of the political economy of occu­
pational welfare could contribute to our understanding of how and why modem 
welfare states develop and change. Closer attention to the struggle over social secu­
dty in the labor market, as well as in the political arena, gives us an opportunity to 
revise some of the basic assumptions in current welfare state theory. These indude 

, I nterest ing  reviews h ave been written by Jens Alber ( 1 982), M ichael  Sha lev ( 1 983), H a n no 
U usita l o  (1 984), Theda Skocpol and  Edwin Amenta ( 1 986), J i l l  Quadagno ( 1 987), Kåre Hagen 
( 1 99 1 ), Esping-Andersen ( 1 992), Jon E iv ind Kolberg ( 1 994) . See a lso Peter Baldwin (1 990) for  a 
critica l d i scuss ion of perspectives i n  current welfare state research. 
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the anticipated role of a homogeneous labor movement, the hypothesis of a nega­
tive interplay between public and private welfare arrangements, and the resulting 
crowding out of the private sector in highly developed welfare states. The goal is 
not to rewrite the theory of the welfare state, but rather to contribute to an improved 
understanding of the dynamics underlying the development of modern welfare states. 

The bases of modern welfare state research 

The roots of modern welfare state research can be found in the political economies 
of Smith, J .S .  Mill, and Marx. Gøsta Esping-Andersen comments that all the 
important questions about the welfare state were asked more than 1 00 years before 
this sociery could rightfully be said even to exist (Esping- Andersen 1 992:93) . Of 
course, there are features common to classical political economy and modern wel­
fare state research, such as an interest in the relationship between the state and the 
market, and the impact of democracy on capitalist development. Because of the tre­
mendous growth in modern welfare states, it is understandable that it has become 
an important test case for current interest in politica1 economy. 

However, another point of departure should be taken into consideration, 
namely the British social policy tradition. Shordy after World War Il, the British 
sociologistT.H. Marshali wrote of the division of citizenship into three components 
- civil, political, and social. The development of social rights, guaranteeing all indi­
viduals a minimum standard regardless of their position in society, was the latest 
phase in the evolution of citizenship taking place during more than two centuries . 
The welfare state can therefore be seen as a part of a long struggle for equal citizenship 
(MarshalI 1 965) . The concept of social citizenship was not only based on an ideal of 
moral equality, but also on the idea of the interrelationship between civil, political 
and social rights. Without a basic level of economic security, classica1 civil rights could 
not be effective. Beveridge's ( 1 943) idea of a universal basic security system matches 
this liberal, but collectivist, view of the political responsibility for the well-being of 
all members of society. The Fabian Socialists' ideals of equality, freedom, and fellowship 
brought them to a similar approach to social policy (for a detailed discussion see 
George and Wilding, 1 985) .  Tawney ( 1 964) and later Titmuss ( 1976) argued that 
every citizen should have an equal chance, and that a basic social security system plays 
an important role in creating this fair start. But given a fair start, there should be 
maximum scope for individual self-advancement. The liberal and Fabian traditions 
share a common view of the social values underlying the welfare state and the role 
of government. It is a tradition that focuses on the moral basis of social policy and 
it tends to separate the political and economic spheres of society. This is the basis 
for an optimistic view of the possibilities of politics. Marshali illustrates this view 
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when writing: «The welfare state did not reject the capitalist marker economy, but 
held that there were some elements in a civilized life which ranked above it and must 
be achieved by curbing or suppressing the market (Marshall l 963:298, cited from 
Goodin 1 988 :7) .  

Because ofits leaning towards philosophical and moral questioning, this British 
tradition did not develop any dis tinet theory of welfare state development. It is 
concerned not with the developmental factors, but with the reasons that can be offered 
for the welfare state. Even Titmuss does not provide a theory of welfare state devel­
opment. In  his writing, he gives a variety of explanations for the growth of social 
policies (George and Wilding 1 985 : 86) . The importance of this tradition must thus 
be found elsewhere. First, it did contribute significantly to the transformation of 
the British welfare state after the Second World War. But secondly, it can also be 
seen as an inspiration for other branches of social science closely related to welfare 
state research. Level-of-living studies, poverty research and, to some extent, femi­
nist approaehes, have found their roots in this tradition (Erikson and Uusitalo 
1 9 87: 1 79) . Level-of-living research has been highly developed through large scale 
sample surveys, and has contributed significantly to our understanding of the qual­
ity of people's lives in welfare states. This gives us the important opportunity to 
measure welfare outcomes at an individual Ievel, rather than welfare outputs. And 
thirdly, the British social policy tradition's focus on the moral basis of social policy 
has met renewed interest in recent years. After 50 years the circle is closed. High 
and lasting unemployment, and demographic and political changes in the western 
world, have led to an intensified struggle over the legitimacy of social security pro­
grams. Neo-conservatives are trying to establish an ideological critique of the state­
eentered welfare state and have put forward a new welfare pluralism as their answer. 
Left-wing writers are on their side trying to establish a «new» (to me it seems rath­
er old) justification of the welfare state. Goodin ( 1 988 :19) argues that «the moral 
duties of the strong to protect the weak leave the welfare state's basic institutions 
safe against the onslaught of the new right» . To a large extent we are still faced with 
what Hegel in 1 82 1  called the «moral dilemma of the market» (Moon 1 988:28) . 
There is a moral contradietion between the principles of a market society where one 
supports oneselfby renting one's labor or other assets and the principles of support­
ing people without demanding anything in exchange. Whatever the policies invoked 
to solve this dilemma of the modem welfare state, this renewed moral philosophy 
debate brings together current welfare state research with longstanding debates on 
citizenship, equality and freedom. 

Even though Titmuss recognized that distribution occurs in three sectors 
(social welfare, fiscal welfare, and occupational welfare) , he focused on public social 
policy. He de--emphasized the analytical importance of occupational welfare because 
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he believed it undermined redistribution and thus threatened the aims of social pro­
tection. Only in the public sector could effective redistribution be achieved. This is 
a highly normative conclusion that has played an important role in modern welfare 
state research. The influence ofTitmuss could be one of the reasons that, despite 
the extensive welfare state research tradition, we are still ieft with a fragmented and 
underdeveloped understanding of occupational welfare (Rein and Rainwater 1 987, 
Shalev 1 988, 1 996).  But, even though private welfare systems are looked upon as a 
second best solution, they play an important role in today's welfare states . This fact 
has to be integrated into our analysis of the welfare state. Conclusions about its social 
and political consequences should be based on empirical research rather than on a 
priori concerns about its nature. 

l\No or three generations of welfare state research? 

The first generation of what traditionally is labeled welfare state research is the study 
of industrialization, urbanization, modernization, and the development of welfare 
states. This functionalist tradition postulates that sodal policy arises in response to 
social problems brought about by the rise of modern industry and the decline of 
family structures. Neo-Marxist scholars offer a strikingly parallel analysis of welfare 
state development. Both traditions rest on an understanding of social policy, where 
public policy is perceived as an almost automatic response to economic changes and 
where countries, therefore, tend to converge over time. 

It is, however, hard to produce evidence that a logic of industrialism is forc­
ing a convergent pattern on the eventual policy outcomes in advanced industrial­
ized countries. This recognition triggered a second generation of research into the 
political economy ofrhe welfare state based on the idea that «politics matters». This 
Social Democratie model focused on a class-based and conflict-oriented interpre­
tation of the political process. The theory of dass mobilization has become one of 
the leading approaches in contemporary welfare state research. The concept of pol­
itics matters has also been given other interpretations, such as the influence of the 
entire party structure, the strength of right-wing parties, the role of the welfare 
bureaucracy, and the fact that some countries have been able to establish a high degree 
of political consensus. The politics matters traditions have to a large extent used public 
welfare expenditure as their dependent variable. 

Not until recent years has this focus on variation in total welfare state spending 
been challenged. Current research has shown growing concern for the institutional 
characteristics of welfare states such as the rules of entitlement, the strength and scope 
of rights, and coverage. Of particular interest is the theory of three distinct different 
clusters ofwelfare state regimes (Esping-Andersen 1 990) . Socia! policy is looked upon 
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as an arena of eominuous eonfliet over the roles of state and market. The degree to 
which wage-earners have been decommodified, and the extent to which the bound­
aries of social citizenship have been expanded, are seen as resulting from varying 
constellations of political forces. 

During the last years, there has also been a growing interest in examining 
welfare states as independent, causal variables: «How do different types of welfare 
states systematically influence social and economic behavior in advanced capitalism?» 
(Kolberg and Esping-Andersen 1 992 :5 ) .  This widening of the theoretical and 
empirical focus has definitely given renewed inspiration to welfare state researchers. 
The studies of Kolberg and Esping-Andersen could be seen as a follow-up to the 
Social Democratic model and as an interesting expansion of this school of thought. 
Other scholars are using characteristics of welfare states as key independent varia­
bles for predicting labor market development, without hypothesizing the existence 
of distinct regime clusters . This new interest in the interaction between the welfare 
state and the labor market constitutes the core of the developing third generation 
of welfare state research. 

The regime theory is however not taking the stand alone. A new focus on 
multi-sectoral, or holistic approaches, to the study of welfare states has received 
growing attention. This school of welfare pluralism strongly disagrees with the focus 
on public programs and argues that if one takes into consideration all sectors of welfare 
production in a society the idea of different welfare mo dels breaks down (Rein and 
Friedman 1 993:5) . The notion of an ongoing process of divergence among coun­
tries is questioned and replaced by a hypothesis of convergence. Welfare states are 
looked upon as systems with a continuously changing balance in the production of 
welfare by the state, enterprises, households, and non-profit organizations. The 
welfare pluralists clearly aspire to create a new generation of welfare state research. 
They have, however, not yet managed to establish a necessarily empirical base for 
their argument. This leaves us with several competing interpretations of how poli­
tics matter in the development of the welfare state. 

In the remainder of this chapter I will discuss these different theoretical per­
spectives and 'their relevance for stlldying the political economy of occupational 
welfare. 

2.2 The log ic of industrial ism and capital ism 

These studies approach social policy as primarily a functional response to the prob­
lems raised by the rapid development of capitalism in modem societies . The 
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establishment of public programs reduced the soeial insecurity brought about by 
industrialization and modernization (Kerr et al 1 964) . First, industrialization theo­
ries argue that all advancing industrial societies must develop public soeial security 
systems, thereby rejecting that speeific historical circumstances play a crueial role in 
the development of national welfare policies. Furthermore, the expansion of the public 
programs is driven by an internal logic. Once started, the different welfare schemes 
develop automatically as a result of economic growth, demographic changes, and the 
age of the system. Wilensky daims that ideological factors are largely irrelevant as 
determinants of soeial policy. He condudes that «Over the long pull economic level 
is the root cause of welfare state development, but its effects are felt chiefly through 
demographic changes of the past century and the momentum of the programmes 
themselves once established» (Wilensky 1 975:47) . As a consequence, the prediction 
given by this approach is that of convergence: countries may differ because of de­
mographic and economic conditions, but they all converge towards a welfare state. 

The key to Marxist political economy is the understanding of the market as 
a mechanism of deepening dass divisions. The state exists to def end the authority 
of capital. Marxist functionalists explain the establishment and development of public 
social policy in Bismarckian terms. Social policy is a necessity to reproduce the work 
force and to uphold the social order of the society. It is the masterpiece of the elite, 
their tool to maintain a capitalist economy. Most Marxists would, however, agree 
that left-wing governments can implement radical policies and make some inroads 
into the privileged terrain of the upper dasses2• This is due to the fact that the cap­
italist state must try to fulfill both accumulation and legitimation demands 
(O'Connor 1 990: 1 5) .  But even though the ruling dass loses some battles, it has so 
far always been able to win the war (George and Wilding 1 985:8) .  Since even a gen­
erous soeial policy ultimately counteracts the long term interest of the working dass, 
there is no way out of this conflict, except socialism. «It is not Marxist analysis of 
the welfare state that is contradictory, but the welfare state itself» (Gough 1 979: 1 1 ) .  

These approaches can t o  some extent explain why public soeial policy 
programs were established. A certain level of industrialism might be a precondition 
of the welfare state. A major unanswered question is, however, why were important 
welfare state arrangements established a long time after the traditional community 
was destroyed by industrialization? The Norwegian system of public old age pen­
sions, for example, did not come into effect until 1 936. Another problem is the fact 

2A good i l l ustration of this view i s  g iven by G i nsburg (1 990 : 1 5) when he says: << It  is  d ifficu lt  to 
concede that the patriarchal,  capita l ist and racist i mperatives structura l ly embedded in Western 

welfare states 'ca n  be shed, short of a radica l  transformation to a qu ite different pol itica l econ· 
omy, critical a n a lysis is  therefore o�en to the accusation of « wa nt ing its  cake and eat ing it» ­
celebrati n g  soe ia l  po l i cy reform a n d  defending the welfa re state as positive g a i n s  w h i l e  por­
traying the fu nctions of the welfare state as fundamenta l ly oppressive. 
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that these approaches cannot explain the very different national stories of social policy 
development and why sodal policy can expand beyond the minimum necessary to 
maintain the existing order. Why do some capitalist countries spend as much as 30 
to 40 per cent of GNP on public welfare programs? Most mainstream Marxist anal­
yses of recent developments in the political economies ofWestem European nations 
appear seriously inadequate, in particular in their treatment of sodal policy as «fun­
damentally oppressive». 

Functionalistic approaches of all kinds are repeatedly challenged as a way of 
explaining differences among modem welfare states, espedally their use of varying 
measures of public expenditure as their operationalization of the welfare state3• It 
is ,  however, important to remember that Wilensky and others used industrializa­
tion to explain differences among all types of countries, not just developed 
industrialized countries . Industrialism could explain cross-sectional difference 
between countries at a certain time, but hardly when looking at it as a question of 
historical development. It should be noted, however, that attempts are being made 
to reintroduce new versions of non-Marxist convergence approaches. One example 
is Einar 0verbye ( 1 994) who argues that, in the case of pens ion politics in Europe 
and in the Anglo-American countries, a tendency toward convergence can be se en 
despite persistent variation in institutional arrangements. Øverbye ( 1 994: 1 68) argues 
that convergence is «hard wired» to technological innovations plus an ever-increasing 
division oflabor. Of course, one problem is that most phenomena tend to look sim­
ilar when viewed from a distance, i .e. ,  when including all countries in a 200-year 
perspective. Nevertheless, this debate shows that, among academics, no «convergence» 
seems to have developed with respect to pensions polides or welfare state develop­
ments. 

Functionalist theories focus on the state, and therefore on the political arena 
as the primary scene for the struggle over welfare issues. Implidt, private welfare 
provision is seen as a function of public systems. This state- centered functionalist 
approach results more from the employment of a narrow definition of sodal policy, 
than from an analytical investigation into the actual interplay between state and 
market. 

A broadening of the perspective is, however, dose at hand. The focus on 
industrialization and economic growth as the driving forces behind public welfare 
expansions can give some guidance to the study of occupational welfare. The processes 
of industrialization and modernization played important roles in the development 
ofboth mutual benefit arrangements as well as occupational benefits schemes. To a 
large extent, it was the welfare programs organized by the enterprises and the state 

3A critical  d iscussion these publ ic  expenditure models can be fou n d  in B rym and O'Co n n o r. 
1 988. Pu blic welfare expe nditure i n  OECD countries. 
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as employer that gave the first response to the social needs of workers and civil serv­
ants. In many cases employers had no alternative but to provide housing, health, 
and social services, to convert peasants into industrial workers and city dwellers 
(Zoeteweij 1 986: 1 8) .  The state as employer has a long history of offering social 
protection in addition to direct wages. And also in the private sector a range of so­
cial security schemes for white-collar workers developed years before the first state 
programs. This is a story one could find throughout Europe and the United States . 
Beth Stevens ( 1 984) condudes, in the American case, that employee benefits devel­
oped in response to industrialization. It led employers to provide benefits as a sub­
stitute for traditional ties among family, firm, owners and workers. 

Today, enterprises may be more able to adapt to changes in family structur�s 
and social relations due to modernization, than are governments through mandatory 
labor and social security legislation. The link between modernization and occupa­
tional welfare is therefore not only ofhistorical interest. Private and public employ­
ers play a pioneering role in social policy in adapting new work and family strate­
gies, tailoring employee benefit packages, and so forth. Examples of this could be 
found both in the dominated Scandinavian welfare model and in the residual Amer­
ican welfare state. 

2.3 The social  democratie mode l 

To Marxists the crucial question is the foundation of dass dominance and its ability 
to transcend the capitalist mode of produetion. The question of dass has however 
been important for the entire contemporary debate on the welfare state. Leaving aside 
the idea of revolution, scholars have been asking the question: under what condi­
tions could the social division produced by capitalism be changed through demo­
cratic political action? This question is of course dosely related to the extension of 
full political citizenship in western capitalist countries . 

The Social Democratie model of welfare state development argues that pol­
itics matters. Democracy makes it possible for a weU organized working dass to shift 
dass struggle from the industrial arena to the political arena. Controlling the state 
through a Social Democratie party, the labor movement then uses the state as a non­
market instrument for establishing universal welfare arrangements, redistributing 
income and wealth, and promoting a full employment Keynesian economic policy. 
The strength of the Social Democratie model is of course that several studies have 
proven it a useful tool for explailling welfare state development in Scandinavia. Above 
all, Sweden has been put forward as the prototype of the Social Democratie proeess : 
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a high proportion of wage and salaried workers became organized imo cemralized 
unions, supporting a Sodal Democratic party finandally, and as voters. This organ­
ized strength in the labor market and in the political arena was used to expand 
taxation, to increase welfare spending, and to change state economic policy. 

During the last ten to flfteen years the Social Democratic model has dominated 
cross-national research on social policies (Shalev 1 983) . According to Esping­
Andersen ( 1 992:95) «it puts forward one of the leading hypotheses of contempo­
rary welfare state debate: the argument that parliamentary dass mobilization is a means 
for the realization of socialist ideals of equality, justice, freedom and solidarity. »  

In  the research literature, empirical work concludes that the Nordic coun­
tries exemplify the Social Democratic model. Several studies have given substantial 
empirical support to the causal arguments in this model (Esping-Andersen 1 985 ,  
Korpi 1 978, 1 98 1 ,  Korpi and Shalev 1 980, Stephens 1 979, Myles 1 984) . Also, in  
more recent studies, such as Ramesh Mishra's ( 1 990) work on welfare retrenchment 
and maintenance, the Sodal Democratic model is the dominant perspective. «It 
appears that in Sweden sodal democracy has been willing and able to defend the 
commitment not only to a high level of sodal welfare, but also to full employment . . . .  
What the best sodal-corporatist regimes, such as Sweden, have shown i s  that a com­
bination ofindustrial and parliamentary struggle for the social rights of welfare can 
succeed in defending the welfare state in a way not possible without linking the 
interests of the non-propertied masses in the work place and in society at large» 
(Mishra 1 990: 1 1 8) .  Mishra has however missed the current problems in the Swedish 
economy. There has been an increase in unemployment, and cutbacks in sodal pro­
grams, both at levels that are unprecedented in post-war Sweden. These developments, 
combined with a sharp rise in unemployment in the other Nordic countries as weU, 
offer at least a partial challenge to the traditional success story of the Sodal Demo­
cratic model. 

The crux of the model has been the proposition that sodal policy is not only 
emandpatory, but that it is also economically efficient. The full employment welfare 
state is both the precondition for, as weU as the result of, a sodal contract between 
labor and capita!. The dose links among security, welfare, and productivity have played 
a major role in the political philosophy of the Scandinavian labor movements. The 
argument was put forward by the Swedish economists Alva and Gunnar Myrdal ( 1936) 
related to public child care. The general efficiency argument can be given different 
explanations. One is the relationship between strong centralized trade unions and 
the contra l of real wage increases. Strong unions and centralized collective bargain­
ing made it possible to link productivity and wages on a macro level. It can also be 
explained by the positive effect oflabor control within the state on disruptive protests 
such as industrial strikes (Korpi and Shalev 1 980) . Cameron ( 1 984) shows in a study 
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of OECD countries ( 1 965-198 1 )  that strongly corporatist sodeties with a high 
organizational strength of labor, low strike rates, and modest shifts in the rate of 
change in earnings, are associated with stable prices, high levels of employment, and 
high and expanding «sodal wages». 

Despite its importance in academic discourse, the Sodal Democratic model 
has been fadng several rather strong critical arguments. «Yet for all the favorable 
evidence, the pure Sodal Democratic model has not been established beyond ques­
tion as a sufficient guide to when, how and why industrialized capitalist democra­
des created and expanded sodal polides (Skocpol and Amenta 1 986: 142) . It can­
not provide a full explanation for the origins of European sodal insurance programs 
(Flora and Alber 1 98 1 ) .  The labor movement was in many cases not the agent of 
early welfare state construction. In Norway the Liberal Party (Left Party) played a 
major role in this period (Kuhnle 1 98 1 ,  Seip 1 984) . Another set of arguments is 
related to the understanding of the political process. First, the importance of a left­
center coalition has been advocated (Weir and Skocpol 1 985) and, second, it has 
been argued that the structure and strength of the non-Sodalist block, such as Cath­
olic party strength, has a significant impact on welfare state spending (Schmidt 1 982, 
Wilensky 1 98 1 ,  Castles 1 978, 1 982) . 

These problems could be caused by an exduring «Swedocentrism» in this 
research tradition. The tendency to define the pro cess of power mobilization toa 
much on the basis of the rather extraordinary Swedish experience can result in over­
simplifications of the general process underlying welfare state development (Shalev 
1 983) . In Norway the union density has never exceeded 60 per cent in the post war 
period, a level far below the Swedish density of more than 80 per cent. Neither can 

the Social Democratic party show a reeord of continuous rule after the Second World 
War. During the 1 960s Norway saw two periods of non-Socialist governments com­
bined with a continuous welfare state expansion. During the 1 970s and 80s, Social­
ist and non-Socialist governments have changed several times. In the 1 990s, Sodal 
Democratie governments have been minority governments seeking case-by-case 
support in a non-Sodalist controlled parliament. In other words, the Social Dem­
ocratic position is first of all a result of non-Socialist conflicts . Norwegian scholars 
are often critical of the proposition that there is a common Nordie mechanism which 
is supposed to constitute a separate mode!. Lars Mjøset ( 1 992:66 1 )  concludes, rather 
strongly, that: «In strength of social democracy, sodal mobilization, and party sys­
tem, the Nordic countries appear to be more dissimilar than similar. In postwar labor 
market centralization, the postwar welfare state, and the historical pattern of sodo­
economic transformation, the similarities prevail but not to the exclusion of non­
Nordic countries» (See also Mjøset et al 1 994 for a discussion) . 
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In addition to these theoretical problems, the empirical research has been criticized 
because ofits use of public expenditure as a dependent variable, its use oflinear models 
of the association between dependent and independent variables, and the treatment 
of political and economic variables as additive. First, Social Democratic countries 
might show higher spending than other countries but high spending is not necessa­
rily social democracy. Second, the linear view of power mobilization has been chal­
lenged (Shalev 1 983, Esping-Andersen 1 992, Quadagno 1 987) . Statistical testing 
oflinear associations between labor strength and welfare state efforts in cross-national 
data does not support the underlying theoretical view of the causal relationship seen 
as a dynamic process over time. In a dynamic perspective, the ability to establish 
solidaristic social policy has important feedback on the mobilization potential as such. 
This implies that the effect of mobilization over time would be curvi-linear (posi­
tive) rather than linear. And third, there are interactions between politics and other 
independent variables (Shalev 1 983:330). One would not expect that politicians 
would come up with the same answers to economic or demographic changes inde­
pendent of their ideological bases. Their «ideological spectacles» will decide their policy 
responses (Hansen 1 980) . This means that politics is not just an additive variable, 
bur that it should be modeled interactively. 

There has not been raised much criticism against the fact that the Social 
Democratic mo de! focuses heavily on the political arena, thereby exduding other 
arenas from the struggle for increased welfare. Political parties are the actors in a 

parliamentary struggle for expansion of state responsibility. But labor dass power 
might be manifested in other arenas as well. Collective bargaining has been one of 
the most important roads to increased social security for both white and blue-collar 
workers in the private as weU as public sector. One cannot take for granted that the 
lab or movement would necessarily prefer political solutions to increase their mem­
bers' welfare level. 

The focus on the political arena of decision making is closely linked to an­
other important aspect of the Social Democratie model, namely the notion of a 
homogeneous labor movement. The party and the trade unions are looked upon as 
two branches of a unified movement. This also means that the trade unions do not 
see social policy as a way ofbuilding and strengthening their own power base. Social 
policy is not viewed as a mechanism to recruit new members; it is a question of 
ideology. Therefore, with respect to social policy, the unions are seen to behave as 
ideological actors . Members are recruited first of all by bargaining for higher wages. 
But, unions have alternative means at their disposal to achieve social policy ends for 
their members - induding both mutual insurance and collective bargaining. As will 
be shown in Part Il ,  it is an undue simplification in the Norwegian context to treat 
the unions as simply a branch of a homogeneous labor movement. 
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Moreover, the focus on political parties as actors also crowds out employers and their 
organizations from the sodal policy process. Employers have played an important 
role in the welfare state development throughout this century developing employee 
benefits systems, taking part in collective bargaining on welfare issues and as a 
powerful interest group.  

Taken together, the Sodal Democratic Model leads to a more or less implic­
it hypothesis of the gradual marginalization of private welfare in countries with strong 
labor movements. The stronger labor is, the more private welfare arrangements will 
be removed by universal and generous public schemes. The mechanism of marginal­
ization could be found in a negative interplay between public and private arrange­
ments . Since the labor movement preferred political solutions to social problems, 
occupational welfare schemes were not developed to the extent that would prevent 
the establishment of public social policy. This hypothesis of negative interplay can 
also be used to explain so-called US exceptionalism. A highly developed occupational 
sector prevented the establishment of a broad political alliance necessary to develop 
generous public programs. 

In the Sodal Democratic perspective, occupational welfare is seen as residual. 
The size ofit depends only on how far Sodal Democratic governments have managed 
to increase the scope of public welfare. Implicitly, this is a theory of a zero sum game 
between public and private responsibility. 

2 .4 Pol itics matters - Alternative interpretations 

The politics matters perspective has been given several other interpretations than 
the one of power mobilization. These scholars also recognize that politics matter and 
that different political dynamics can lead to divergence in welfare state development. 
What separates them from the dass mobilization perspective is a broader view of 
the dynamics underlying the development of the welfare state. The welfare state is 
seen as the result of a complex set of political, cultural and economic variables that 
differ both by society and decade. A grouping of these theories under a common 
label is obviously an oversimplification that emphasizes uniry rather than the obvi­
ous variation in approaches that exists. Their main common denominator is, first, 
that they offer an alternative to the Sodal Democratic model and, second, that they 
assume that policy is conditioned by the democratic process. 

These alternative interpretations focus on the role of the entire party system, 
rather than just the left parties and to some extent popular movements and protests. 
Furthermore, they introduce actors other than the working dass to the struggle for 
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solidaristic welfare policies, such as the middle dass. Others bring in administrative 
factors and see the state as an independent actor. Taken together, they offer an 
important broadening of perspectives and approaches in the field of welfare state 
research. l wiU argue that three different politics matters perspectives can be distin­
guished. First, the re is a growing interest among researchers to rewrite the dass 
mobilization theory by bringing in the middle dass and by focusing on competiti­
on between left - wing and non-Socialist governments as weU as popular movements. 
Secondly, severai scholars have left the notion of dass conflict and replaced it with a 
theory of political consensus and the diffusion of ideas. And third, the attempts to 
«bring the state back in», arguing that bureaucracy is a major actor in policy inno­
vations and policy formation have played an important role in contemporary welfa­
re state research. These different approaches are of importance because they have 
managed to complicate our understanding of the dynamics of welfare state develop­
ments. 

Peter Baldwin is of ten said to turn the whole notion of working dass mobi­
lization upside down. That is however not his goal. To use his own words: «It is, 
rather, to develop further a social analysis that the laborist account has cultivated 
weU, bur too narrowly, to explore the broader social logic of the of the welfare state's 
evolurion» (Baldwin 1 990:9) . The welfare state is, according to Baldwin, the res ult 
of conflict and political struggle because it benefits the needy and risk-prone. The 
idea of risk categories combined with different gro ups' abilities to shoulder their 
burdens unaided are the two fundamental elements of his theory. The redistribu­
tion of costs is not just of importance to the working dass. Farmers and the emerg­
ing group of white-coUar wage earners were also concerned with the battle for sol­
idaristic solutions. The actors in the struggle for social security « may be dasses, bur 
only as they pursue their interest as risk categories» (Baldwin 1 990:  1 7) .  Their fight 
for solidarity is not one of idealism, bur of selfishness. The labor movements in the 
Nordic countries only continued a process started before the left had much say in 
the development of social policy. The solidaristic (tax-financed and universal) char­
acteristics were determined by farmers narrow bur persistently pressed demands. 
According to Baldwin, the dass identity of the actors who most need risk redistri­
bution has varied remarkably with historical circumstances. The welfare state has 
therefore been founded on different combinations of social bases. 

Even though Peter Baldwin's analysis is centered around state policies and 
political parties, his concept of risk and capacity for self-reliance could have wider 
relevance. lf we see the trade union movement as a separate acror, its choice between 
bargaining for occupational welfare arrangements or seeking political solutions is 
dependent on its capacity to « shoulder its burdem unaided by the government. The 
more self-reliant, the less the need for political solurions wiU be. This can to some 
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extent explain why professional unions of white-collar workers have shown less interest 
both in establishing and in defending public security programs. 

While Baldwin focuses on the historical changes in middle dass needs for risk 
distribution through social polides, others have focused on the role of political par­
ties supported by the middle dass . The fact that the Dutch welfare state shows 
spending levels nearly as high as the Nordie countries, even though it has no history 
ofSocial Democratie hegemony, has inspired scholars to undertake further inquiry 
into the role of non-Socialist parties . Wilensky ( 1 9 8 1 )  analyzed sodal security 
spending and found that left party dominance in the government had no effect, 
whereas Catholic dominance did. He argues that the alternation in rule by Catholic 
and left-wing parties has strongly increased welfare state efforts . Stephens ( 1 979) 
also found a (small) positive effect of Catholidsm on non-military spending. The 
validity of the measures used in these studies has however been questioned (Uusita­
lo 1 984:4 1 0) .  Again, other authors have argued that the weakness of the non- Socialist 
parties has to be taken into account, rather than only the strength of the left (Cas­
tles 1 978, Cameron 1 978) . Mckinly ( 1 979 : 1 68, from Higgins 1 98 1 )  argues that «a 
small party of the right is a necessary condition of high levels of welfare provision». 
Van Kersbergen ( 1 995) argues that post-war Christian democracy in power has fos­
tered a distinctive political economy, what he labels sodal capitalism. Van Kersber­
gen { 1 995 :233) condudes that «Christian democratic parties have managed to es­
tablish cross devage co-operation without diluting social sataus and identity. In the 
course of their policies they have moderated the political salience of dass and have 
forced the left into a defensive position» . These studies show not only that the middle 
dass is part of the game, they show that politics matters in more than one way. 

Other studies have focused on social policy change as a response to pressure 
from interest groups, such as the women's movement and welfare rights movements. 
This view has played an important role, espedally in the United States. Early well­
known examples of such analyses are those of Piven and Cloward ( 1 97 1 , 1 977) . 
However, in recent years, analyses of the role of women - individual women and 
women's gro ups - as political actors in the process of social policy formation has 
grown. Leaving behind the early «discrimination critique» ,  feminist writers increas­
ingly incorporated concepts and methods from mainstream research on the role of 
political actors in welfare state expansion shifting the spotlight from the role of 
political parties and trade unions to the influence ofwomen's organizations and in­
dividual women actors (Gordon 1 990) . Moreover, Esping-Andersens ( 1 990) book, 
The Three Worlds of Welfare Capitalism, have catalyzed a wave of feminist critiques 

. of mainstream welfare state research and provided a focal point for scholars seeking 
to integrate gender into comparative welfare state research (See Gornick 1 995 for a 
review) . A core element in this feminist critique is the that Esping-Andersen and 
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other power resources analysts characterize the cmeial division as between state and 
market, rather than fuUy developing the division as tri parti te:. state - market - family 
(Orloff 1993) . In addition Orloff argues that mainstream research has focused on 
the effect of public provision on dass hierarchies and have largely ignored stratifica­
tion in relation to gender. 

Another perspective in the politics matters tradition is the focus on political 
consensus and diffusion rather than poHtical conflict. Kuhnle ( 1 98 1 ,  1 983) has to a 
large extent described the development of the Norwegian welfare state as a result of 
political consensus. Studies of the party programs after the second world war in 
Norway show a strikingly high degree of unanimous support for the expansion of 
the welfare state (Hagen and Hippe 1 989, Kuhnle and Solheim 1 9 8 1 ) .  During the 
1 960s and 70s, the Conservative Party (Høyre) criticized the labor governments for 
the slow growth in the public sector health system rather than setting up an alterna­
tive based on increased private sector health supply (Hagen and Hippe 1 989:) . The 
Norwegian consensus could be seen as a result of the non-Socialists being afraid of 
losing the political battle over voters' support. Esping-Andersen argues that the Nor­
wegian Conservative Party did not protest against the establishment of an income­
related pension scheme in 1967 (even though it wanted to) because of the prior defeat 
of its sister party in Sweden (Esping-Andersen 1 985) . It is, however, very hard to 
prove that their support for income-related pensions was purely tactical. The Con­
servative Party was first of all aftaid of state control over savings and investments in 
a funded system. The introduction of a strict pay-as-you-go system solved this 
problem and made broad political support possible. 

The concept of political learning plays an important role if one wants to ex­
plain welfare development as a result of consensus. First of all, prior reforms shape 
future goals because of «policy feedhacks». Heclo ( 1 974) argues in the cases ofSwe­
den and Britain that policy makers learn from experience, huilding on former suc­
cesses . And second, ideas tend to move across countries, a process referred to as «tran­
snational learning» . The consensus approach does not necessarily advocate that all 
countries will follow the same path ofdevelopment because of diffus ion and learn­
ing. The external surroundings of national policies differ. Katzenstein ( 1 985) and 
Cameron (1 978) argue that the welfare state emerges more easily in small, open 
economies, which are particularly vulnerable to international markets. These coun­
tries are forced to find solutions to survive in a highly international and competi­
rive market. This could he the external precondition for the ohserved political con­
sensus in welfare policies. Also, one could argue, that the smallness itself may he 
critical for high level of consensus. Moreover, the welfare state can be seen· as an «in­
stitutional buffer» necessary for small open economies to survive. In a period of in-
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creased intemationalization of the economy one could ask if public or private ar­
rangements will represent the most appropriate institutional buffer. 

The idea of political leaming is of importance to the study of the private­
public mix, seen from another angle. The original idea is that prior state action sha­
pes future goals. But I will argue that prior action in the labor market shapes furure 
state policies. The success of the trade union in expanding the occupational-based 
sickness benefit system was perhaps the single most important factor behind the 
establishment of a generous public sickness benefit system in Norway (see Chapter 4) . 

A third group of studies attempts to «bring the state back in» to the analysis 
of the welfare state, thus leaving the traditional notion of politics matters. Severai 
studies have found that the state bureaucracy has been an important actor in the 
development of social policy. Heclo ( 1 974) argues that civil servants contribured to 
policy innovations both in Britain and Sweden providing what can be seen as the 
classic study of polirical learniog focusing 00 bureaucratic knowledge. Aloog the same 
lines, one could find the argument that the timing of both democratization and 
bureaucratization has had significant impact on social policies (Orloff and Skocpol 
1 984) . This could explain why the United States, in contrast to Britain, did not 
develop an early welfare state - because, in the US, democratization preceded bu­
reaucratization (Pierson 1 992) . On the other hand, some have argued against the 
proposition that the US is a welfare state laggard (SkocpoI 1 992) . 

Summing up the importance of these last perspectives, one could say that 
they broaden the perspective mainly by introducing new actors into the political 
process and underline the process ofleaming as a part of welfare state development. 
In addition, they also show that social policy ourcomes cannot be seen merely as 
the result of conflict; it is also a challenge for every sociery to find joint solutions, 
thereby reducing conflicts and increasing economic performance. A common denom­
inator is, however, a foeus on the politieal arena and on public welfare policies. Their 
contriburion to understanding oeeupational welfare is first of all through the dis­
eussion of «independent variables» . I will argue that by integrating industri al rela­
tions and soeial policy perspeetives new light can be shed on the level and impact of 
politieal eonflicts in soeial policy. To a large extent, confliets over soeial security 
expansion in Norway have taken place in the collective bargaining system. The later 
socialization of social policy responsibiliry, based on broad political support, can only 
be understood as a result of the long process already taken place in the labor market 
(See Chapters 4 and 6) . Or tumed the other way around, the high level of conflict 
over income-related pensions in Sweden may be due to the fact that the Swedish 

. LO chose at an early stage to pursue a political solurion. Moreover, I will argue that 
by introducing lahor market based welfare program into the analysis we can con­
tri bure to increased understanding of gen der based differences in modem welfare 
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states. And, at the same time, gender is a possible important explanatory variable 
behind company differences i welfare provision. 

2.5 Welfare State Regi mes 

Combining Richard Titmuss' famous typology of ideal types - the residual welfare 
model, the industrial achievement model, and the institutional redistributive model 
- with the dass mobilization perspective, Esping-Andersen ( 1 990, 1 992) argues that 
there are three models of welfare capitalism. The Scandinavian welfare state is iden­
tified first by the extent to which needs are satisfied through political mechanisms 
rather than through the labor market. This is understood as decommodification, 
defined as the ability ofindividuals and families to uphold a normal standard ofliv­
ing regardless of their performance in the labor market. In this way dtizenship and 
need increasingly become the suffident conditions for welfare. Second, the Scandi­
navian model is identified with a broader solidarity than in other countries. A uni­
versal sodal policy embraces the whole population and it tends to be re-distributive. 
And third, the boundaries of public responsibility are more broadly defined than in 
other welfare states. 

The second so-called regime duster consists of the corporatist continental 
European countries, such as Austria, France, Germany and Italy. This continental 
welfare state has preserved a strong link between social rights and status differen­
tials . This is due to the upholding of status differences in the public social security 
systems. «Private insurance and occupational fringe benefits play a truly marginal role» 
(Esping-Andersen 1 992: 1 1 2) .  In addition, the state is said to guard the traditional 
family structure to a far larger extent than in Scandinavia. Day care and family serv­
ices are underdeveloped and sodal insurance systems are shaped in order to preserve 
traditional family structures . 

A third duster is the liberal or marginal welfare state. The typical examples 
of this model are the US, Canada and Australia. These welfare states offer their dt­
izens only modest universal transfers or social insurance plans. Furthermore, the 
extent of means- and income-testing is larger than in the other regime types.The 
welfare state is designed for the working dass and the poor, while the middle dasses 
depend on occupational welfare and private insurance. Thus the liberal welfare state 
is said to minimize decommodification and create a highly uneven distribution of 
social rights. 

-

Esping-Andersen argues that «we must recognize that no single case is pure» 
(Esping-Andersen - 1 992: 1 1 3) .  On the one hand, he argues that one will find that 
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each country to some extent blends elements from the different regime types. He is 
obviously correct: there is not a generous earnings-related second tier pension scherne 
in Denmark; Canada has a weU developed national health insurance system; France 
and Germany have reduced the status differentials in their sodal security systems; 
and so forth. On the other hand, he argues that the regime type is not supposed to 
be an ideal type system, in the Titmuss fashion. The crux of the theory is predsely 
that it seems «empirically dear that welfare states duster» according to these regime 
types (Esping-Andersen 1 992: 1 1 3) ,  i.e. it is empirically testable as a theory is sup­
posed to be. Esping-Andersen has explored a lot of comparative data, thus giving 
the model of welfare state regimes a distinct and dear empirical base. The double 
notion ofboth ideal type and empirical faet is, however, a problem because the notion 
of models can hardly be falsified. Moreover, Ragin's ( 1 994) re-analysis of Esping­
Andersen's data, using duster analysis, «cast serious doubt on the idea of three types 
of welfare capitalism». According to Ragin ( 1 994:341 )  the analyses «indicate espe­
cially that the corporativistic category is a mixed bag». 

Despite these important critical arguments to the «three world theorp, it 
has no doubt contribured to current welfare state research. To me, two contribu­
tions are striking. First, it has made an important contribution to our understanding 
of the welfare state as a dependent variable. It argues that it is necessary to replace 
the focus on public spending with a broader analysis of institutional features, such 
as decommodification, solidarity, and the range of sodal policy (Esping-Andersen 
and Korpi 1 987:40) . An argument also put foreward by Peter Flora (Flora 1 986) . 
Spending money can never be anything but a means, not a goal of social policy. During 
the last years of research an increasing number of studies use more sophisticated 
measures ofwelfare polides (Palme 1 990, Kangas 1 99 1 ) .  

Second, the tendency to see the welfare state only as a dependent variable is 
questioned. The idea of a dose relationship between systematic differences in insti­
tutional features and outeornes is perhaps the most striking feature of the welfare 
regimes theory. The welfare state is regarded as an independent variable that has 
important effects on labor market developments, dass structure, gender inequalities, 
and so forth (See Kolberg 1 99 1 , 1 992 a,b) . Kolberg and Esping-Andersen ( 1 992: 1 0) 
argue that the modem welfare state has developed new pattems of welfare state and 
labor market relations. The different welfare state regimes create dusters of labor 
market outcomes, such as rates of public sector employment, female labor force 
partidpation, and early retirement. Therefore the regime types are not only dusters 
of sodal politics, they are also labor market and social stratification dusters. 

The theory of welfare state regimes is an ambitious attempt to understand 
welfare state development and, not surprisingly, it plays a important role in current 
research debates. Numerous papers and artides have taken the three world approach 

69 



as their starting paint in an attempt to show that either policies or outeomes, sueh 
as labor marKet participation, gender or income inequality, do not fit the predic­
tions of the regime model. The bottom line seems to be that it is very hard to iden­
tiry exactly how mueh variation within regime dus ters, as weU as among them, can 
be tolerated before the theory should be rejected. The elegance of the theory is also 
its weakness. It is hard to test empirically because the variable of deeommodifica­
tion could be operationalized in different ways. And even if one could measure 
decommodification, what levd is necessary to be identified as belonging to a Scan­
dinavian model? 

Esping-Andersen's theory of welfare regimes is to a large extent a follow-up 
of the Sodal Democratie model. The central foeus of the analysis has, however, shifted 
from the causal proeesses underlying the development of the welfare state to differ­
ences in policies and its results. But, the basic assumptions from the Social Demo­
cratic model still exist. The labor movement is viewed as a homogeneous actor 
determined to use the political arena to improve welfare. The struggle over social 
policies takes place between political parties and deals with legislation and expend­
iture. Neither the employers nor the trade unions play a direct role in the proeess.  

It is interesting to see that Esping-Andersen has changed his view somewhat 
on the role of the working dass. Earlier, the notion of working dass mobilization 
as the single most important variable was striking. «The degree to which the Scan­
dinavian welfare states have moved in the institutional direction is strongly related 
to the power position of the Sodal Democratic labor movements in these countries 
(Esping-Andersen and Korpi 1 987:72) . Dealing with the broader concept of regime 
types, greater importance is placed on the ability to create political coalitions and 
the importance of the middle dass. The causes of welfare state dustering are found 
in a so-called interactive approach. The nature of dass mobilization and the ability 
to create politieal coalitions is the major elements of the causal theory. «For social 
democracy the challenge was to synthesize working dass and white-collar demands 
without sacrificing the commitment to solidarity» (Esp ing-Andersen 1 992: 1 17) . The 
working dass is still the primary motor for welfare state development, and not the 
middle dass, as is the case in Peter Baldwin's theory. But, their positions have defi­
nitely moved doser. 

lf the concept of working dass mobilization has changed, that has not been 
the case with the hypothesis of public-private interplay. Private welfare provision is 
looked upon as a function of the range of public sodal policy; i .e .  the more public 
provision, the less private provision. The range of social policy has, in faet, been 
defined as to the extent to which governments successfully manage to limit and erad­
icate private provision. «Accordingly, the difference is a question of public versus 
private or of politics against markets» (Esping-Andersen and Korpi 1 987:4 1 ) .  This 
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dose link between public programs and the maturity of the welfare state must be 
questioned. The ability of individuals and families to uphold a normal standard of 
living regardless of their performance in the labor market can be improved not only 
through public programs. Decommodification is to a large extent achieved through 
collective agreements in the labor market. The typical example us ed is the Swedish 
system of occupational pensions where coverage is almost complete. Another example 
of decommodification through labor market arrangements is the Norwegian system 
of early retirement pensions (AFP), agreed upon by the LO and NHO (the employers' 
organizations) in 1 988. This scheme has improved the older workers' ability to uphold 
a normal standard ofliving if they choose or are forced to leave the company before 
the regular retirement age. 

As already noted, several scholars have tried to show that the concept of three 
worlds of welfare capitalism lacks an empirical base or that Esping-Andersen's 
empirical approach was too narrow. Very few have paid doser attention to another 
aspect of this theory, namely the reproduction of the regimes. A cmcial question is 
whether the differences that can be identified between regime types tend to be sta­
ble over time. If these models have different abilities to reproduce themselves, 
advanced capitalist countries will become even more divergent. «In consequence of 
different constellations of political forces, cross-national variation seems to be wid­
ening, and to be likely to widen still further, in the degree to which wage-earners 
are decommodified and the boundaries of social citizenship are expanded.»  
(Goldthorpe 1 984:9) . This prediction i s  based on the idea that «the dass coalitions 
in which the three welfare states were founded explain not only their past evolution, 
but also their future prospects (Esping-Andersen 1 992: 1 1 9) .  The universal charac­
ter of the Scandinavian welfare state forges middle dass loyalties as well as working 
dass support. Thus, it does not depend only on the loyalties of the numerically weak 
groups of targeted welfare program recipients. Mishra ( 1 990) finds that Sweden has 
been able to def end a high level of welfare to a larger extent than what has been the 
case in Austria, Britain, The United States, Canada and Australia. Pierson ( 1 992:385) 
shows that Thatcher had far more success in her attack on the old age pension sys­
tem because «the unifYing role ofSocial Security (in the United States) made it much 
easier to mobilize the elderly in opposition to retrenchment proposals» . The frag­
mented British system made it possible to minimize the political costs associated 
with a fundamental change in the public responsibility of old age pensions. The ef­
fect on middle dass loyalties on welfare state defense should, however, not be taken 
for granted. The Swedish and Norwegian stories of strong welfare state support could 
also be caused by the relatively good economic performance in these countries 
reducing the financial pressure on the welfare programs. Especially in the Swedish 
case this has changed, and the economic crisis has lead to freezes (e.g. , family poli-
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eies) and cutbacks (e.g. , sickness benefits, unemployment benefits) . The question 
of the logic ofregime reproduction should therefore be given doser attention in future 
research efforrs. An improved understanding of the underlying mechanism of welfare 
state deve1opment, especially the impact of labor market organizations, could 
contribute to our understanding ofhow and why welfare states change. 
Taken as a whole, the theory of welfare state regimes is, to a large extent, state­
centered.  The private sector is treated as a residual in the sense that the relationship 
between public and private systems is uni-directional. The growth of public programs 
crowds out private schemes. This is dearly an oversimplification. Kangas and Palme 
( 1 992:232) have, in the case of old age pensions in the Nordic countries, shown that 
«the level and structure of the legislated pensions are not the only factors affecting 
the expansion of the private pensions» .  

Another consequence of  the state-centered approach is the focus on  political 
parties as the primary actors in the development of sodal policy. The formation of 
labor market organizations has conditioned the development of sodal polides through 
the private schemes and as pressure gro ups in the political decision-making proc­
ess. 

2.6 Welfare Plura l ism 

An alternative approach to the study of sodal policy could be found in the theory 
of welfare pluralism. The welfare pluralists daim that welfare or sodal protection in 
any given society is a res ult of the interactions among a multitude of sources . Thus 
the total provision of welfare in a sodety is a result of the division of responsibili­
ties between government, enterprises, voluntary organizations and kinship networks, 
induding the family. Increased state welfare programs may only substitute for another 
source of welfare instead of produdng a net increase. This school of thought has been 
given severaI different labels such as welfare pluralism, the we1fare sodety perspec­
tive, and the mixed economy of welfare. It is orren assodated with scholars such as 
Richard Rose, Martin Rein, and Lee Rainwater. 

The research tradition ofwelfare pluralism has been regarded as dosely related 
to neo-conservative ideology because it can be us ed to legitimize the withdrawal of 
state responsibility. The most radical policy proposal in this tradition is perhaps 
Charles Murray's ( 1 984) proposal to abolish federal social programs in the United 
States. This has made both welfare pluralists and neo-conservatives a target for crit­
icism. Among others Ramesh Mishra ( 1 990: 1 08) has put forward such an argument: 
«Often the reduced role of the state in welfare is viewed with approval as it may result 
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in a more decentralized and plural form ofwelfare mix . . . .  they tend to gloss over the 
implications of shifting from one form to another» . It seems however inadequate to 
treat this tradition as just a neo-conservative policy proposal. I will argue that the 
welfare society approach represented, among others, by Richard Rose differs from a 
private/public mix approach advocated by Martin Rein and Lee Rainwater. 
Rose ( 1 986, 1 989) argues that the total level of welfare resources used in a society 
is a function of the economic situation and that an expanding public welfare policy 
simply crowds out other arenas of welfare production. The expansion of state 
responsibility could be a threat to the functioning of the family or the market. «Yet 
insofar as a plurality of sources provide welfare, then an increase in welfare from one 
source may simply substitute for rather than increase total welfare in society» (Rose 
1986:22) . Thus one of the major problems with the state, as the dominant produ­
cer of welfare, is the risk that the cost of welfare will grow faster than the nation 
really can afford. According to the we1fare pluralists, the size of the total welfare sector 
is a simple function of the economic level in society and economic growth provides 
the simplest and most pervasive theory to explain the increase in welfare. «Without 
economic growth, total welfare in a society can hardly increase» (Rose 1 986:22) . 
Because no charge is made for merit goods, state systems increase demand, and th­
ereby, supply. lf the market rather than the state had been seIling health, education, 
and pensjons, then the economic slowdown would have put the brakes on demand 
and forced adjustment in supply. There is therefore a risk that the cost of welfare 
may grow faster than the politicaI capacity of the state to meet these costs by taxation. 

The theory of welfare pluralism does not necessarily contradict the proposi­
tion that a weU organized labor movement can expand the public responsibility for 
social security. It simply states that this will iead to overload problems in the public 
economy because this policy ruins the balance between state, market, and families . 
In the long run, however, economic and demographic forces will tend to overrule 
these attempts to bypass the logic of the market forces, apparently implicitly sup­
potting the theory of convergence. It is no coincidence that Rose and Shiratori would 
use the title: «Welfare in Society: Three Worlds or One?» (Rose and Shiratori 
1 986:22) . 

This research tradition of welfare pluralism is closely related to neo-c1assical 
economic theory. They are both based upon the view that state interference in most 
cases only disturbs the naturai balance of a weU functioning market. For the neo­
c1assical economists, it is the notion of a market equilibrium, for the welfare plural­
ists it is the idea that there exists a natural balance between the three sources of welfare; 
state, markets and households. 

Rein and Rainwater, in spite of their common starting point with the neo­
conservative anti-state perspective, offer another argument. They propose an 
approach «which takes account not only the action of the state, but the private sec-
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tor as welh> (Rein and Rainwater 1 987: 149) . In their view, welfare states should not 
be described as either Beveridge-type programs, based on the principle of solidari­
ty, or Bismarck-type programs, based on the competing principle of equivalence where 
benefits are related to labor market position. 

This so-called holistic or multi-sectoral approach is first of all an analytic 
perspective. It does not argue that one sector is preferable to others,  or that ineffec­
tiveness necessarily is embedded in public welfare schemes. In addition, it stresses 
the fact that market-based solutions can produce different distriburional outcomes 
than public programs. 

By introdueing social protection activities as different forms of soeial con­
trol of consumption, Rein and Rainwater avoid the state-oriented approach to the 
welfare state. It is not only the institurional arrangements in the public sector that 
protect workers against treatment as commodities . The welfare society is one that 
mobilizes both public and private sectors to provide soeial security to individuals 
and families . In all societies, a part of total iabor cost is set aside and specially ear­
marked for the social wage, i .e .  the part of the total labor costs that is not used for 
current consumption .  The larger the soeial wage, the m{}�e consumption is 
constrained. An increased levd of soeial protection, and thereby redueed take-home 
pay, is the resulr of a srruggle on the part of governments, employers, employees and 
soeial movements. According to Rein and Rainwater, the main goal of all these actors 
has been «that of decommodifying labor in the sense that the Iivelihood of individ­
uals is not to be completely dependent on current sale of labor power» ( 1 986: 1 9) .  
They are using the same concept of decommodification as Karl Polanyi ( 1 944) and 
later Esping-Andersen, bur the tools of providing this protection against the mar­
ket forces could be fouod io different sectors. 

The evolution of soeial policies is thus understood as part of a «broader process 
where soeial policy, industrial relations and labor markets comprise a single whole» 
(Rein and Rainwater 1 987: 145) .  Thus, they introduce a broader set of actors into 
the welfare state arena: workers , enterprise, and the state . This multi-sectoral 
approach triggers a focus on the boundaries between the different seetors . How can 
we draw the lines between the state, the labor market, the households, and the non­
profit sector? Is it possible to do it? So far, research has been concentrated on the 
borders between the state and labor market in are as such as sickness benefits 
(Immergut 1 986) and early retirement and old-age pensions (O'Higgins 1 986) . 
These studies conclude that the research agenda should call for a blending of public 
and private institutional systems rather than separate sectoral analyses. Espeeially in 
a time of economic problems and welfare policy retrenchment, the phenomena that 
Rein and Friedman ( 1 993:9) eall cross-overs is interesting. Cross-overs refer to the 
transfer of responsibility for soeial protection from one sector to another, from the 
state to firms, or to households. There will always be struggles over who will foot 
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the bill, the employers, the wage earners, or the tax-payers in the case of phenom­
ena such as early retirement, work retraining, sickness benefits, and so forth. Each 
actor attempts to pass on the visible cost to the others . Cross-overs will to a large 
extent be a politics of cost-shifting. 

A multi-sectotal or holistic approach is not in itself contrary to the Social 
Democratic model. The important point of difference is that Rein and Rainwater 
do not see the development of the private sector as a simple function of the scope 
of public welfare programs . «It exists a definite discrepancy between the rich diver­
siry between different national histories of welfare state development and the theo­
retical literature's tendency to reduce comparative welfare state developments to one 
or few common denominators . Thus the great diversiry reveals convergence or di­
vergence» (Rein and Rainwater 1 987: 1 48) . Bur, in his more recent writings, Mar­
tin Rein has moved towards a neo-convergence approach. He concludes that «the 
model breaks down when all the sectors are taken into account» (Rein and Fried­
man 1 993:5) .  Rein argues that even though regime differences can be identified, no ne 
are stable over a long time period because social protection as a system is inherently 
unstable. In other words ,  he i s  taking the opposite stand of Esping-Andersen's on 
the question of the reproduction of regime rypes over time. 

A second hypothesis, or prediction, based on this approach is that a decline 
in one sector is always picked up by a growth in another sector. Rein draws the rather 
strong conclusion that «the level of spending remains roughly constant» (Rein and 
Friedmann 1 993:7) .  This hypothesis of a «zero sum game» has so far not been 
empirically tested. The abiliry to do so would depend heavily upon the availability 
ofhousehold data. Ifwe limit this hypothesis to the interrelation between the state 
and the labor market I would doubt that this sectoral pick-up always would take 
place. One test case could be the reduction in the compensation rates in the Norwe­
gian public system of income- related pensions that came into effect in 1 992. Severai 
employers have declared that they are not willing to compensate for this reduction 
through increased benefit levels in their occupational schemes. The Norwegian 
Employers Association (NHO) has also, at severai occasions, advised its members 
to keep down their costs and not to incre�se pens ion benefits . 

The relevanee of the pluralist approaehes to the study of the trade union 
movement and the welfare state is striking. The conclusion that «the development 
of the welfare state must be understood in the context of the development of labor 
relations institutions more generally» (Rein and Rainwater 1 987: 1 52) stresses the 
importance ofboth employers and unions as actors and the need for a unification of 
social policy, labor markets and industrial r�lations. This theoretical perspective has, 
however, not yet resulred in much empirical research. We do not have appropriate 
knowledge of either the historical interplay between the private and public sec tor in 
different policy areas, nor of the comparative differences in public-private mix across 
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coumries. This means that welfare pluralists do not offer a separate explanation for 
the development of the modem welfare state. Therefore, there are possibilities for 
integrating this multi-sectoral perspectivewith other branches of current welfare state 
research. 

2 . 7  Welfare State Research and the Public-Private 
Interplay 

Despite the rapid growth ofboth case studies and comparative welfare state research, 
no theoretical synthesis has emerged on the development of modem welfare states. 
With regard to occupational welfare and the mechanisms of public-private inter­
play, existing theory is even more inadequate. The study of occupational welfare is 
guided by theoretical controversies. There seems to be no way to bridge the gap 
berween a model of the gradual crowding our of the private sector and that of wel­
fare pluralism, or berween the idea that the differences in welfare policies across 
countries are increasing and that of welfare state convergence. A study of the Nor­
wegian experience obviously cannot solve all of these problems. But, it can offer some 
guidance for different approaches in making reliable predictions. 

Taken together, this review highlights severai important aspects of modem 
welfare state research. The most striking feature is the general focus on public sector 
programs as the dependent variables. The majority of existing studies have taken into 
account only public expenditure. The expenditure approach has to a large extent been 
replaced by more sophisticated studies of the institutional characteristics of the public 
programs. This has, however, not solved the problem of excluding the private sec­
tor from the analyses. 

The state-centered approaches give private social policy arrangements only a 
residual role, totally dependent upon the development of the public welfare programs. 
Thus, even when integrating the private sector into their analyses, the concept of 
public-private interplay has been marred by a rather simple characterization of the 
political economy of the private sector. On the other hand, welfare pluralists have 
not yet managed to establish a comprehensive strategy for conducting empirical 
research in the field of public-private interplay. This is not to say that there has not 
been progress made. Current research has definitely demonstrated that the line be­
rween public and private is harder to establish than we formerly realized. 

Another aspect of this « dependent variable» discussion should also be noted. 
To a large extent, it is only the public programs of cash rransfers that are raken into 
consideration, typically pensions, sickness benefits, unemployment benefits, and 50 
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forth. Of course, these cash transfers play an important role in all welfare states. 
But the welfare state also offers its eitizens extensive services, from day care to nur­
sing homes, and espeeially health care. We know very litde about how different welfare 
states have developed their soeial and health services. Can we flnd parallel models of 
welfare state regimes in the services sector? Or, is there a trade-off between trans­
fers and services? Denmark did not follow in the footsteps of Sweden and Norway 
by establishing a generous income-related public pension scherne. On the other hand, 
they have developed services for the elderly that far exceed those of Norway and 
Sweden. But, Sweden has the largest public health sector in the world (as per cent 
of GNP) along with a generous transfer system. 

Several questions arise. Could high spending on services be explained by higher 
wages to welfare state employees or by higher quality of services delivered? What is 
the role of the public sector unions in the development of welfare state services? And 
how do welfare states behave as the largest employer in the labor market? In the 
popular discussion of welfare state retrenchment, scholars have focused on income 
maintenance programs. In the future, the underlying proeess of soeial and political 
conflict over reduced and rebuilt public services will open an interesting field of 
welfare state study. In Sweden, layoffs of public employees have become a reality. These 
questions will not be the topic of this work, but they are an interesting avenue for 
further research. 

Choosing the independent variables has also created controversies in welfare 
state research. Functionalistic approaehes play no major role in current research. 
Politics is accepted to matter, but in a variety of ways. This, of course, does not imply 
that economic and demographie variables are not important determinants of welfare 
state development. Their impacts are, however, mediated through various political 
filters in unique national contexts. 

The many different approaehes to the underlying proeess of welfare state 
development - the Soeial Democratie model, politics matters revised, and welfare 
state regimes - incorporate many actors. Political parties, bureauerats, trade unions, 
employers and insurance companies are all seen as taking part in the struggle over 
welfare state development. But, despite the important inclusion of multiple actors, 
current research still focuses on the political arena of decision-making. The focus is 
on political parties as actors in the legislative arena, and the majority of studies have 
focused on the strength of the labor parties. Unions play a part, but as a rule, they 
are looked upon as part of a greater labor movement. Their main task is to support 
the labor party financially and as voters. This notion of a homogeneous trade union 
movement flts with the idea that the Soeial Democratie dominated unions would 
prefer political solutions to achieve social policy ends for their members. Treating 
the trade unions as purely ideological actors also leads to the exclusion of employers 
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and [heir organizations from the analyses. Those who do not exclude them tend to 
look upon employers' organizations as interest groups trying to change legislation, 
taxation, or spending, and not as actors directly taking part in the social policy process 
in the labor marker. 

I will argue that there are not just multiple actors taking part in welfare state 
development; the stmggle also takes place in multiple arenas of decision-making. 
In the labor market, sodal policy is a part ofcentralized collective bargaining, as weU 
.as of agreements made at the company leve!. Including the actors, but leaving out 
the arenas of decision-making, will affect our view of how welfare states develop. 
One obvious example is that the state as employer has had profound effect on social 
development during the entire last century (0verbye 1 990/ 1 99 1 ) .  

Hypotheses of publ ic-private interplay and the research 

questions. 

In current welfare state research, there are three interrelated but distinct hypotheses 
related to public-private interplay. They can serve as a useful starting point for an 
analysis of public-private interplay. 

1 .  The hypothesis of political obstmction: ifbroad groups of wage-earners are 
covered by occupational arrangements, it would reduce the support for and 
the possibilities of expanding public welfare systems, and vice versa. In other 
words, this hypothesis concerns the underlying mechanism of welfare state 
change. 

The idea of a negative interplay between public and private welfare components is 
an important part of traditional welfare state research. It has been used to explain 
both US exceptionalism and Scandinavian institutionalism. The logic is simple and 
convincing: early growth of labor market based social protection shapes the politi­
cal interest of unions and employers, thus preventing a political exchange with the 
government. The United States is often used as the rypical exarnple of this negative 
interplay. Another exarnple is the British experience of resistance to establishing a 
public income-related pension scherne. Similarly, the success of public welfare 
expansion in Scandinavia is looked upon as partly the result of an underdeveloped 
occupational welfare arena which is attributed to relatively late industrialization.  Thus 
the labor movement was free to choose political solutions to the social needs of their 
members. 

Explaining the high level of occupational welfare arrangements in Japan and 
the United States, Higgins ( 1 98 1 :  1 36-137) offers the hypothesis of negative inter­
play: «Indeed, it is precisely because private welfare has proved so satisfactory for 
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certain gro ups ofme population (usually professional, high-income gro ups) mat mere 
has been such reluctance to develop public services which these gro ups fear would 
resulr in a 'leveling down' of standards. »  

The hypothesis of  political obstruction i s  the basis for the next hypothesis , 
namely that of substitution. 

2. The hypothesis of substitution: a generous universal public welfare system 
would marginalize welfare schemes in the labor market. 

The ability to crowd out private welfare arrangements is regarded as one of the most 
typical features of the Scandinavi;j.ll welfare state model (Esping-Andersen 1 990) . 
This view is also found among scholars who do not adhere to the power mobiliza­
tion model of welfare state development (Kuhnle og Selle 1 992). 

It  is perhaps more surprising that advocates of welfare pluralism also could 
agree with this theory of crowding out. This is because total welfare provision is 
seen as fixed in any given society, i .e. it is a zero sum relationship between public 
and private provision. If this is the case, countries would look more alike than we 

used to believe. «The welfare societies of Western Europe look much more similar 
when both private and public benefits are raken into account. Even the United States 
does not differ significandy» (Rein 1 983: 1 1 ) .  

The major critics o f  this hypothesis have argued that there are several exam­
ples of a «positive dialectio> between public social policy and occupational welfare 
(van Gunstern and Rein 1 985 ) .  Dobbin ( 1 992) suggests that American employers 
responded to the development of a national Social Security program by further 
extending private benefits . 

3 .  The hypothesis o f  re-distribution: the less market-based welfare, the more 
equal will be the distribution of welfare benefits and welfare entidement in a 
society. 

This hypothesis is closely related to Titmuss' ( 1 976:42) famous essay on «The Social 
Division ofWelfare» .  Even though the content and functions of occupational welfare 
may be similar to that of public systems, they are believed to have very different 
distributional outcomes. Public social policies may be bas ed on needs, and financed 
by general taxation, while occupational welfare, by nature, reflects labor market 
position. Therefore, the balance between public and private welfare will have a sig­
nificant impact on the overall distributional logic of welfare. 

The hypothesis of negative distributional effects of occupational welfare has, 
to a large extent, not been questioned in the research literature. Several studies have 
shown that coverage is not comprehensive, and that many gro ups of workers do not 
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participare in occupational systems. Occupational welfare does not, however, neces­
sarily mean an uneven social division of welfare. In Sweden, the labor unions f�ught 
successfully to extend coverage of occupational pensions to about 90 per cent of the 
labor force (Edebalk and Wadensjoe 1 989). On the other hand, one also has to take 
into account that public welfare programs do not necessarily cover the endre labor 
force. Recent US legislation mandating the introduction of 1 2  weeks of unpaid fa­
mily leave covers only 50 per cent of employees because companies with fewer than 
50 employees are excluded (New York Times 2.3.93) . 

These three hypotheses provide an interesting point of departure for a doser 
investigation of the logic of public-private interplay. They offer predictions that are 
of spedal relevance for the Norwegian case as a representative of the Scandinavian 
model. On the other hand, as a theoretical guide to the analysis of occupational welfare 
these traditional welfare state research hypotheses cause problems. The main prob­
lem has been the tendency to give private welfare arrangements a residual role, 
determined fully by the size and character of the public programs. Both the hypoth­
eses of obstruction and of substitution should be given doser attention in histori­
cally-oriented studies. 

Moreover, the extent of coverage and the distribution of occupational welfare 
benefits cannot answered satisfactorily from the perspectives of welfare state research. 
Despite the fact that Titmuss addressed this issue more than 30 years ago we are 
still ieft with a fragmented and underdeveloped state of literarure on occupational 
welfare (Shalev 1 988:4) . This could be explained by the long-standing dominance 
of the hypotheses of a negative interplay. 

This, of course, do es not imply that we are left without relevant theoretical 
approaches from the broad field of welfare state research. There are important ele­
ments in current research that are highly relevant for the analyses of the employment 
relationship and occupational welfare. The approaches discussed in this chapter of­
fer at least four elements that can improve our understanding of the political econ­
omy of occupational welfare: 

First, the growing interest in the interaction between the welfare state and 
the labor market has shifted the focus from a statist approach to a focus on how 
public policy and labor markets interact (Kolberg and Esping-Andersen 1 992) . 
Hence, social policy is no longer interpreted as intervention by the public sector 
outside the market. 

Second, a growing research literature on the complicated nature of occupa­
tional welfare argues that it is a much more complex phenomenon than most welfare 
state research has made it out to be (Esping-Andersen 1 996) , and that its role var­
ies across countries. It should not be understood simply as a form of sodal welfare 
(Shalev 1 996) . Besides sodal policy, it is an issue of management policies and collective 
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bargaining. And as von Nordheim Nielsen ( 1 988, 1 99 1a) has pointed out, occupa­
tional welfare arrangements affect capital formation and the control ofinvestments, 
for example, depending on whether pension benefits are partly or fully funded. These 
different aspects of occupational benefits are closely interrelated. The Danish trade 
union proposal for the establishment of income-related pensions brought this out 
very clearly. The union proposal made a direct link between wage moderation and 
increased savings on the one hand and the social policy goal of increased old-age 
pensions on the other (von Nordheim Nielsen 1 988) .  

Third, Rein and Rainwater argue that the study of social policy and indus­
trial relations must be integrated, and they suggest that the accurate battleground is 
the «social wage», rather than public expenditures alone. Their concept of the social 
wage is a useful starting point for a discussion ofhow to integrate private and pub­
lic welfare components . It allows us to include both a multiple-actor and a multi­
ple-arena perspective. The wage could come in the form of direct take-home pay, 
statutory social expenditure, or voluntary expenditure by the employer. Rein and 
Rainwater argue that the agenda of study should be the blending of public and pri­
vate institutional arrangements. This public-private mix could be understood con­
ceptually by seeing them in the holistic framework were social policy, labor markets 
and industrial relations are unified. «The existence of two intellectual traditions, one 
concerned with labor politics and the other with social protection politics, has 
inhibited our appreciation of the evolution of the ways in which the state has pen­
etrated imo civil society» (Rein Rainwater 1 987: 1 43) . The challenge remains, how­
ever, to develop an integrated theory ofindustrial relations to produce empirical work 
on social policy processes in the labor market. 

Kuhnle and Selle ( 1 990, 1 992) have contributed to a multi-arena perspective 
by analyzing the so-called third sector of welfare provision, the non-profit work done 
by volumary organizations in the community. Despite the lack of reliable data, their 
goal of combining state-, market-, and community-based efforts into an analysis 
of total welfare provision, should be kept in mind for future research. 

And last, Peter Baldwin's ( 1 990) concept of self-reliance and the ability to 
pool social risks contributes to an understanding of unions' strategies for improv­
ing social security. A strong union movement does not only have the ability to support 
political action, it als o has the capacity to pool risks through contractual arrange­
ments. Thus self reliance, in the sense that all members are covered by the same 
standard of social security, could be achieved through both bargaining and politics. 
Occupational welfare is therefore not just the result ofwelfare state residualism and 
trade union political failure. There is no reason to believe that trade unions would 
systematically disfavor occupational arrangements. lf politically weak unions had no 
choice but to pursue the path of private welfare, strong centralized unions could 
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ehoose their strategies more freely. Unions would hardly ehoose their welfare strat­
egies based on idealistic notions of solidarity, but on pragmatic evaluations of their 
own eapadties, or self-relianee, to pursue the sodal interests of their members' . 

Therefore, Chapter 3 begins by asking: How can we improve our under­
standing of sodal policy aetions taken by unions at both the Ioeal and centraIized 
Ievels? 
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Chapter 3 Trade un ions and social pol icy 

choices - exit. voice and loyalty 

3 . 1  Introduction - the gap between micro­
and macro- explanations. 

The trade union movement has from the turn of the century been placed at the 
center of social change. Even so, there is no consensus as to how trade unions act 
to increase the welfare of their members and of wage earners in general. A macro­
oriented perspective on union behavior is found in industrial relations theory, 
specifically in union models, in which it is argued that the re are systematic differ­
ences in union behavior across countries (Kassalow 1 965,  Edwards 1 986, Martin 
1 989) .  It has been commonplace among industri al relations scholars to argue that 
«soeial partner unions» or «comprehensive unions» regard the socialization of wel­
fare polieies through legislative measures as an important aspect in their goal to 
transform the capitalist system of production. 

In welfare state theory a corresponding version of this perspective is found 
in the power resources model, which links the strength of organized labor to the 
development and expansion of modem welfare states . This macro-oriented 
approach to organized labor argues, first, that unions typically prefer political 
solutions to market-based solutions and, second, they prefer to use their organiza­
tional strength to support a soeial democratic party in order to achieve a broad, 
universal, public soeial policy. The most intriguing aspect of this theory is perhaps 
its third element, namely how political institutions determine dass s tructure .  
Esping-Andersen argues that «the welfare state may help manufacture broad dass 
(even cross-dass) solidarity and soeial democratic consensus» (Esping-Andersen 
1 985 :245 ) .  Hence, welfare state and industrial relations scholars have to a large 
extent a mutual understanding of a so-called Scandinavian «social partnership» 
unionism that engages in a broader political struggle to increase the welfare not only 
of all wage earners, but of all citizens . 

What has been most criticized is the structural explanation that these macro­
perspectives provide, i .e. ,  the nature of the aetual process of soeial change (Rothstein 
1 990 :3 1 9) .  Rothstein (1 990:320) argues that the power resourees perspective is 
inadequate because «the mobilization of workers seems in this perspective to be a 
structurally determined proeess». To same extent, the preferences and behavior of 
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organized workers are simply taken as given. This criticism of the mohilization 
approach points to the importance of establishing a micro-Ievel basis for union 
soeial policy action. 

When actually confronting the macro-oriented approach to unionism with 
micro-oriented theories of union behavior, the gap between the two perspectives 
is striking. Economic theories on the role of unions in wage determination predict 
a positive relationship between unions and the level of market-based welfare 
arrangements (Freeman 1 992) . Moreover, rational choice explanations of collective 
action see the strength of organized labor as determined by its ability to control labor 
supply by recruiting members who see unions as furthering their own interests 
(Olson 1 97 1 ) .  The socialization of welfare arrangements could, in both of these per­
spectives, negatively influence union strength by removing vital functions from the 
trade union movement. Do unions actually trade short-term interests for long-term 
institutional power when supporting welfare state expansion? 

The theoretical gap between the micro- and macro- role of organized labor 
illustrates that we have not fully grasped the role of unions in welfare state devel­
opment. The present state of theory on unionism and soeial policy is 
underdeveloped. Moreover, in a situation where public welfare is being cut and 
union density and collective bargaining systems are rapidly changing in many coun­
tries (Ferner and Hyman 1 992) , it is important to understand in greater detail the 
processes of change. The gap between the micro- and macro- role of organized labor 
brings us to the core question of this chapter: why and how do trade unions act to 
increase the welfare of wage earners? In other words, how can we conceptualize 
the role that unions play in the process of changing the private- public mix of welfare 
institutions, by linking micro- and macro- elements of unionism? 

We need to develop theory on how union welfare choices are shaped, and 
later mediated and channeled, by institutional arrangements. This discussion is 
important in order to remove us from the traditional macro-oriented and a priori 
ideological approach to the role of organized labor in soeial policy. The goal of this 
chapter is to build a bridge between a micro-oriented individualistic approach and 
a macro-oriented structural approach to trade unionism. 

Exit, Voice and Loya lty - Bridg ing the Gap? 

In this chapter, Hirschman's ( 1 970) concept of exit, voice and loyalty is offered as 
a possible framework for a discussion of the role that trade unions take in social 
policy. Freeman and Medoff ( I 984) have, inspired by Hirschman, developed the 
concept of a «collective union voice». This is done in order to estahlish a broader 
approach to trade unionism than found in traditional economic theory. Their per­
spective is simple, but important: unions do more than raise wages. They have a 
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social role within an enterprise, significantly contributing to the performance of 
the firm. However, Freeman and Medoff do not engage themselves in a broad dis­
cussion of the impact of possible individual membership exit. And, they do not take 
into consideration at all the issue of loyalty, which is of core importanee to Hir­
schmann's o riginal concept of voice. It is, according to Hirschman, first of ali loyalty 
that «as a rule holds exit at bay and activates voice» ( 1 970:78) . I will argue that it is 
important to include also the concept of loyalty in order to fully appredate the 
complicated mechanisms that determine the role that trade unions play in devel­
oping social policy. This is especially relevant in a setting of «comprehensive 
organizations», even though Hirschman himself did not consider these types of 
organizations. He. was primarily concerned with the behavior of firms. Conflict­
ing loyalties among company-Ievel ,  inter-union, and overall national and 
ideological loyalties will, however, inevitably dominate union dedsions more strong­
ely in a centralized than in a decentralized system. 

Hence, Hirschman's theory must be taken a step further in order to grasp 
fully the role of comprehensive trade unions. Hirschman did focus on how indi­
vidual consumers or members chose between exit or voice. I will argue that exit takes 
place at different levels; at the individual member level, at a union federation level 
and at a national political level when unions and labor parties form a mutual labor 
movement. 

Clearly, unions are constantly faced with the issue of individual membership 
exit and of individual membership loyalty. However, as members of a larger union 
confederation, individual unions can exit by choosing an independent role or by 
joining a competing confederation. 

The third level of exit is of spedal relevance, even though traditionally not 
discussed in the welfare state and industrial relations literatures, namely the ques­
tion of exit from the broader sodal policy partnership in the sodal democratic 
welfare state, i .e . ,  at the macro- level. Should unions follow a separate collective 
bargaining strategy to improve the sodal rights of their members, or should they 
be loyal supporters of public solutions to welfare needs? From this perspective, the 
nearly complete lack of protest (voice) from the Norwegian Confederation ofTrade 
Unions (LO) when the Labor Party Government significantly reduced pension rights 
in 1 992 is especially interesting. Do the LO leadetship and the different unions see 
possibilities of strengthening their position when state responsibility is rolled back? 
"Whatever answer is given to these questions, they illustrate that exit, voice and loy­
alty are also crudal at the national ievel. 

The proposition that there are three levels of the exit and voice trade-off 
introduces a broader political aspect to the voice face of unions in a setting of cen­
tralized sodal partnership, as found in Scandinavia. These are aspects that would 
be difficult to actualize when union activity is located at the plant or firm level and, 
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of course, also when unions are seen as simply aggregating ratio nal individual 
interests in wage bargaining. 

Clearly, there is a need for empirical research on the roles that unions and 
employers have taken in social policy formation. The impact of unions and employ­
ers only becomes visible through an exploration of specific conflicts and their 
resolution. This of one of the main goals of the remainder of this work. 

As a point of departure, section 3.2 places the discussion of union social 
policy action in a broader historical context. In sections 3.3 and 3.4, macro-, and 
then micro-, oriented perspectives to union action are discussed. The final section 
discusses the role of unions in social policy and argues that it is possible to bridge 
the gap between the micro- and macro-Ievels. 

3.2 Historical context -the pol itica l  and economic 
effects of unionism? 

Theoretically we are still left with fundamental disagreements on union motives, 
union behavior and the effects of unionism on economic and political variables . 
The discussion of the political and economic impact of unions has been an inter­
disciplinary debate where economics, sociology, political science and labor history 
come together (See Poole 1 9 84, McNulty 1 984,  Rees 1 977, Kaufman 1 993 ,  
Marsden 1 986) . Despite the long his tory o f  this debate, no theoretical synthesis has 
emerged. It is not possible to present a theoretical consensus on the role that unions 
play in the shifts between public and private welfare arrangements (or in any other 
matter) . This is clearly illustrated by the fact that Richard Freeman in 1 992 could 
ask the following question: «Is a less organized workforce good, bad or irrelevant?» 
(Freeman 1 992: 1 44) ) .  

The academic interest in unions can b e  traced back to the classical econo­
mists and political theorists . Even so, in classical political economy, unions are not 
given an important role. Rather, the classical economists generally assumed that the 
naturai long run price of labor was a subsistence wage and regulated by «natural 
laws» such as the theory of a given wage fund l .  However, by the nineteenth century, 
this was widely recognized to be a culturally determined leve!. The fact that work-

' Even though Marx saw unions as one of severai wea pons in the dass wa r. u n ions were in no 
way the most im portant too l for creating revol ut ionary change. Marx saw them as d ay-to­
day efforts by workers to restrict the effects of competition in the labo r  ma rket. U n ions were 
a means for mobi l iz ing the strength of l abor against the capital  dass. They were themselves 
a resu lt  of ind ustria l i zation and a mode of cap ita l ist product ion .  In that sense M a rx has a 
theory more a bout why un ions appea r than of the i r  rale in a capita l ist society. One (Conti n ued) 
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ers might have a higher standard of living and social securiry was increasingly being 
supported. Nevertheless, by the turn of the century «analysis of unions was not yet 
considered to be properly the undertaking of the economist» (McNulry 1 984: 8 1 ) .  

Sidney and Beatrice Webb's analysis o f  British unions i n  their work «Indus­
trial Democ:racy» and Richard Ely's work on « The Labor Movement in America» 
contributed to putting unions at the center of labor history and labor economics. 
The new element in their analyses Was the acknowledgement of the importance of 
institutional factors in the functioning and outcomes of the labor market. Fueled 
by growing conRict and tension related to the industrialization of western eco no­
mies the term <<1abor problems» came to be used after the turn of the century. The 
labor problem perspective emerged in economics and sociology as a reaction against 
the doctrines of classical economics and social Darwinism, both justifYing the pre­
vailing system oflaissez-faire capitalism and a hostile attitude towards union activiry 
(Kaufman 1 993:4-5) .  The lab or problem approach became the intellectual and 
policy core of the new field of industrial relations, engaging labor economists, 
sociologists and, later, political scientists. To a large extent, the «labor problem» 
approach has survived and can be found in contemporary industrial relations 
research. Typically, many writers have an implicit normative component in their 
analysis (Poole 1 984, Martin 1 989) . 

The term industrial relations was from the outset little more than a shorthand 
for «the relations between labor and capital in industry» (Kaufman 1 993: 1 ) .  How­
ever, the meaning of the term expanded quickly and came soon to represent an 
academic field of study, covering a broad range of research on unions, collective 
bargaining and the political and economic effects of unions. As an academic disci­
pline, industrial relations is heterogeneous2• 

First, the tradition of labor economics has engaged itself in a continuous 
debate over the role of institutions (unions and collective bargaining) in the labor 
market. Can unions be integrated into an interpretation of the labor market as a 
process of supply or demand based on marginal wage determination? Neo-classical 

(Cont inued) can say that in a Marx ian perspective u nions a re u n re l i able a l l ies i n  the revolu­
t ionary strugg le  beca use of their  tendency to choose shor- term imp rovements over revolu­
t ionary act ion.  Th is  point i s  stressed a l so by neo-Marxist scholars .  Kel ly, for example, writes 
in h i s  book on trade u nions  and  soc ia l i st pol itics that: « Ma rx a n d  Enge ls  never developed a 
s ing le, coherent and rigorous theory of trade u nionism which enab led them to promote and 
develop a l i ne of ana lysis through the u ps a nd downs of  c lass struggle» (Kel ly 1 988: 1 2) .  

2 O n e  shou ld  b e  aware o f  t h e  fact that the term industria l  re lations i s  used i n a variety of 
ways. It can be used to refer to both labor economics a nd more soc io log ical ly-oriented stu­
d ies of col l ective barg a i n i ng and trade un ionism (see Kaufma n n  1 993) or, a lternatively, it i s  
used i n  a na rrower sense referri ng to the institut iona l  socio logy of l a bor relations (see Poole 
1 984) . 
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economists would argue that unions want nothing bur more, in economic terms, 
and that their primary economic impact is to raise wages at the expense of unor­
ganized workers and to negatively affect the efficient functioning of the labor market. 
Institutional economists would, however, argue that «unions have beneficial eco­
nomic and politica1 effects» (Freeman and Medoff 1 984:3) . This conflkt has been 
at the heart of the debate between labor economists since the turn of the century 
and is yet to be resolved (Kaufman 1 993, Marsden 1 986, McNulty 1 98 1 ,  Rees 
1 977) . 

A second and closely related approach to the nature of trade unionism could 
be found in individual based theories of collective action (Olson 1 97 1 ,  Elster 1 986, 
Pizzorno 1 986) . These theories do not attempt to answer if unions are compatible 
with the optimal functioning of a (free) labor market. Rather, the debate on «the 
logk of collective action» raises the question of the individual component in un­
ionism and thereby puts forward an understanding of the determinants of union 
action in order to survive as voluntary membership organizations. More than the 
limited rational choke perspective in itself, it is the discussion ofhow to introduce 
a broader range of motives behind wage earners' inclination to join unions that has 
contributed to an increased understanding of the possibilities of and restraints on 
union action. This individual perspective is important because it focusses on the 
fact that unions are separate actors also in a social parrnership system, and that their 
strength lie in the ability to control the supply of labor. 

However, both of the former approaches tend to keep the union itself in the 
background as the passive object of individual choke. An important alternative is 
to be found in the sociologically dominated traditions within industrial relations. 
A tradition of union and industrial relations scholars have been engaged in a dis­
cussion on the nature of unionism and the determinants of union development and 
action. This tradition is largely macro- oriented and the debate has centered around 
the impact of structural, organizational and subjective factors on union behavior. 
Are unions relatively similar in their ambitions and goals, bur shaped differently 
by environmental and structural conditions? Or do subjective factors such as ide­
ology, norrns and culture have significant impact on the character of unions? Modem 
welfare state research has a dose resemblance with this macro-oriented industrial 
relations school through its theory of an ideologica1ly-oriented homogenous un­
ion movement acting in social policy, not as a separate actor, bur as a branch of a 
joint labor movement. 

The de bate over trade unionism has taken a very different path. In labor 
economics there has been a long-running discussion between neo-classical 
approaches and institutional perspectives, on whether the labor market can be per­
ceived adequately as ruled by market forces and understood by general peke theory. 
In sociology and political science the debate has to a much larger extent focused 

88 



on the role of unions as social partners and the determinants of «social action» tak­
en by unions. The rational choice perspective can to some extent be seen as a mixture 
of economic and sociological perspectives by basing an analysis of social and insti­
tutional phenomena on individuals' maximizing self-interest. 

3.4 Macro-oriented perspectives on un ion action 

Industrial relations theory is largely based on the concept of models of unionis�, 
where dass, state and market are linked together systematically. A dassification 
developed over fifty years ago by Haxie is still relevant. He defined three main func­
tional types : «business» ,  «upIift» and «ideological» (Mayhew and Turnbull 
1 989 :  1 24) . Business unions - the primary interest of labor economists - seek to 
influence the terms of the empIoyment relationship in a narrow sense. «Uplift» 
unions seek, in addition, to increase their members' social welfare and status, while 
«ideological» unions are concerned also with transforming society. It is interesting 
to see that Haxie's dassification corresponds with more re cent dassifications . 
Edwards ( 1 986: 1 O) differentiates three types of Western-st yle unionism. First, 
unions may act primarily as bargaining agents for particular gro ups of workers, as 
is often the case in the U.S. and the U.K. Second, unions may serve as a constitu­
ent element in systems of «political unionism» as found in France and Italy. And, 
third, unions may operate as partners, even junior ones, within social democratic 
governing arrangements, as we hnd in Sweden and Austria. 

Cella and Treu (from Martin 1 989) argues somewhat in the same fashion 
in their model of unionism, differentiating «opposition» unionism (France, Italy) , 
«business» unionism (U.S. ) ,  «competitive» unionism (Britain) and «participatory» 
unionism (Germany, Austria, Scandinavia) . The nature of union sttucture, union 
density, collective bargaining and work place organization vary systematically across 
these models of unionism. Typically, business unions are a mixture of craft unions 
and industrial unions, with a low union density operating in a decentralized sys­
tem of collective bargaining. Participatory unionism is characterized by the 
combination of occupational and industrial unions, with high union density in a 
system of centralized collective bargaining. 

An important part of the concept of models of unionism is that both unions' 
goals and strategies varies systematically. In the famous «Development of Western 
Labor Movements», Kassalow ( 1 965) argues that there is a distinct difference be­
tween union strategies in Europe and the United States: 
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«It is fair to say, however, that in their bargaining and industrial activities 
they do have a different attitude toward government action and political 
action than do American unions. Typically, for example, in many of these 
countries the unions accept government legislation as the regulator of such 
items as paid vacations and paid holidays. They also look to the government 
almost exdusively for social security items such as pensions, health and 
welfare in contrast to Americans which also bargain «privately» on many of 
these items» (Kassalow 1 965 :32 1 )  

A version of  this argument i s  put forward by Freeman ( 1 990:305) arguing that «in 
contrast to business firms, which behave similarly in all capitalist countries, maxi­
mizing profits or something closely to it, trade unions have a «national» dimension, 
operating under distinct institutional arrangements across countries» .  In other 
words, union motives and ambitions vary systematically across countries, produc­
ing distinct different models of unionism. 

It has become commonplace to argue that «ideological» unions or «social 
partner unions»,  which organize a large proportion of the labor force - in Mancur 
Olson's formulations, «comprehensive organizations» - are more likely to pursue 
class-compromise strategies than will unions with narrower constituencies (Pon­
tusson 1 992:3 1 1 ) .  An important part of this dass comprornise is traditionally 
regarded to be the socialization of welfare policies through legislative measures. 
Sweden and Norway are typically seen as a representatives of the so-called social 
partner type unionism. An important feature of both «social partner unions» and 
«political unions» is the idea that transforming the capitalist system of production 
is the overall goal of the union. It is not more than 1 8  years since Walter Korpi 
( 1 978: 1 6) argued that the future of capitalism in Sweden was uncertain because the 
large majority of wage earners are members of unions, and because the competi­
tion between white and blue collar unions had been reduced. 

This approach can be labeled an «ideological theory» of the union role in 
social policy change. It covers both why unions behave as they do and how they 
achieve their goals. In other words, the socialization of welfare policies comes about 
because of a) an ideological preference for political solutions and b) unions' ability 
to abdicate from the bargaining arena and instead support political solutions, i .e . ,  
unions are able to remain loyal supporters of the welfare state regime without loos­
ing membership strength. Hence, a critical question must be asked: How can unions 
create internal discipline in national union federations, and to avoid exit from the 
sodal partnership? According to the industrial relations perspective the glue in the 
system is first of all of an ideological nature. Party and unions are branches of a 
mutual labor movement with common goals of a full employment welfare state. 
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This ideological approach to unionism can be traced back to the Webbs' notion of 
«collectiveness» as the goals of union action. It is fascinating to see the resemblance 
between the dassical works on unions before the turn of the century and the cur­
rent debate on social democratic corporatism. The Webbs saw the major function 
of trade unions as being «the higgling of the market» and sought as a fundamental 
objective the protection afforded by mutual insurance, collective bargaining, arbi­
tration and legal enactment in order to reduce the evil effects of industrial 
competition (from Poole 1 9 8 1 :56) .  They saw a movement towards collectivism 
through a process in which collective bargaining would gradually be replaced by 
the method of legal enactment. Korpi and Esping-Andersen currendy argue in the 
same fashion, when postulating that the strength of organized labor is vital to 
understand why and how occupational welfare arrangements are marginalized by 
generous public welfare arrangements in order to «decommodif}r» labor. Therefore, 
it is not only a theory of the effects of unionism, it is also explicitly and implicitly 
a theory of how public policy develops. 

Before conduding this section, the difference between how unions and 
employer organizations are approached should be noted. In contrast to unions, 
employers are generally seen as following the same logic across countries and over 
time. Paradoxically, this implies that industrial relations scholars tend to share the 
same basic assumptions of employer behavior as those underlying neo-dassical 
economic theory. This is a questionable assumption. The apparently greater 
willingness to join forrces among European employers, compared with their coun­
terparts in the U.S . , could be explained by differing national traditions . Parallel to 
the argument that unions have unique national dimensions, this could also be true 
for employers. Scandinavian employers would hardly want to import the U.S. sys­
tem ofhealth care, once strongly supported by U.S .  employers . Why? Is it because 
they possess some distinct national character? Pontusson ( 1 992:3 16-320) argues 
that, in the Swedish case, that at least there was a «normative consensus» between 
labor and capital that provided a basis for a dass collaboration. He sees Volvo «as 
the principal representative of the dass collaborationist wing of the business com­
munity» . Windmuller ( 1 987:38) argues that even though the reasons for the 
differences among employer organizations are not entirely clear, they are likely to 
be connected with national traditions, such as a distinct Arnerican business ethos 
and a sense of shared interest among European employers going back to the guild 
era. 

An example of the national role that employers play in social policy is the 
development of so-called welfare capitalism, emerging before the depression in the 
United States. ]acoby ( 1 996) uplains the distinet historical strategy of American 
employers by the prevalence of large firms able to afford their own private welfare 
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programs and argues that managers from several of these firms dedsively shaped 
the American sodal welfare system. 

The importance of the employer profile may have spedal relevance when it 
comes to the state as employer. Public sector unions could face a softer employer 
front due to government vulnerability to strikes and to its ability to tax and bor­
row to meet payrolls . In addition, the state as employer has a long tradition in most 
countries to meet the sodal needs of its employees, offering good pay and working 
standards. In most European countdes the state was the first employer that provided 
old-age pensions and sickness benefits to its dvil servants. Thus the size of public 
employment is an important variable to explain the development of occupational 
welfare benefits. 

Taken together, macro-oriented theodes of unionism provide an approach 
to how unions behave in order to increase the welfare of their members, based on 
distinct welfare goals and policy strategies across national union movements. In other 
words, ideological motives become crucial to explain union behavior. We are, thus, 
left with a central problem in the macro-oriented traditions of trade union mod­
els: On one side the Webbsian inspired idea of a shared set of goals underlying union 
action, and on the other side the existence of different union models. This illus­
trates the lack of a micra-foundation. Why would unions as a general rule prefer 
political solutions to welfare needs? And, what is the mechanism behind the repro­
duction of union strength if welfare arrangements systematically are moved from 
the company level to the national political level? These questions remain basically 
unanswered in the industrial relations discussion. 

3.S M icro- oriented approaches to unionism 

Unions can, as an alternative to the macra-oriented perspectives, be approached 
«from below». Following a ratio nal choice view, the natural starting point is the 
utility function of the individual member, assuming that union preferences are 
derived from individual preferences (Mayhew and Turnbull I 989: 1 05) . Moreover, 
as having «utilitarian» preferences the total welfare of a union is the sum of its 
members' utilities. This perspective, developed from Dunlop's work on union utility 
functions, plays an important role in temporary economic research on unions (Os­
wald 1 987:33) . Moreover, within social choice theory and related approaches (public 
choice) collective rationality is seen as a question of coordinating and aggregating 
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individual preferences (Elster 1 985 :33) . Hence, the issue of union collective action 
could also be approached as a social choice problem. 

The labeling of the different individual-oriented approaches is of no great 
importance. At this point we should recognize that at the heart of these perspec­
tive is the prediction that individuals maximize their own direct wage through a 
collective action based on individual rationaliry. No doubt, wage earners j oin 
together in order to increase their individual remuneration from work. According 
to economic theory workers do this to control the supply of labor and to thus raise 
the wage. Hence, the dominant economic view of unions is that they raise wages, 
referred to as the monopoly face of unions, because they control the supply oflabor 
(Williamson 1 985 :252) .  Because of this trade unions per se represent a challenge 
to traditional economic theory. Unions are in the simplest neo-dassical models seen 
as intervening negatively with the functioning of the competitive market. They 
increase wages at the expense of unorganized lab or and contribute to increased 
unemployment. Therefore, in the long run, unions would reduce the total welfare 
produced - public and private - by reducing the total production in the economy. 

Moreover, according to economic theory, «it is a well established tenet that, 
other things equal, people would rather receive X in cash than a commodiry that 
cost X» (FIanagan et al 1 989:242) . The reason is that, with cash, persons can choose 
freely to buy a variery of commodities, thus allowing them to maximize their util­
iry. 

Therefore, different economic-oriented perspectives lead to a conclusion 
basically different from the Webbsian tradition of collective action: Unions raise 
the direct wage of their members (in the short run) . And, moreover, union mem­
bers do not seek broader universalistic solutions to their welfare needs. 

A closely related perspective is the rational choice approach to unionism. 
According to this approach individuals are motivated by individual assessments of 
self-imerest, i .e. , they calculate whether or not the costs of organizing are less than 
the benefits they will receive. The ratio nal choice of action when a public good is 
needed would thus be to ride free, thereby undermining the abiliry to control the 
supply oflabor. The classical « free rider problem» states that all organizations must 
solve this problem in order to create an effective organization (Olson 1 97 1 ,  Cole­
man 1 990) . A rational choice theory would predict that large organizations (e.g., 
large unions) , with very limited soeial incentives accruing to individual members, 
will use closed shop or selective incentives to secure their membership bases. 

Taken a step further, the free rider problem indicates that organizations that 
successfully have comributed to the establishment of statutory welfare schernes 
would lose an important incentive for rational individuals to remain members. 
Therefore, the notion of selective incentives represents a sharp contrast to the more 
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idealistic view of Scandinavian unions as favoring broad universalistic welfare 
arrangements, and working in dose cooperation with a social democratic party. 
Rather, it points to unions as separate actors governed by twin goals : to survive and 
to recruit members . Therefore, individually-based approaches to unionism do not 
easily explain why unions would, first, prefer non-wage benefits before direct wages, 
and second, advocate the introduction of statutory social security. Rather, in the 
rational choice perspective, unions would seek to establish welfare arrangements 
exclusive for their members. 

The nature of individual motivation? 

Important critiques of the rational choke perspective have been pur forward that 
can help provide individually-based explanations to union social policy action at 
the firm level and to the union choke of public and private solurions. Two argu­
ments are of special relevance to this discussion. First, one can argue that individuals 
are motivated by more than just self-interest when choosing to join a union or not 
(Knoke 1 990,  Stokke 1 992) . Closely related to this approach is Pizzorno's ( 1 986) 
argument that the notion of self-interest is muddled and can therefore not be the 
basis for an understanding of collective action. Second, one can argue that institu­
tional factors play a separate role when understanding union activity (Mayhew and 
Turnbul 1 989, Marsden 1 986, Pool 1 984) . 

The «multi-motivational model» is based on the notion of a ratio nal indi­
vidual approach to the study of collective action, bur argue that individual members 
oforganizations are motivated by emotional attachments (affective bonding) and 
normative conformity (Knoke 1 990 :43-45) . Related to the social policy role of 
unions a «multi-motivational» approach implies that union leaders must balance 
individual members» economic interests with the overall political image of the 
union, thereby establishing a fundament for a synthesis between micro- and mac­
ro- perspectives to trade unionism. 

Pizzorno, however, takes the argument a step further. He argues basically 
against the concept of explaining sodal action in terms of ratio nal choice, even 
though he remains individualistk in his approach. He points to the fact that co 1-
lective action actually takes place without selective incentives being present, and 
concludes that «if I know that the meaning of my action is not the acquisition of 
utilities but the securing of recognition, then I will hold the use of categories like 
«altruism» and «egoism» as merely stereotypical and deeply undiscerning» (Pizzor­
no 1 986:372) . As an alternative he sees the action as becoming an end in itself, 
shaping the identities of the participants. In this perspective also monetary goods 
that can be enjoyed individually, and can be evaluated in terms of maximization of 
utilities, have a direct reference to some collective identity. Hence, following this 
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perspective, one could argue that action taken by unions in soeial policy is producing 
more than individual goods to utility-maximizing members, it is collective action 
that contributes to shaping the individual self and the reconfirmation of the col­
lective identity by promoting justice or equality. 

Despite this critieism and the obvious need to include a broader range of 
motives behind union membership and, hence, union action, the micro-oriented 
ratio nal choice perspective points to an important constraint on union behavior. 
The goal here is not to go into great detail on the question of why individuals choose 
to organize, but to point to a dilemma that union leaders face. The focus on both 
individuals' maximizing behavior and a broader ideological, but individual, dimen­
sion to unions creates a dilemma. If a strong union supports the socialization of 
social policy it is faced with the following situation: Even if it is numerically strong, 
its success in improving statutory social welfare through a collective voice makes it 
functionally less important (to rational individuals) . To the union, the loss of its 
individual power could be compensated for by an increased general support for the 
union movement as a whole, i .e. ,  stronger support for being a loyal supporter of 
universal welfare schemes. To establish this tradeoff, unions must be able to stand 
out as important for the establishment of the public programs - i.e., as its efficient 
guard and advocate. There is, however, reason to believe that even if successful in 
the early phases, the positive effects of these successes will be reduced over time, 
leaving the unions with a weakened base for recruiting members. Especially in a 
situation of economic downtum, where wage increases are small, the reduction of 
union functions can be especially problematic. 

Freeman and Medoff ( 1 984) present a theory of union behavior that could 
be closely linked to a multi-motivation approach. Their goals have (also) been to 
broaden the rather narrow traditional economic understanding of unions by argu­
ing that unions have «two faces».  The first is the traditional monopoly face of 
unionism trying to increase the direct wage. Freeman and Medoff's ( 1 984) contri­
bution have been to introduce a social or political side of unionism described under 
the heading of «voke» . In modem industries the voke face of unionism provides 
employees with a means for communicating with management; it can provide col­
lective goods through collective bargaining such as safety conditions or pension plans 
and it alters the social relations of the work place. Freeman and Medoff ( 1 984:5-
6) conclude that: «The meaning of the results of our study of U.S .  trade unionism 
can best be understood by recognizing that unions have two faces, each of which 
leads to a different view of the institution: a monopoly face associated with their 
monopolistie power to raise wages; and a collective voice/insrirurional response face, 
associated with their representation of organized workers within the enterprise». 

The theory of a «voke face» of unions is from the outset intended to explain 
employee preferences for occupational welfare as a part of the total remuneration. 
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As voluntary membership organizations unions would typically take the social 
demand from individual members into consideration partly by increasing the pres­
sure for employer-sponsored benefits and partly as mutual self-help systems. Unions 
are the voice of the ratio nal economic and sodal interest of their individual mem­
bers. Freeman and Medoff's basic point is that the voice face of unions dominates 
the monopoly face, thus securing a more efficient eco no my. 

The theory does not, however, convindngly argue why unions, to varying 
degrees, advocate company-based, contractual and political solutions. Moreover, 
unions do not always get what they wam. They interact with employers and in some 
cases with governments. Therefore, there is reason to believe that unions use voice 
in a strategic manner, trying to maximize welfare provision in different arenas. In 
this sense, economic theory has a stereotypical and rather static approach to the 
choice between statutory and occupational benefits. It attempts only to explain why 
unions would increase occupational welfare as a part of the total remuneration 
package, rather than choosing between contractual or statutory arrangements . 

Even though the «two face» theory of unions is focusing on the sodal role 
within an enterprise, it could be relevant, and even more useful in a setting of «com­
prehensive organizations» .  In the presence of centralized bargaining and a relatively 
strong Labor Party, the «collective voice» can be us ed at different levels of dedsion 
making. The voice face of unions has broader political aspects connected to a cen­
rralized sodal parrnership, and to their role as a political pressure group. These are 
aspects that are difficult to realize when union activity is located at the plant or firm 
level, and when unions are seen as simply aggregating individual interests in wage 
bargaining. Unions have more channels available for their collective voice, which 
again makes the issue of loyalty more important. 

Espedally in a time of rapid public policy changes, unions could be expect­
ed to respond in a collective voice, increasing their efforrs ro provide alternatives 
ro the public benefit provision. It could be done as a response ro the demand from 
their members or because the unions see the possibility of strengthening their 
position by showing their imporrance as sodal policy emrepreneurs. Benefits gained 
through collective bargaining are more visible than are wage gains and can there­
fore enhance the image of union officials in the eyes of current and potential 
members . 

The nature of institutional determinants on union behavior7 

Another critique of the pure ratio nal choice approach to union behavior is the idea 
that institutional factors play a separate role (Mayhew and Turnbu1 1 989, Marsden 
1 986, Pool 1 984) . Union preferences cannot be resolved simply by adding more 

96 



variables to the existing (individual) utility framework. In addition, unions must 
be analyzed as «formal institutions» with objectives such as survival and growth, 
bargaining power and unit y in single unions, and unity among unions in larger 
national federations . Only by including these aspects of unions can the full range 
of their activities be understood. To a large extent, the real issue is «whether or not 
individual union members possess objectives and preferences defined purely by their 
own selfish preferences as rational, utility maximizing individuals, or whether there 
exists a more complex web of determination where individual preferences are par­
tially constituted in their relation with the union» (Mayhew and Turnbull 
1 989: 1 1 2) .  The simple fact that collective bargaining and state intervention in social 
policy varies over time and from country to country indicates that union behavior 
cannot be fully understood by simply adding more variables to the individual util­
ity framework. This should stimulate a discussion as to how the social choices of 
unions are mediated and channeled by institutional arrangements. Institutions also 
become independent variables, i .e . ,  the institutions that we create have effects upon 
the forces that create them. 

Three elements of the industrial relations system have received growing 
attention in the industri al relations literature: ( 1 )  the degree of union competition, 
(2) the impact of public sector unionism and the growing number of female mem­
bers, and (3) the level of centralization of collective bargaining. The structure of 
industrial relations constitutes an important filter of union behavior in social pol­
icy. On example of the importance of this filter, found in a closely related field of 
study, is the fact that the level of centralized bargaining combined with ideological 
features of the actors are understood to be important explanatory variables when 
discussing the wage spread in general and gender wage gaps specifically (O'Donnell 
and Hall 1 988,  Whitehouse 1 992) . The degree of centralization contributes to sig­
nificant variation in national outcomes such as employment rates, rates of part-time 
work, wage differentials, and wage gaps between men and women. 

In the industrial relations literature, the impact of changing internal union 
structure has received growing attention. Even though countries may have relatively 
similar levels of membership, the level of competition among unions and the un­
ion strucrure might differ significantly. In Norway, there are competing unions for 
both white- and blue-collar workers, while in Sweden unions have divided the 
membership market more finely, preventing union competition to a much larger 
extent. The level of union competition in combination with the relative size of the 
of unorganized workforce will clearly affect the range of union strategies. 

Another aspect of the internal union structure with presurnably great im­
portance for the development of unions' social policy goals is the growing number 
of public sector employees and of (of ten closely correlated) female members. In all 
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western countries, especially in the Scandinavian countries, women have moved in 
massive numhers imo the labor market. This transformation has not only changed 
workers' preferences, it has also affected the trade union movement from within. 
Public sector employees have a long tradition of receiving occupational welfare as 
a part of their wage package. Therefore, the social rights of the public employees 
serve as a focal point for union action. Moreover, the growth of public sector em­
ployment could impose new contlicts on organiz�d labor. Swenson ( 1 99 1 :  381-383) 
argues that the combination of «economic stagnation or crisis of competitiveness 
on one side and government growth on the other hand can turn latent contlicts 
within lahor into open rivalry, making private sector unions available for external 
alliances.» Private sector unions have material reasons to reduce the size of the public 
sector, in order to reduce the level of personal and corporate taxes. In other words, 
the advanced welfare state can break up organized labor as a united force behind 
government growth and anti�market principles. In Norway, the large force of wel­
fare state employees has proven to be a considerable army in the def ense of the 
present welfare state model (Martinusen 1988 ,  Jenssen and Martinussen 1 994) . 

In addition, there is some evidence that unions have increasingly acknowl­
edged the importance of women, particularly in the female-intensive public sector 
(Freeman and Leonard 1 987:206) . The increase in women's membership is impor­
tant because it may push the traditional union focus away from the social needs of 
the one-earner family, recognizing that women employees hold major potential for 
union growth. The increasing female union influence could, following the wide­
spread feminist critique of the welfare state (Stang Dahl 1 9 9 1  , Gornick 1 995) ,  shift 
union support towards increased basic universal schernes and away from income­
related systems which inherently favor high-income workers with continuous work 
histories. This is rypically an argument based on different female values related to 
social policy. As rational individually-oriented actors, a growing number ofhighly 
educated and full-time employed women would, however, support the traditional 
income-related welfare systems. Hence, there is potential for conflict over feminist­
oriented welfare state strategies . 

And third, the industrial relation system depends upon the organization of 
employers. There are, however, limited data on employers associations. To the extent 
that they do exist, they indicate that «the rate of organization among employers' 
associations equals or exceeds the corresponding rate for trade unions» (Windmuller 
1 987:37) . The existence of a strong and centralized employers' organization is cru­
dal to use collective bargaining as a broader or solidaristic social policy instrument. 
If the establishment of occupational schernes is important to stimulate the growth 
of public responsihiliry (Le . ,  a positive dialectic) , this implies that well-organized 
capital is a s ignificant determinant of welfare state growth, and thus that 
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decentralization trends in collective bargaining could be critical for the future role 
of solidaristic welfare policies . 

In Norway, as in other countries, the peak roles of the LO, and the Confed­
eration of Norwegian Business and Industry (NHO) in the private sector, have so 
far established a national centralized arena for union, employer, and (of ten) gov­
ernment interaction. Social policy questions have been placed directly on the 
national bargaining table in the private sector, with, of course, immediate spillover 
effects into bargaining in the public sector. It should be recognized that the oppor­
runit y to bargain over social policy issues can be an important mechanism for 
keeping the centralized bargaining arena open in periods of wage freeze or wage 
restraint. It provides an image of union efforts and of traditional conflict between 
unions and employers. Therefore, its symbolic functions are vital. 

Taken together, a rational choice approach points to the fact that unions are 
membership organizations, and must put survival at the top of the agenda. Clearly, 
an organizational strategy that removes or reduces the individual rationale for joining 
the union is not possible. The core question becomes therefore, to what extent the 
broader motives for union membership exists. The existence of a loyalty to a broader 
political goal will put pressure on union leaders to constantly rethink and to find a 
new balance between the pure economic interests of their members and a broader 
ideological goal. Analyses of wage bargaining in Norway have shown that general 
ideological arguments and the need to legitimize wage claims as part of a broader 
social solidarity are crucial factors behind union strategies (Høgsnes 1 994) . 

The crux of the matter is that this delicate balance is shaped and mediated 
not only by general political developments, but by the nature and structure of the 
industrial relations system. Especially in the situation of a centralized industrial 
relations system, unions are faced with severai avenues for increasing the welfare of 
their members; company-based schemes, industrial or centralized collective agree­
ments, or statutory schemes. Union leaders must find institutional solutions that 
strengthen individual member loyalty and make exit costly. The existence of inst i­
tutional determinants on union action and strength puts the interplay between 
union strategi es and the development of the industrial relations system as the core 
issue. Of course, social policy choices are only one out of severai strategic issues that 
unions and employers are faced with. Even so, there is no theoretical basis for the 
conclusion that social policy questions (i.e. , indirect remuneration) are governed 
by a fundamentally different logic than are the issue of direct wages, employee 
participation, and so forth. 
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3.6 Unions and social policy - the value of loyalty. 
Theoretically, the challenge is to integrate individual and institutional elements of 
unionism to find a basis for traditional macro-perspectives on the role of trade 
unions in sodal policy. The discussion in this chapter can be summed up in Figure 
3 . 1 .  offering an illustration of a possible synthesis of how the sodal policy choices 
of unions are shaped by individual and institutional determinants and filtered 
through the system of labor relations. Moreover, the actual choices made create 
important feedbacks on individual motivation as well as on the institudonal con­
structions. 

Figure 3 . 1  shows that union sodal policy choices are formed by both indi­
vidual and institutional elements . Moreover, the making of the industrial relations 
system can create very different arenas (or levels) shaping the formation of union 
social policy strategies. In other words, the choke between exit, voke and loyalty 
is played out on three levels: between individual union members and the union, 
between unions and a national confederation of unions, and between national con­
federations and the government (which is often turned into a tri-partite relation­
ship between unions, employers and government) . 

As already suggested, Hirschman's concept of exit ,  voice and loyalty can 
provide a framework for the synthesis between individual and institutional 
approaches to trade union behavior. Freeman and Medoff ( 1984) argue that the use 
of the collective voke focusses on important aspects of unionism that are not relat­
ed to just gaining the highest possible wage increase. Their two face theory does 
not, however, take full advantages of Hirschman's main point, i .e. ,  that the choke 
between exit and voke is determined in a dose interplay with loyalty. Moreover, 
neither Hirschman originally, nor Freeman and Medoff, differentiates levels of 
decision-making in the process of exit, voice and loyalty. I will argue that it is crueial 

F igure 3 . 1  The Formation of Trade U n ion Soda l  Pol i cy Choices - an I I l ustrat ion.  
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to grasp how exit and voke can be used on different levels and how loyalty can have 
different implications on these levels. The different levels of exit voke and loyalty 
is illustrated in flgure 3.2. 

First, the interaction between the individual member and his or her union 
is the core question. Each employee can choose to join a union and, once a mem­
ber, each individual can choose to exit the union or to use voke as a protest. The 
willingness to remain a union member is partly dependent on the feeling ofloyalty 
to the union, the union's overall goals and the single member's capacity to influ­
ence the organization. At this level, the issue of why individuals choose to organize 
becomes central. The concept of exit flts nicely with the notion of rational indi­
vidual union members motivated by self-interest, simply calculating the cost of 
organizing compared to the beneflts they will receive. In other words, exit is dose 
at hand when relative costs are increasing. The main problem with a narrow rational 
choice perspective is the fact that exit is the only option taken seriously. The sim­
ple fact that members express their dissatisfaction directly illustrates that there is a 
broader individual dimension to unionism, dosely linked to loyalty. By introduc­
ing the idea ofloyalty as attachment to the overall ideas of the union, the nation of 
self-interest becomes muddled. Members are still to be seen as ratio nal individu­
als, but their choice of exit is governed by more than produdng individual goods 
to utility-maximizing members. 

By initiating collective bargaining over welfare benefits, union leaders can 
give an important signal of mutual action, of a common cause. It confirms a col­
lective identity, crudal for all unions, by promoting sodal justice and equality. This 
could also be the case for attempts by unions to expand public programs, even 
though the long-term effect on individual loyalty and membership is more uncer­
tain. If loyalty, however, is very strong, support for broad welfare solutions could 
be seen as rational long-term self-interest, a sort of enlightened self-interest by each 
member. In this case, the existence of loyalty in Hirschman's terms could contrib­
ute to a solution to the free rider problem at a individual ievel. 

F igure 3 .2 .  Three level s  of exit, voice and loya lty choices. 
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At the second levd, the interplay takes place between the individual union and the 
larger union ·confederation. At this level, the exit option is held to be uniquely 
powerful. Dissatisfied unions constitute a threat to a broad national union federa­
tion. In the Norwegian setting, individual unions would typically be industry-wide 
or national professional union federations. In this respect, unions act as individu­
als choosing between using exit or using voke to further their interests. In all of 
the Norwegian confederations (LO, YS, and AF) , member unions are on a volun­
tary basis tied to the centralized decisions made by the confederations. Balancing 
the needs of each national member union and the need to keep the centralized lev­
el intact has been historically one of the core challenges for LO leaders in Norway. 
Hence, at this second level, the degree of centralization is important to understand 
the nature of the exit and voke process. A high degree of centralization - as, for 
example, found in the Norwegian LO-federation (Dølvik and Stokeland 1 992) -
will probably imply a relatively high degree of loyalty as a precondition for voke 
rather than exit. Especially if the largest and/or strongest unions seek exit from an 
objectional state of affairs, the functional importance ofloyalty becomes important. 
A high degree ofloyalty would make the potentially influential union stay on longer 
than it ordinarily would. Obviously, loyalty is not constant across unions and un­
ion federations. Hence, the importance of loyalty as a barrier to exit can vary sig­
nificantly between unions and over time. No doubt, the relatively long period of 
wage moderation in Norwegian wage bargaining, the so-called solidarity alterna­
tive, did put severe pressute on the LO confederation. There is reason to believe 
that, Norway, a relatively high level of loyalty, combined with actual economic re­
covery, was necessary to keep up wage restraint at this leve! for a relatively long period 
of time3• 

As already noted, this second leve! introduces an internal union aspect in 
order to understand union social policy choices at the national level. The structure 
of unionism - public sector unions, female members, union competition - will 
significantly change the face of trade unionism. The institutional elements are im­
portant because they change the conditions under which exit will prevail over the 
voke option and vice versa. Increased competition and internal conflict can reduce 
the possibility of «loyal» ideological support for solidaristic we!fare policies, and may 
provide incentives for pursuing narrower goals of individual union interests. A broad 
national union strategy cannot be carried through without a high leve! of union 
discipline. High-wage white-collar unions may be willing to give up more in terms 
ofwage increases to pursue occupational welfare, compared with unions representing 
low-wage workers .  Furthermore, new professional unions do not share the 

3The  1 996 i n dustry-wide negotiation marked a brake with the wage moderation po l icy. It is  
too ear ly to conc lude if this w i l l  be the exception o r  the start of a new ba rga in ing  strategy. 
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traditional blue-collar union commitment to the goals of sodal democracy. And 
last, public sector employees have traditionally enjoyed a broader system of occu­
pational welfare benefits than private sector employees. Therefore, changing patterns 
of unionization can contribute to a shift in union strategies. 

At the third level, we must take into consideration the choice that the sodal 
partnership union faces as a partner in a broader alliance between organized labor 
and a social democratic party and/or government. Hence it is taking part in a tri­
partite relationship among unions, employers and the government. Should the union 
be a loyal supporter of national welfare and income policy goals, or should they seek 
exit by creating labor market based welfare schemes and decentralized wage deter­
mination? Or, more relevant to the current debate over welfare state development, 
how should the national union federations respond to reduced benefit levels in 
public schemes? Are they willing to trade off the political voice with the uncertain­
ties of an improvement through collective bargaining efforrs? To a large extent, the 
national union strategy is dependent on the amount of loyalty that can be estab­
lished in favor of the sodal parrnership. General political considerations, the history 
of institutionalized formal cooperation with political parties can play a role by cre­
ating the basis for political loyalty. On the other hand, increasing union competition 
can make it harder for a weakened LO federation to choose loyalty if other union 
federations actively seek exit. 

The core aspect of loyalty is that it can be exchanged between two actors; 
loyalty has a value. Typically, in the Scandinavian context, full employment and a 
high level of social security can be traded against national-Ievel wage restraint. lf 
national eco no mi c policies are successful, the conditions for loyalty in the sodal 
partner relationship are optimal. However, if the conditions for economic and labor 
market polides are changed by the increased globalization of national economies, 
the conditions for loyalty are weakened. At the national lev el, loyalty - far from being 
irrational - can serve the socially useful purpose of preventing deterioration from 
becoming cumulative. This could easily be the case if there is no barrier to exit. 

Taken together, an analysis of unions must take into consideration the pos­
sibility of strong interaction effects across the levels of decision making. The national 
welfare solution must deliver beneficial results both on an individual ievel and at 
the union level. To what extent union members, and unions, are loyal supporters 
of the main featutes of the existing welfare institutions is therefore a more compli­
cated question than aggregating individual preferences concerning social security. 
There is reason to believe that the trade union movement in Norway has not fully 
realized the importance of creating new national statutory welfare institutions during 
the golden age of post-war welfare expansion. It has been willing to trade short­
term gains for long-term losses (in institutional power) . A good example is the fact 
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that, when put under hnancial pressure, the Norwegian LO abandoned the Ghent 
system of unemployment insurance. In the post-war period, contractual systems 
providing vacation, sickness benefits and pensions - as contractual rights - have 
been soeialized. Doing this, important conditions for increasing union member­
ship have been removed. This partially explains why Norwegian unions never have 
been able to reach membership levels found in, for example, Sweden and Denmark. 

As the discussion in this chapter has shown, an individual approach points 
to the faet that unions are membership organizations and must put survival at the 
top of the agenda. They are separate policy actors aggregating individual preferences. 
Clearly, a strategy that removes vital functions of the union and hence reduces 
individuals' rationale for joining the union is not viable in the long run. Neverthe­
less, with a broader set of individual motives for union membership union leaders 
must balance purely economic interests with a more ideological approach without 
losing sight of union survival. From this perspective, individual exit is the core de­
terminant of union behavior. By combining the notion of a broader set of individual 
motives behind union membership with the concept of exit and voice, a more 
appropriate theoretical perspective on the individual bases of union action can be 
put forward. 

In addition, an institutionally-oriented approaeh highlights the fact that 
unions (i .e . ,  union leaders) have goals of their own and that these goals are directly 
affected by their organizational structures and their political and economic sur­
roundings . Taking a middle position between the traditional view of unions as 
political entities with goals of their own and the new view - i.e . ,  the union as the 
aggregation of individual preferences - one can see unions as balaneing very varied 
dimensions of activity. Even so, unions are separate membership organizations that 
must follow pragmatic strategies, in soeial policy issues as well. 

Therefore, the choice of union strategies, at any level, cannot be reduced to 
the question of aggregating individual preferences . First, they involve unique insti­
tutional issues, internal organizational structures and, importandy, the nature of the 
collective bargaining system. The existence of a centralized system of labor relations 
creates an arena for a union collective voice at the national level. It is therefore rea­
sonable to believe that unions would use collective bargaining and political pressure 
as functional alternatives in their search for increased soeial security. In other words, 
public and private are not distinct categories, rather unions would see company­
based employer-dominated schemes and statutory universal schemes as two 
endpoints on a continuum. lf this is the case, the distinct strategy followed by u.s. 
business unions, in contrast to the soeial partnership unions in Scandinavia, need 
not be the direct res ult of different ideological motives (at the individual level?) , as 
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traditionally assumed in theories of union models4• Rather they may be seen as the 
result of a strategic adaption to the fact that their sodal policy choices are fewer 
and thus voice and loyalty become less important outside the company or industry 
level. 

In summary, as a theory of the role of unions in welfare state change, the 
theory ofideological unionism found both in industrial relations and in welfare state 
research - strong labor, weak private welfare sector and thereby public dominance 
in welfare provision - can be an undue simplification, often based on a priori 
assumptions. No doubt, there is a normative (ideological) dimension of union ac­
tion. Even so, unions must as membership organizations operate as pragmatic and 
self-serving actors. Legislated solutions are among severai means available, not a 
goal for union action. In other words, if strong labor is correlated with public dom­
inance in welfare provision at the macro-Ievel, it must be shown empirically how 
this is compatihle with pragmatic and self-serving behavior rather than merely with 
the ideological goal of creating a «new» society for all. Recently some historical stud­
ies have pointed to the fact that class-based political actors seem to be rather flexible 
with regards to public and private provision (Immergut 1 986, Kangas and Palme 
1 989, Pedersen 1 990, Kangas 1 99 1 ,  Kohli and Rein 1 99 1 ) .  This should provide 
furrher stimulus to study the role of organized labor in sodal policy formation in 
order to better grasp the future of welfare and of unionism. 

Clearly, there is a need for empirical analysis of the actual role that both 
unions and employers have taken in social policy in the Scandinavian countries based 
on a more flexible theoretical approach. This is important, not only to improve our 
understånding of the development of the welfare state, bur to improve our ability 
to provide insights into future challenges for a Scandinavian type welfare state heavily 
based upon the mobilization of labor. 

4 Kassa low ( 1 965:32 1 )  uses the phrase "d ifferent attitude» towa rd government action when 
comparing models of u n ion ism.  
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PART 2 
The public - private interplay 
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Chapter 4 The development of 
occupationa l welfare in  Norway 

4. 1 Introduction 

This chapter focuses on the development of occupational welfare in the post-war 
period, a period traditionally considered to be the golden age of public welfare 
expansion in Norway. In light of the traditional theoretical predictions of crowd­
ing out and oflabor movement mobilization for political solutions to social needs, 
Norway is an interesting test case to see if an underdeveloped private welfare arena 
actually was a precondition for the successful expansion of public responsibility and 
if the strong post war growth in state welfare did crowd out private alternatives? 

Theoretically this discussion will shed light on the first and second research 
question put forward in the introduction, i .e . ,  the issue of substitution or comple­
mentarity between public and occupational programs and of the underlying logic 
of the substitution hypothesis. The substitution hypothesis is relevant for the post 
war development in Norway in severai respects: First, the hypothesis can be inter­
preted as if arguing that a underdeveloped private welfare sector is a precondition 
for public welfare expansion. Second, when public welfare programs are expanded 
they will even more crowd out private welfare programs. Together this creates a 

process whereby the basis for state dominans in welfare production is reconfirmed, 
and a renaissance of occupational welfare is unlikely. 

The aim of this analysis is to show that Norwegian welfare state develop­
ment has seen both substitution and complementarity between public and private 
welfare arrangements. It should be noted, however, that a single country study can 
not provide an answer to the question of relative substitution. In other words even 
though it can be shown that occupational welfare grow in tandem with public pro­
grams it does not rule out the possibility that expansion of public programs can 
slow down the growth of private schemes relative to what would otherwise have been 
the effect. A proposition that can only be tested through a proper control for var­
iables that jointly affect public and private welfare. This is the subject for the 
discussion in chapter 5 comparing the developments in private pensions in Den­
mark and Norway. 

A detailed mapping of the actual role of voluntary, contractual, and stat u­
tory schemes in Norway is interesting not only because it can show the extent of 
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the absolure substitution between public and private welfare, bur, also because it 
enables us to see that the relationship between public and private provision in not 
purely mechanic in the way that the thesis of substitution could lead one to think. 
The nature of the relationship can be shaped by structural and institutional varia­
bles in specific hiscorical surroundings .  Especially trade unions play a key role in 
switching demands for pensions between public an private spheres. It is interesting 
to ask if a united and well organized labor force has used political means as their 
preferred scrategy to satisfY welfare need for all members of the society? Of course 
it should be stressed that this chapter only provide a broad description of the actu­
al developmenr and do not offer a full scale historical analysis ofhow all actors have 
taken part in the struggle over occupational welfare. Because of the cenrral role of 
unions, a more detailed discussion of union choices at three crossroads of pensions 
policies will be the subject of chapter 6. 

No single data source can provide an exact and complete picture of occupa­
tional welfare . This analysis will be based on labor cost statistics covering the period 
from 1 954 to 1 988 .  These data provide insights inro the absolute and relative size 
of occupational welfare in the private labor market. However, labor cost data can 
only be a proxy for occupational welfare arrangements. In order to construet a more 
comprehensive picture, labor cost data will be supplemenred with documenration 
on the nature of company-based schemes in the private sector, occupational arrange­
ments for public employees, and collective bargaining as an arena for welfare 
provision. The goal is to provide a broad picture of how occupational welfare has 
developed and its relationship to public schemes. 

An inrroductory discussion of the early roots of public and private welfare 
schemes will serve as a point of departure for this analysis of occupational welfare 
in the post-war period (Section 4.2) . Section 4.3 provides a detailed picture of the 
magnitude and relative financial imporcance of occupational welfare arrangements 
in 1 954. Following this description of the situation after the war, Section 4.4 100ks 
more dosely into the development of statutory and occupational labor coses from 
1 954 co 1 988 .  In order to provide a more comprehensive picture of the develop­
ment of occupational welfare arrangements, Section 4.5 discusses in more detail the 
importance of contractual occupational welfare arrangemenrs, i .e . ,  arrangements 
provided on the basis of collective agreement rather than voluntarily by the employer. 
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4.2 The private-publ ic m ix i n  the early phases of 
modern social  pol icy 

In addition to the existing system of poor help organized by loeal authorities (from 
1 845) ,  a broad patchwork of private and public systems developed from 1 870s to 
the 1 920s, providing the first fundament for modem sodal policy in Norway. To a 
large extent, the occupational schernes by far pre-dated the public programs. Sick­
ness benefits, disability and old-age pensions were provided to dvil servants and 
white-collar workers before corresponding public programs were established. In fact, 
one of the first initiatives the new-bom Norwegian state took in 1 8 1 4  was to pro­
vide widows of military officers .ind dergymen with income insurance by setting 
up a «widows pension fund' (Orwin 1 967, Seip 1 98 1 :50) .  Hence, the state, acting 
as employer, provided what one today would call occupational welfare long before 
general social policy was developed. Anne-Lise Seip ( 1 98 1  : 5 1 )  concludes that «the 
widows fund introduced the principle of social insurance a hundred years before 
the time of national social insurance » .  

Public policy in these early years was recognized by a dual approach. The 
first was to develop a more comprehensive system ofhelp for poor people without 
family or other sources of income. The provision ofhelp was accompanied by moral 
condemnation and loss of citizens' rights for the daimants. In contrast, the second 
group of welfare policies was developed at the national ievel, namely statutory social 
insurance for the most risk-prone segments of the working dass. These public pro­
grams were typical of their time. Inspired by the pioneering social legislation in 
Bismarck's Germany (Kuhnle 1 9.8 1 ,  Seip 1 9 8 1 ) ,  two features were striking. First, 
the schernes were based on the insurance principle and financed by worker and 
employer contributions. Second, they covered only segments of the working dass. 

As in other European countries, and in the United States, the first public 
policy breakthrough in Norway was a system of accident insurance ( 1 884) for 
industrial workers . It gave cash payments after a four week waiting period in the 
case of death or 1 00 per cent invalidity following a work accident. 

The next development in the growth of public legislation was state contri­
butions to unemployment funds from 1 906. The newly established trade union 
movement saw union control of unemployment insurance as crucial for improv­
ing union strength, and therefore advocated the so-called « Ghent-systeml »  of 
unemployment insurance (Ousland 1 949) - a system that still is operative in many 
countries, among others in Sweden, and which is seen as an important explanatory 
variable behind union strength (OECD 1 99 1 ,  Rothstein 1 990, Western 1993) . After 

'The system is named after the Be lg ian town Ghent where a union based u nemployment 
scheme was fi rst i ntroduced. 
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the introduction of public contributions in 1 906 the number of funds rapidly in­
creased (Ousland 1 949) . This form of unemployment insurance constitutes the first 
example of a mixed form of welfare provision in Norway (See chapter 1 ) .  Despite 
widespread skepticism in parts of the trade union movement the system was replaced 
by a regular public unemployment insurance in 1 938.  Periods of high unemploy­
ment had severely weakened the financial basis of these funds (Haagensen 1 976) . 
The system of unemployment insurance has basically been the same ever since, 
except for increasing benefit leveIs. A proposal in 1 992 by the leader of the Metal 
Workers Union (Jern og Metall) , John Steene, to reintroduce union control met 
strong resistance, first of all because it was seen as an attempt to exclude non-or­
ganized wage earners from unemploymem insurance2• 

In this early phase, several other public policy reforms were on the political 
agenda. As early as 1 885,  a governmemal committee on labor issues proposed both 
public old-age pensions and sickness insurance (Seip 1 981 ) .  Nevertheless, after more 
than two decades of discussion, only a limited system ofhealth and sickness insur­
ance for low income earners was put into effect in 1 9 1 1 (legislated in 1 909) . A 
national public system of means-tested old-age pensions was adopted in 1 924, bur 
was postponed umi1 1 937 because offinancial problems. Hence, important elements 
in this first welfare construction were miss ing, most important disability and old­
age pensions. It is interesting that Norway actually introduced public pensions after 
the United States, which is traditionally viewed as a welfare state laggard, among 
other reasons, due to the late introduction of old-age pensions (Weir, Orloff, 
Skocpol 1 988:6) .  

The roots of private welfare provision 

A dimension of public policy after the turn of the century was the stimulation of 
private sector welfare provision. In addition to contributing to private unemploy­
ment funds, public policy aimed to stimulate employers to provide occupational 
pensions. According to the tax law of 1 9 1 1 ,  employers could deduct expenditures 
on pensions and graruities to former employees and their survivors3• Even compared 
to the United States , where tax deductions are central to the system of «Welfare 
Capitalism», Norway provided favorable tax rules for the private sector relatively 
early. The introduction of tax deductions can be seen as motivated by social policy 

2Arbeiderbladet 1 2/8-9 1 a n d  Dag bladet 1 2/8-91 . 

lAlso prem i u ms to col l ective old age i ns u ra nce on behalf of e m p l oyees were made tax de­
duct i b l e  ( l ivrente). In 1 922,  payments to separate pension funds were a lso made tax ded u c­

t ib le .  There were some d isagreements whether the right to ded uctions covered a l l  e m p l oy­
ers. A S u perior Cou rt decis ion i n  1 930 f ina l ly confirmed the r ight for a l l  e m ployers to deduct 
expend itu res related to pensions ( Innsti l l i n g  fra Skattelovutva lget for pensjonsord n inger 1 950, 
p. 1 0- 1 1 ) . 
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goals (Flo 1 986) . 0verbye ( 1 990: 1 07) has, however, argued that it was primarily 
the res ult of a formal legal argument. When the authorities in 1 9 1 1 stated that 
pension insuranee was to be seen as a form of remuneration it followed that these 
expenditures should be deduetible as other wage expenditures were. 

Generally, it is hard to find evidence in the historical literature that expan­
sion of private welfare was seen as a political goal or that public regulation of private 
scherne was a core issue. An illustration of this point is the de bate over means test­
ing before the 1 936 pension reform. The proposed means test opened for certain 
kind of earnings disregards. Both the Liberals and the Conservatives wanted to give 
preferential treatment to income from occupational pensions. This would, they 
argued, encourage thrift and saving. If, on other hand, the pensions were counted 
in full, companies would lower the benefits to just below the limit for earnings 
disregard. Supported by the Labor Party and the Agrarian Party occupational pen­
sions received the same treatment as did incornes from earnings, interesrs and private 
insuranee in the 1 936 pension legislation (Lødemel 1 989 :43) . 

In other words, the important stimulus behind private seetor welfare expan­
sion was first of all the limited public responsibility that left considerable room open 
for all kinds of private welfare efforts . Not surprisingly, both occupational and union 
self-help systems emerged around the turn of the century. Unions saw the organi­
zation of social policy arrangements as a natural part of their activity. The National 
Central Committee of Trade Unions published a program in 1 884 saying: 

«The Unions must establish a social supporting system through suitable 
mutual self-help institutions, as a mean, or even as a basic principle, to obtain 
the largest possible support» (From Ousland 1 949) . 

Sickness, funeral, and unemployment funds were put forward as the most impor­
tant benefits. These self-help arrangements have played a vital role as a extra income 
security net for large groups of workers throughout this century (Bull 1 968) . As 
will be shown, employers also contributed to meet the growing need for welfare 
benefits through a Norwegian version of the more famous American welfare cap i­
talism. Overall, the private welfare arena provided a broader range of benefits than 
did the public. There are no available data that can provide us with the exact pic­
ture of the scope and quality of the different private schernes before the Second 
World War. Individual company stories, however, show that old-age and survivor 
pensions, sickness benefits, burial and support funds, and housing benefits were the 
typical benefits provided by employers4• An important part of the early occupational 

4See for examp le :  Rudeng ( 1 989) on Freia,  Egeland  ( 1 973) on Den Norske Amerika Li nje, 
Byrkje land ( 1 988) on Høyanger Verk, Engebretsen ( 1 948) on Christian i a  Bank  og Kred itkas­
se, Co ldevi n ( 1 950) on  Borregård. These a l l  report that provid ing  welfare benefits was cen­
tra l to the company agenda dur ing  the fi rst decade of this century. 
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welfare systems was also the right to paid vacation, a right that was gradually 
expanded from 1 9 1 6  (Petersen 1 950:375). One weU known example is Freia, which 
offered employees with more than five years of employment eight days of vacation 
and those with 1 0  years employment, fourteen days. Freia had contributions to 
sickness funds as early as in 1 905 (Rudeng 1989 :98) . Also in the public sector, 
generous occupational schernes were offered to civil servants. 

Old-age pensjons 

In the case of old-age pensions, occupational schernes developed in banks and other 
large industrial companies before the turn of the century as a privilege for white­
collar employees. There is reason to believe that the private banks were among those 
companies pioneering the provision of welfare benefits . Kreditkassen (the second 
largest bank in Norway) provided old-age pensions, on the basis of need, as early 
as in 1 869 (Engebretsen 1 948: 1 86) .  In 1 87 1 ,  a pension fund was established by 
the employees themselves, but the money was transferred to the funeral fund in 1 899 
when the bank itself established a regular fund providing pensions to all white-collar 
employees. It is interesting to see that an internal committee in 1 890, preparing the 
establishment of a pens ion fund, had contacted banks in London, Berlin, Paris, 
Copenhagen, Stockholm and Gotenborg, to obtain information on occupational 
benefits in these banks. The answers showed that all banks provided generous pen­
sions to employees with long tenure (Engebretsen 1 948 : 1 87-1 89) . This is a 
fascinating example of the diffusion of ideas in the private sector. 

In 1 9 17, the insurance companies made their first appearance on the occu­
pational welfare arena in Norway. The new company «Norske Folk» introduced a 
new insurance product, namely collective pens ion insurance. Norske Folk was set 
up by the private life insurance companies because non ofthem took the chance of 
moving into this new market by them selves. The collective pens ion product did, 
however, gradually become a success, and collective insurance increased its impor­
tance at the expense of gratuity arrangements and company based funds. 

As early as in 1 9 1 3, it was proposed at the LO convention to establish an 
insurance company fully owned by the L05. No final dedsion was raken that year, 
bm the discussion continued and NKL (Norwegian Cooperative Federation) es­
tablished Samvirke Insurance in dose collaboration with the LO in 1 92 1 .  

During this period, several large private employers established pension funds 
or coUective insurance for their white-collar workers, among others Den Norske 
Amerika Linje in 1 9 1 7  (Egeland 1 973:385) and Borregård in 1 928 (Coldevin 
1 950:485 ) .  Occupational pensions were provided through collective insurance, 

I 

5 1nnsti l l i ng fra Fel l esutva lgets fors ikr ingsutred n i n g .  Oslo 2 1 /9-1 993. Samvi rke og LO. 

1 14 



separate pension funds, as direct payments, or through irregular pension funds. The 
irregular schernes provided pensions on a need basis. There is no available data on 
the exact importance of these arrangements. We do know, however, that insurance 
schernes grew somewhat in the late 1 930's, and by the Second World War more than 
1 000 employers had established occupational pension arrangements, covering 
around 25,000 insured (Hippe and Pedersen 1 988 :67) . Local pension funds had 
probably between 1 5  - 20,000 members. The limited number of insured persons, 
illustrates the fact chat throughout the first part of this cemury old-age pensions 
were a traditional part only of the remuneration of white-collar employees. Typi­
cally, in a workers' dictionary the phrase occupational pensions was simply defined 
as «benefits to former functionaries and their families» (Arbeiders leksikon 1 935) .  

In the case of manual workers, employers did provide financial support for 
union-administered self-help schemes. At this stage, unions and the Labor Party 
advocated national flat-rate pensions as the major social policy reform. It should 
also be memioned that, in the absence of a national pension scherne, several local 
governments provided means-tested pensions to their citizens. This decemralized 
arena of public policy provided an important possibility for experimentation in 
social policy reforms. To a large extent, the 1 936 national pension legislation 
followed the main features of the pension arrangements established in Oslo by the 
local Labor Party city council (Hatland 1992) . The 1 936 pensions reform was not 
seen as an alternative to expansions of occupational schemes. Rather, at this time, 
the demand from workers and unions to be imegrated imo company-based pen­
sion schernes grew strongly. Typically Borregård and other companies that had 
imroduced pensions for white-collar employees established separate pensions 
schernes for blue-collar workers in the late 1 930s and 40s. 

Sickness benefits 

As is the case with old-age pensions, the struggle for sickness insurance started 
outside the political arena. Several company-based arrangements existed long before 
the public program was put imo effect in 1 9 1 1 .  Initiated by the «Labor Commis­
sion», an overview of sickness and burial funds was provided in 1 885 .  It showed 
that 220 out of240 funds were operative (Ousland 1 949)6. One third of the sickness 
schernes were administered by single companies . These company schernes 
(brukskasser) were unpopular in the emerging trade union movemem because they 
gave the employer direct control and tied the workers to the enterprise (Ousland 
1 949) . The other two-rhirds of rhe schernes were opera red by unions and workers' 

6These schemes had around 35 - 40,000 mem bers and they coveJed workers primarily i n  the east 
part of the country, leavi ng out a large majority of workers and servants (Sei p  1 98 1  :99) . As a 
comparison, the publ ic  accident insurance covered 1 27,000 persons i n  1 894 (Kun le 1 98 1 /81  : 1 40). 
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mutual soeieties . Henee, it is clearly shown that relative to other forms of provi­
sion the self-help schernes played an important role in Norway in the early period 
of social policy development. Moreover, it iUustrates how both employers and unions 
systematica1ly used welfare schemes to establish and build loyalty to the company 
or to the union. 

As opposed to the strategy chosen for unemployment insurance, the trade 
union movement advocated the introduetion of a national public system of sickness 
insurance rather than the introduction of contriburions to the union mutual funds. 
The introduction of a statutory sickness scherne in 1 9 1 1 had as a consequence that 
most unions dissolved their funds and transferred them to the public district sickness 
funds (kretssykekasser) . However, the new public scherne created demand for two 
different types of supplemenrary benefits - first, additional support for employees 
with high income, and second, extra benefits for those who were sick for longer 
periods. Therefore, the establishment of occupational sickness arrangements as a 
supple�ent to the public scherne continued well into the 20th century. In addition, 
several loca1 unions and industrial unions did establish murual benefit arrangements 
that supported members with long term sickness Oahkelln 1 953) .  

Paid Vacation 

The importance of collective bargaining to establish occupational welfare schernes 
is also shown in the fight over the right to paid vacation. It was the metal workers 
who brought the issue to the bargaining table, as early as in 1 909.  In the 1 9 1 6  
negotiations, the vacation issue was setded by arbitration and the workers gained 
the right to four days paid vacation (Petersen 1 950:375) . The contractual right to 
paid vacation was gradually expanded for broad groups of workers, for up to two 
weeks. The 1 922 workers' protection law provided only minimum standards, and 
it was not until the 1 947 «vacation law» that a statutory national standard of three 
weeks was set (Petersen 1 950:382) . It is interesting to note that today it is the smaller 
professional unions (such as the journalists' union) , not the traditional blue-collar 
unions, that have managed to secure longer vacation for their members through 
collective bargaining. 
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The State as Employer 

The state as employer played a pioneering role in the development of occupational 
welfare. It had throughout the 1 9th century provided pensions and other benefits 
on a gratuity basis to its civil servants. In 1 9 1 7  a formal (legislated) system of 
occupational invalidity and old-age pensions was established (Orving 1 967) . These 
pensions provided, as they do today, 66 per cent of salary upon retirement (under 
a certain income ceiling) after 30 year of service. From the start, those covered by 
the state occupational pensions scherne (SPK) paid an employee contribution. This 
contribution was set to 1 0  per cent of income. There was, however, no formal link 
between payments and contributions.7 

The decisiGn to legislate the state pension scherne, rather than base it on a 
contractual agreement can be explained by the simple fact that no collective bar­
gaining took place at this time. The state did not make a sharp division between 
the role of the state as employer and the role of the state as the governing institu­
tion. 0verbye ( 1 990:92) argues that salaries to state employees were seen as regular 
public spending, i .e. , like all other spending. It was not until 1 929 that de facto 
collective bargaining took place in the state sector. In 1 933 civil servants were giv­
en the formal right to collective bargaining. 

In 1 9 1 8  sickness benefits were added to the occupational welfare system in 
the state sector. It provided full pay for a period of three months to civil servants 
(NOU 1 976:24) in periods of absence due to sickness. These public schernes were 
gradually extended to new gro ups of employees, such as teachers in primary school 
in 1 920. 

Moreover, similar systems were set up by some local authorities. In fact, some 
of the larger cities established pension arrangements even before the state sector 
established pensions. Oslo established an occupational pension scherne for its 
employees in 1 90 1  and Trondheim followed in 1 9 13 .  

Characteristics of the early private-publ ic mix 

The fragmented and divided welfare system was a natural target for political con­
fIict. First, the public schernes left large groups of wage earners and self-employed 
workers uncovered. Hence, the question of universalism, i .e. extending the cover­
age to all employed citizens was raised in the 1 930s. Furthermore, the public system 
was highly criticized from the emerging trade union movement and the Labor par­
ty, arguing that benefits were inadequate and that they served only as a separate tax 
on the working class8• Their goal was to include higher income earners and the 

lNonetheless, 1 0% was regarded as suffic ient to finance the scheme. That was an assumpti­
on that q u ickly turned out to be wrong .  

8The L O  program « Framtidens Norge» typica l ly argues a long these l i nes, L O  1 994. 
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wea1thier segment of the population in the financing of the system through general 
tax finaneing. And, last, for large groups of the workforce, the private welfare 
schemes were highly inadequate as an alternative to the public system. Occupational 
arrangements covered mostly white-collar workers. Corporate occupational arrange­
ments for blue-collar workers were seen to encourage employer domination and 
restrict worker mobility and thus freedom. This situation did not cause increased 
regulatory ambitions by the government. It was not until 1 938 that the tax law 
required all employees to be covered in order to obtain deductions .9 

At the same time, the mutual self-help schemes were faced with growing 
financial problems during the economic crisis of the 1 920s. Hence, unions increas­
ingly left the goal of organizing unemployment and other arrangements in favor of 
increased basic public responsibility. Most clearly, this shift in strategy was found 
in unemployment insurance when unions argued that the state should take full 
responsibility for unemployment insurance (Haagensen 1 976) . 

Generally, the notion of a broad basic security provided by the state grew 
stronger in the 1 930's (Lødemel 1 989) . Hence, private sector arrangements should 
supplement the public rather than serve as an alternative means of provision of 
welfare. The goal of using the state as an instrument for increased welfare is of course 
dosely linked to the political and economic development during the first decades 
of this century. Organized labor was strengthened by rapid industrialization. A 
turbulent period of widespread strikes and lockouts throughout the 1 920s and early 
1 930s culminated in the unions' defeat in the lockout of 1 932. Together with mass 
unemployment, this consolidated the reformist and nationalist currents in the la­
bor movement and initiated a long period of peaceful cooperation between 
employers and unions. An important step was the signing of a Basic Agreement by 
the LO and NAF in 1 935 .  This created an industrial relations system that made, 
the later, pragmatic combination of legislation and collective agreements a possi­
ble avenue for social policy development. 

In the political arena, the major breakthrough was one of intent rather than 
of extensive legislation. The Soeial Demoerats abandoned their revolutionary pro­
gram in the late 1 920's, and embraced the «bourgeois » institution of democracy. 
On the other side, the conservatives were weakened by the political chaos in the 
1 920s and, of course, by the deep economic depression. This produced a new 
political climate and a broader political support in favor of increased state respon­
sibility for all its citizens, i .e .  universalism. Typically, the issue of compulsory 
insurance for all citizens was put high on the political agenda in the 1 930s. 

After more than a decade of soeial policy stalemate a new period of public 
welfare expansion was started in 1 935 .  The Labor Party entered office after a «cri­
sis accord » with the Agrarian Party. The 1935 agreement between the Agrarian party 

9 lnnst. fra skattel ovutvalget for pensjonsforsikri nger 1 950. 
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and the Labor party introduced a period of Labor party dominance in Norwegian 
politics. The Labor party remained in office until l 963, and had an absolute majority 
in Parliament from 1 945 to 1 96 1 .  This laid the groundwork for a unique possibil­
it y in the post-war period ro use public policy to offset the results of market forces . 
The goal of the next section is despite this fact ro show that occupational welfare 
arrangements played a significant role after the Second World War. Hence, the lat­
er expansion of public programs cannot be undersrood, as traditionally argued, as 
the res ult of a weak and vanishing private sector. This does not, however, rule out 
that in a second phase the expansion of public programs did crowd out occupa­
tional arrangements. 

4.3 Occupational welfare after the war 

The unanimous popular resistance ro the Nazi occupation of Norway 1 940-45 
reinforced the politica1 consensus from the late 30s. In exile in Sweden and England, 
the government and other members of the national elite drew up ambitious plans 
for the construction of a comprehensive welfare state as soon as peace came. The 
LO-program, called «the Fumre Norway» argued for a combination of active eco­
nomic planning and progressive taxation to finance universal welfare schemes (LO 
1 944) . In the Joint Program (<<Partienes Fellesprogram ») adopted by all political 
parties from the Communists to the Conservatives right after the war, the idea of 
(a Keynesian inspired) active economic policy, full employment as the primary goal, 
and a comprehensive, public system of sodal and health insurance was embraced. 

The ideologicaJ. breakthrough of universalism was in no way a hindrance for 
a reinforced growth of occupational welfare. The basic idea Was a shared responsi­
bility between the public and private sector. Basic, often flat-rate, public benefits 
would provide a minimum of income support where supplementary private arrange­
ments could be built on top. One of the most important policy documents in this 
period, the Stortingsmelding (St.meld, 1 948 :58) ,  on «People's Pensions»,  argued 
principally in favor of flat-rate sodal security benefits in general and for a corre­
spondingly important role for the private sector. Moreover, it gave priority to 
increased benefit levels before introducing a fully universal scheme. 

Even though important elements in a public universal system of basic income 
security were established through public unemployment insurance, old-age pen­
sions, disability pensions and sickness insurance, there was significant room left open 
for private provision in the years following the Second World War. Old-age pen­
sions were flat-rate and subject to a means-test. In the case of income-related 
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benefits, a low income ceiling left middle and high income earners with a very low 
replacement rate. A typical example is sickness benefits. The level of compensation 
was modest and benefits could only be obtained after a waiting period of three days. 
In early policy documents the political intention had been to secure a worker on 
ave rage income 60 per cent wage compensation. In the early 1 950s, the actual lev­
el of compensation for industrial workers was just above one third of the normal 
wage and, due to a fixed maximum benefit, compensation levels decreased with 
higher incomes (LO 1 958) .  

Therefore, the public schernes coexisted with a host of occupational and 
mutual benefit programs. Many private companies were voluntarily engaged in a 
wide range of social welfare activities for the work force in the years following the 
Second World War - from housing, canteen, and sports facilities to income main­
tenance in case of sickness, disability and old-age. Company welfare of the time 
was, however, still marked by a distinctive dualism between white-collar staff and 
blue-collar workers. 

Data on indirect labor costs, collected by the Norwegian Employers 
Federation from 1 954 to 1 983 ,  provides us with an opportunity to assess the 
development of occupational welfare in the private sector after the war. I will start 
this discussion by looking more closely at the situation in 1 954, the first year of 
available data. Table 4. 1 shows the percentage of mining and manufacturing com­
panies (with more than 50 employees) that voluntarily provide old-age pensions, 
sick pay, sickness benefits, accident insurance, medical services, housing support 
and subsidized meals for white- and blue-collar workers respectively. 

This data give a clear impression of the sharp division between white and 
blue-collar workers. Generous pension schernes and the right to paid sick leave were 
traditionally build into the employment contract of the salaried staff in private 

Ta ble 4. 1 Percentage of NAF Companies with Expend itu res on Va rious Occupationa l  Welfare 
Prog ra ms. Wh ite- and b lue-co l l a r  workers. 1 954. 

White-<ollar B lue-<ollar 

per cent of: per cent of: 

companies employees compan ies employees 

Old-age pension 84 94 64 76 

Sick pay 9 1 97 1 2  1 3  

Sickness fund contribution 21  1 6  3 1  38 

Accident insurence 28 ne 25 ne 

Medical service 48 ne 53 ne 

Housing 45 46 38 60 

Cafeteria 40 60 42 61  
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companies. 84 per cent of the companies provided pensions, and 9 1  per cent offe­
red sick pay to their white-collar employees. Only 64 per cent of the companies 
offered pensions to their blue collar workers, and only 1 2  percent had expenditu­

res to cover six pay for blue collar workers . Together with special guarantees for job­
security and the principles of remuneration (monthly salary) they gave an impres­
sion of permanent (lifelong) commitment to the welfare of the salaried staff 
constituting a systematic division between the employment conditions for white 
and blue-collar workers. 

The dual system of remuneration can be understood as an implicit contract 
between white-collar workers and their employers with the intention of securing 
their loyalty to the company. Through generous pensions and full pay in periods 
of sickness, employers signaled a special engagement in the welfare of white-collar 
workers. In return they would expect a high level of identification with, and loyal­
ty to, the firm. It can be seen as a form of efficiency wages, where employees are 
paid above what they can earn elsewhere because there is a potential for long-term 
attachment between employees and firms (Flanagan et al. 1 989:26 1 ) .  

As a rule, pensions for white-collar workers provided between 6 0  and 66 
per cent ofincome upon retirement. Because of the means-test in the public scherne, 
this relatively high level of income replacement meant that they would loose the 
right to public pensions. In the case of sickness, white-collar employees would re­
ceive full pay directly from the employer for one to three months. The limited 
reimbursement from the public sickness insurance scherne due to income ceilings 
was paid directly to the employer. These arrangements were voluntarily provided 
by the employers and they ti ed the social interests of the employees fully to their 
labor market position rather than to their role as citizens. 

Occupational welfare benefits were, nevertheless, not entirely for salaried 
staff. As already noted, companies had started to provide pensions for their workers 
in the late 1 930s (Hippe and Pedersen 1 988, 0verbye 1 990) . One reason was the 
tax law of 1 938 that required all employees to be covered in order to obtain tax 
deductions lO • There was, however, no requirement that white- and blue-collar 
workers be offered the same benefit level. Another explanation can be found in an 
increasing interest among loeal unions to involve employers more activelY in welfare 
arrangements. Hence, many union self-help schernes applied for employer support 
and became thereby transforrned into occupational schemes. A good example is 
found in Høyanger Verk (Byrkjeland 1 99 1 )  where a mutual help fund was estab­
lished during the war. Instead of closing down the fund as intended, the union 
approach the employers to gain financial support. Gradually the fund was turned 
into a regular occupational pension and sickness scherne in the early 1 950s. 

l°l n nst. fra s katte lovutva l get for pensjonsforsikr inger 1 950 
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In 1 954, as many as two-thirds of the NAF companies had expenditures for old­
age pens ion schernes on behalf of their blue-collar workers. As a major rule these 
schernes was fundamentally different from the generous schernes for salaried staff. 
They generally provided a flat-rate supplement to the public pension scherne. Be­
nefits were kept below the so-called « free income » level in the public scherne. The 
public means-test did in practice block increased benefit levels for blue-collar 
workers. This is a good example of how public schernes structure the occupational 
arrangements in a way that contributes to the preservation of the social differences 
between blue- and white-collar workers. 

Likewise, a difference between white- and blue-collar workers can be found 
in the system of sickness insurance. While employers overall offered salaried staff 
full pay in periods of sickness, they did not, in most cases, provide extra benefits to 
blue-collar workers. In 1 954, however, one-third of the NAF companies did pro­
vide contributions to sickness funds, in most cases funds administered by the unions. 
This dearly illustrates the former importance of direct worker control over welfare 
institutions. 

For the other welfare arrangements registered in the NAF survey, there were 
only minor differences between white- and blue-collar workers. More than 40 per 
cent of the companies had expenditures for housing or canteens. The company 
housing support was, in some instances, in the form of company-owned housing 
that was let to employees at a subsidized rate. In other instances, companies pro­
vided favorable loans or direct rent subsidies (Jakhellen 1954) . Also supplementary 
accident insurance was found in 25 per cent of the companies. In other words, public 
accident insurance had not managed to fully marginalize occupational insurance. 

The relative importance of occupational welfare 

The relative importance of these welfare arrangements can be illuminated by look­
ing at the structure of indirect labor costs . Indirect labor costs are referred to as a 
«social » component of total remuneration for wage earners. These indirect labor 
cost indude: 
• «pay for days not worked » ,  

• statutory social security contributions, 

• social security expenditures based on custom or agreements, and 

• voluntary costs connected to the use of labor powerl l • 

1 1  These could incl ude a nyth ing  from benefits i n-kind, such as su bsid ized meals  and compa­
ny cars, to tra i n i n g  and safety measu res, some of which a re actua l ly mandated.  
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Labor cost data can provide an illustration of the balanee between public and oc­
cupational schemes. Statutory social security contributions are ofcourse an indicator 
of public welfare efforts, because employers are mandated to contribute financiaUy 
to public welfare programs. Also «pay for days not worked», in most cases, rep re­
sents statutory expenditures for the employer. Together, these expenditures can serve 
as a proxy for public welfare efforts. 

Occupational welfare consists, according to the definition proposed in this 
work, of both voluntary welfare costs as weU as social security expenditures based 
on collective agreements. Together, they can serve as a proxy for occupational wel­
fare. 

Table 4.2 shows the average indirect expenditures in per cent of direct wage 
in all manufacturing companies with more than 50 employees . The table shows the 
importance of voluntary labor costs and statutory labor costs. The importance of 
contractual welfare arrangements was very limited in 1 954. The division between 
statutory and voluntary can therefore serve as a relatively good indicator of the dif­
ference between public and occupational benefits. One should, however, take into 
consideration that parts of the «pay for days not worked» can cover non'-statutory 
payments in periods of sickness, holidays and vacation. The total voluntary labor 
cost is therefore a minimum estimate of occupational welfare in 1 954. 

For white-collar workers, voluntary arrangements accounts for the majori­
ty of the total indirect labor costs. For blue-collar workers voluntary and statutory 
costs are about the same. These figures clearly show the importance of the private 
component in the post-war welfare system. For white-coUars workers, these activ­
ities consume 23 per cent of direct pay, while the corresponding figure for 
blue-collar workers is 8 per cent. 

Old-age pensions were the most important part of the sodal policy of the 
firm at this time. On average, pensions made up 1 6  per cent of the total direct pay 

Ta b le  4 .2  NAF Compan ies. Average Expenditures on Vo l u nta ry Welfare Arrangements, as Per 
cent of D i rect Pay. 1 954 

White-col lar B lue-col iar 

Pension 1 5.8 3.0 

Sickness 2.8 1 .3 

Accident 0.3 1 . 1  

Housing 2.7 1 .7 
Canteens 0.4 0.4 

Total voluntary labor cost 23.0 8.3 

Statutory labor cost 7.5 8.8 
Sum i.ndirect labor costs 30.5 17.1 
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for white collar employees and 4 per cent for blue collar workers. While the generous 
pensions for functionaries implied that the right to public pension benefits was lost, 
workers' schemes provided only a small supplement to the means-tested public 
scheme. 

These figures cover large differences that were to be found among industri­
al sectors. The relative welfare expenditures were highest in mining and the 
electro-chemical industry and lowest in the texdle industry (NAF 1954) . 

Occupational welfare arrangements served as an important component of 
the total welfare system in 1 954. Undoubtedly; this was partly due to the strong 
growth in welfare efforts in the years following the war. This can be illustrated by 
the number ofwage earners covered by pension schemes. In 1 947, 1 06 10cal com­
pany funds with 23,000 members were reported. At the same time, collective 
pension insurance had 46,000 acdve members. In addition, more than 1 ,000 ir­
regular pension funds existed, providing pensions on a the basis of need. Ten years 
later, company based pens ion funds had more than doubled to 240 funds covering 
55,000 employees. By 1 9 57, collective insurance had reached nearly 1 00,000 ac­
tive members. Also, by 1 9 57, irregular funds had increased to 1 530 12• 

Occupational Welfare i n  the Public Sector 

Also in the public sector, occupational welfare was expanded to new groups of 
employees in the first years after the war and the benefits were improved13• Espe­
dally The State Pension Scheme (SPK) grew rapidly. In 1 947, it had 49,000 
members. In 1 960, more than 1 40,000 state employees were covered by occupa­
donal pensions. This was partly due to growth in government employment, but also 
to expansion to new groups. Of spedal importance was a pension scheme, initiat­
ed in 1 95 1 ,  for (tariffiønte) workers in state service. The scheme, however, provided 
only flat-rate benefits . 

In the local government sector, the important turning point came in 1 949.  
The establishment of a life insurance company (KLP) , in which local governments 
could collectively insure their employees, triggered rapid growth of occupational 
pensions in the local sector. By 1 960, more than two-thirds of ali local governments 
had established pensions schemes for their employees . From the outset, pensions 
were only offered to functionaries . 

1 2 1nnsti l l i ng  fra utvalget for bedriftspensjonering, des. 1 957. LO .  I nnsti l l i ng fra N .A.F.s og L.O.s 
pensjonskomite ti l Avta le om tariffestet pensjon. Avgitt 9/1 - 1 960. 

1 3 ln  SPK, the i n come cei l i ng was ra ised and d isabi l ity and survivor pensions i m proved in 1 949 
(Orvi ng 1 967).  Moreover, the goa l of bu i ld ing  a pension fund was a ba ndoned in favor of a 
fu l l  ' pay as you go' system.  
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If we take the public and private sectors together, coverage by occupational pen­
sions reached approximately 30 per cent by 1 960. 

Moreover, as with pensions, full pay during periods of sickness was als o 
extended to new gro ups of public employees, and became a standard part of the 
occupational social security system for public employees. 

Union Chal lenges 

The complicated mix of welfare arrangements represented a political challenge to, 
by that time, a highly centralized trade union movement. In the 1 9505, LO dom­
inated the trade union arena. It was the goal to recruit unorganized workers that 
served as their main strategy in order to improve their organizational power. Of 
course, the privileged position of white-collar employees compared to the major­
ity of blue-collar workers had a mong mobilizing effect. 

At the same time, the quality of income protection varied considerably within 
the trade union movement. In the early 1 950s, a substantial minority of the LO 
members (approximately 40 per cent) were covered by supplementary sickness ben­
dit arrangements - either occupational schemes or mutual benefit schemes - while 
the majority of trade union members were without supplementary income protec­
tion. 

In the case of old-age pensions, LO members in public service did benefit 
from occupational pensions arrangements, even though these benefits were consid­
erably less generous than those offered to white-collar employees. In private sector, 
LO estimated that only between 30 to 40 per cent of their active members were 
covered by occupational pensions (LO 1 957) .  These were primarily core groups of 
LO members . Moreover, a legislated scheme was established for sailors and timber 
workers. 

Higher, and more evenly distributed, benefit levels were considered neces­
sary for maintaining solidarity across unions. This posed a problem and a challenge 
for the trade union movement. A special problem was how to deal with the devel­
opment of a decentralized system of occupational welfare arrangements. This was 
the case both for old-age pensions and for sickness benefits. In 1 95 1 ,  an LO com­
mittee (on pension age) pointed to the unsatisfactoty effects of a company-based 
system of occupational welfare14• It was stressed that equal treatment of white- and 
blue-coUar workers was important both as a social policy principle, as weU as for 
securing formal contractual control of wage determination. 

Of course there were two main strategies for obtaining equal treatment 
between white- and blue-collar workers, namely bargaining or politics . Both of 

14Protokol l  fra Representa ntska pet mai 1 95 1 :  1 1 8 .  LO. 
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them were to be us ed actively in the years to come. In the next section, I turn to 
the developmenr of occupational welfare after 1 954. 

4.4 The development of occupationa l welfare 
1 954 - 1 988 

This section reports data on the composition of labor costs from 1 954 to 1 983 in 
min ing and manufacturing industries, supplemenred with data on service indus­
tries from 1 977 and 1 988 .  

As shown in Table 4 .3 ,  the scope of volunrary welfare activities has been stable 
or has increased in the post-war period, with the exception of housing. The per­
cenrage of companies offering their employees pensions was the same in 1 954 as 
in 1 983 .  One should note, however, that the number of companies which report 
expenditures on pensions premiums on behalf of their employees drops significantly 
from 1 968 to 1 978. This is most likely an effect of the inrroduction of National 
Insurance (Folketrygden) in 1 967. Nevertheless, in 1 983, the number of compa­
nies with occupational pension conrributions was back to the same level as it was 
in 1 9 54 and 1 968. 

The most striking aspect of these figures is perhaps the reduction that has 
taken place in the difference between white- and blue-collar workers. Even so, one 
can still find that pensions are more frequently found among white-collar workers 
in 1 983. 

Data on volunrary sick pay are not available for the whole period because 
the companies did not keep accounts of their expenditures. Nonetheless, survey data 

Tab le  4.3 Percentage of NAF-compan ies with Expenditures on D ifferent Vo luntary Welfa re 
Prog rams. 1 954 to 1 983 

1 954 1 968 1 978 1 983 

W B W B W B W B 
Old-age pensions 84 64 83 56 66 42 83 60 

Sick pay 91 1 2  na na - - - -

Sickness fund 2 1  3 1  2 1 0  - - -

Accident 28 25 50 39 - 72 67 

Medical services 48 53 47 48 - - 73 72 

Housing 45 38 52 41 - - 34 29 

Cafeteria 40 60 75 77 - - 7 1  69 

W = wh ite-co l l a r, B = b lue-co l l a r  workers, - = not ava i lab le. 
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show that most companies pay the full wage in periods of sickness to employees 
with an income above the income ceiling in the national sickness insurance scherne. 
Hence, it is still an important occupational welfare benefit even though it is regis­
tered as statutory pay for days not worked (See Chapter 8) . 

The importance of occupational welfare activities such as voluntary accident 
and life insurance schernes has increased in the post-war period. In 1983, around 
70 per cent of manufacturing and mining companies offered accident and life in­
surance as weU as some sort of medical service. In some industries with hazardous 
work environments, medical services are statutory. 

In the public sector, a parallel set of welfare benefits can be found. Today, 
state and local employees are all covered by occupational pensions. In 1 962 the 
separate pens ion scherne for state blue-collar workers was integrated into the stand­
ard state pension scherne (SPK) , and all employees were offered the same benefit 
level. A policy of pension provision for employees was also adopted by the local 
governments. During the 1 970s the last Iocal governments established occupational 
pension schemes. 

In other words, it was as employer that the state introduced the principle of 
eq ual treatment of all groups of wage earners, called upon by the LO in 1 95 1 .  Lat­
er this became an important aspect of the introduction of statutory income-related 
pensions in 1 967. 

Moreover, group insurance, full pay during sickness, and pregnancy leave 
became standard elements of the remuneration package. The state as employer also 
choose to offer its employees extended maternity Ieave and full pay in the two week 
period of (unpaid) paternity leave. 

Change in the relative economic importance of occupationa l 

welfare 

The fact that there was little change in the share of manufacturing companies re­
porting expenditures on voluntary welfare programs from 1 954 to 1 983 (see table 
4.3) does not necessarily imply that the relative economic importance of these pro­
grams was stable over time. An absolute substitution effect could still have been 
present because expanding public programs can reduce spending levels. In order 
to see the development of the relative importance ofoccupational benefits, Table 
4.4 shows how indirect remuneration as a percentage of direct pay changed from 
1 954 to 1 983 in manufacturing and mining industries . 

The statistics on labor costs in mining and manufacturing indu�tries dis­
played in Table 4.4, reveal trends over three post-war decades which were relevant 
for all segments of the Norwegian labor market: 
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First, there has been a dramatie growth in statutory social security contributions 
levied on employers. During this period, employer contributions were increased to 
cover the rapidly rising costs of public social security. In 1 983,  statutory social se­
curity contributions and «pay for days not worked » accounted for 37 and 34 per 
cent of direct pay for blue- and white-collar workers, respectively15 .  This is due to 
increased employer contributions to the national insurance scheme (Folketrygden) 
and increased wage payments during periods of vacarion, sickness, and family le­
ave. It should, however, be raken into consideration that a portion of these payments 
are made voluntarily by employers. Employers often do pay full wage to employe­
es with income over the statutory income ceilings and, in some cases, offer exten­
ded maternity or paternity leave and so forth. 

The growth in statutory labor cOsts is related to the abolition of income­
testing by the end of the 1 950s and increased disability and old-age pensions. In 
1 967, the new Folketrygd scheme offered income-related old-age and disability 
pensions aiming at a income replacement level of 2/3 of previous income. Vaca­
tion time was increased from three weeks in 1 947 to four weeks in 1 970 and vacation 
pay gradually been increased during this period. Moreover, full pay from the first 
day of absence was introduced in the national sickness insurance scheme from 1 978, 

Ta ble  4.4 I n d i rect Labor Costs in Per cent of Di rect Pay for Blue (B) - and White (W) -Co l la r  
Workers and  Rea l  Gross Wages ( 1 954=1 00) . M i n i ng and Man ufacturing Industries 1 954 - 1 984. 
Compan ies with more than 50 Employees. 

1 954 1 962 1 968 1 973  1 978 1 983 
1 .  Pay for d ays not worked W - 1 2  1 6  1 7  1 6  1 5  

B - 1 0  1 4  1 4  1 7  1 8  
2 .  Statutory contri but ions  W - 5 1 1  1 9  1 9  1 9  

B - 7 1 3  22  1 9  1 9  
O f  th is  contract u a l  W 5 3 0 . 1  0 . 1  0 . 2  

B 7 4 3 1 1 
3 .  Vo l u nta ry labor  costs W 2 1  1 8  1 1  1 0  1 1  1 1  

B 1 0  7 6 6 7 9 
Of this  pens ions  W 1 6  1 3  7 6 7 6 

B 3 2 1 1 2 3 
Sum indirect labor eost W 3 5  35 38 46 46 45  

B 1 9  23 32 41 44 47 
G ross wages (1 9 54= 1 00) W 1 00 140 1 90 

B 1 00 1 54 1 92 

Source: Norwegian  Emp loyers Confederation 

1 5  In 1 9 54, b l ue-co l l a r  wo rkers accounted for 8 1  % of tota l employment in manufactur ing 
i n d ustries. The fig ure had dropped to 64% i n  1 983.  
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and the right to family leave with full pay been extended in the 1 980s. Together, 
these reforms have contributed to a rapid increase in statutory labor costs and con­
sti tute the core elements of the present public welfare system. 

As already noted, portions of what NAF labels as statutory labor costs are 
actually contractual. The most important of these are the contractual pensions 
scherne (FTP) from 1 96 1  and the sickness insurance scherne agreed upon in 1 956. 
In table 4.4, the importance of these contractual schernes is indicated. These cen­
tralized contractual schernes are discussed in mor� detail in the next section. With 
relevance for this discussion it should be noted that contractual schernes during the 
1 960s contributed significandy to the level of total statutory expenditures and that 
their importance were signficantly reduced in the years to follow. As I will discuss 
in Chapter 6, their main importance may have been to trigger a political process 
leading to the establishment of public schemes. 

Second, voluntary social expenditures declined - especially expenditures on 
behalf of white-collar employees - between 1 954 and 1 968. It is, however, inter­
esting to see that, since then, voluntary welfare costs have been stable and, for 
blue-collar workers, there was an increase in the early 1 980s. Specifically, expendi­
tures on occupational pens ion schernes were still quite significant in 1 983 .  For 
blue-collar workers, occupational pensions increased in importance after a reduc­
tion in 1 973. On average, voluntary social expenditures were 9 and 1 1  per cent of 
direct pay for workers and salaried staff, respectively, in 1 983, compared to 1 0  and 
2 1  per cent in 1 954. 

Third, total indirect labor costs have increased far more rapidly than have 
gross wages. In 1 954, social labor costs for blue-collar workers accounted for 1 9  
per cent o f  direct pay. By 1 983, the figure had increased to 4 7  per cent. While the 
average gross wage for blue-collar workers almost doubled between 1 954 to 1 983, 
the «social » component of labor costs more than doubled. For white-collar work­
ers the development has been less dramatic. 

Finally, the former marked difference in the relative size of the social wage 
component between white- and blue-collar workers had disappeared by 1 983.  The 
growth in both staturory and voluntary social security efforts had almost eradicat­
ed the former division between white- and blue-collar workers, which was, to a 
large extent, embedded in the formerly decentralized system of occupational sick­
ness benefits and pension insurance. While in 1 954 expenditures on pensions was 
on average five times higher for white-collar staff than for blue-collar workers ( 16  
versus 4 per cent of  direct pay) , i t  was only twice as high in  1 983 (6  versus 3 per 

. cent of direct pay) . Again, it should be noted that the leveling off of differences 
between white- and blue-collar workers is the res ult of both collective bargaining 
and political efforts. As will be argued in section 4.5 and i more detail in chapter 
6, the success of these efforts are closely linked. 
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These findings lend some support to the thesis that the establishment of statutory 
social security tends to crowd out occupational provision, and that this in turn has 
an equalizing effect on the distribution of welfare among wage earners . It is also 
interesting that the levelling out of indirect labor costs between manual and non­
manual Iabor took place without a corresponding widening of differences in gross 
wages. Hence, one can condude that welfare state expansion in the 1 960s and 1 970s 
led to a partial marginalization of occupational provision. 
At the margin, however, labor cost data indicate that occupational welfare was still 
quite significant in 1 983, measured as a component in total labor costs. Moreover, 
it was stable between 1 973 to 1 983, a period known for the rapid growth of public 
expenditures. In other words, in absolute terms occupational welfare is not mar­
ginalized. But of course, (his is not to say that the continous expansion of public 
programs did not have a «relative containment » effect on private programs pushed 
forward by, among other factors, increasing wage growth, changes in industrial struc­
ture and increased demand for retirement income. 

So far I have concentrated on mining and manufacturing industries. No data 
have been collected by the Norwegian Employer Federation since 1 983. Data for 
other industries were, however, collected by the Central Bureau of Statistics for 1 977 
and 1 988. Unfortunately, no data on indirect labor cosrs exists after 1 988. Table 
4.5 presents the latest available data on non-statutory welfare expenditures in se­
lected industries. It reveals a picture of ris ing expenditure rates with wide and 
increasing variation between different segments of the labor market. For compari­
son, the 1 983 figures from manufacturing and mining industries are included in 
the table. 

The average figures conceal substantial differences across industries. In typ­
ically low-pay industries like wholesale and retail trade, voluntary social expenditure 

Table 4.5: Non-statutory Social labor Costs in Selected Industries. Per cent of Di rect Pay. 

1978179 1 983 

Wholesale and retai l  trade* 5.7 n.a. 

Private insurance* 20.1 n.a 

Bankinglfinance* 1 5.4 n.a. 

Manufacturing industries* *  8.7 9.7 

Electric-chemical 1 8.4 

Petroleum 1 6.7 

Metal 8.4 

Wood and timber 4.2 

Textiles 2.6 

Sources: (*): Central Bureau of Statistics of Norway 1 989 (**) :  NAF; 1 985  
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1 988 

7.7 

42.4 

22.4 

n.a. 



was relatively modest in both 1979 and 1 988. Even 50, we can see an increase in 
the voluntary costs in these industries. 

Banking and insurance companies, on the other hand, score exrremely high 
on voluntary sodal expenditure, and expenditure levels in this sector have been rising 
throughout the 1980s. Occupational pension schernes count for a substantial 
portion of the labor costs in these industries. In 1988, average contribution rates 
to pension and life insurance schernes amounted to 6.9 per cent of direct pay in 
banking and 14.8 in insurance companies . 

. 

The latest available data on social labor costs for manufacturing industries 
are, as noted, from 1 983. However, there are indications that, on average, expen­
ditures have increased throughout the 1980s as coverage of occupational pension 
schernes has grown rapidly. The aggregate flgures for manufacturing companies 
conceal wide differences across individual industries. In highly capital-intensive 

industries, like the electro-chemical and the petroleum industries, voluntary lahor 
costs amounted to 1 8.4 and 1 6.7 per cent of direct pay in 1 983. At the other ex­
trerne, we find the wood and textile industries, where the figures were 4.2 and 2.6 
per cent respectively. 

The large differences across industries necessitates a more detailed analysis 
of the variation in companies' dedsions concerning occupational welfare benefits. 
This will be the subject of Chapter 9 .  

Throughout the 1 980s, occupational welfare expanded (as a per cent of di­
ret wage) despite comparatively high standards in statutory sodal security schemes. 
The former discrimination between white- and blue-collar workers has disappeared, 
while differences across industries and sectors in the labor market persist. The re­
cent expansion of locally-based, employer-controlled occupational welfare 
arrangements is interesting because it indicates a shift in employer and union re­
muneration strategies. The importance of contractual occupational schernes has been 
reduced, and has heen replaced hy a re-emergence of the sodal policy of the firm. 

The analysis oflabor cost data from 1954 to 1988 indicate that occupational 
welfare showed growing importance until the early 1960s. Following this period 
rapidly increasing public responsibility lead to a partial marginalization of occu­
pational welfare. However, this period of substitution was to be replaced by a new 
growth in voluntary occupational schemes in the eighties even though public pro­
grams showed continuous growth. 

However, it is not only the extent of occupational welfare that has been 
changed in the post war period. Also the mix of voluntary and contractual occupa­

. tional schernes has changed significantly. Before the concluding discussion, I will 
briefly show how collective bargaining has been used as a sodal policy strategy in 
order to complete the picture of occupational welfare in the post war period. 
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4.5 Bargaining against markets 

The labor cost data disclose that private sector employers use welfare benefits as an 
important element in their remuneration policy and that the importance of this 
decentralized employer-controlled social policy arena is growing. Moreover, a sig­
nificant part of the occupational welfare arena has been based on contractual 
agreements. 

In the early 1 950s, the trade union movement faced the problem of how to 
deal with the rapid development of a decentralized system of occupational welfare 
arrangements. The unequal distribution of the right to old-age pension coverage 
and supplementary sickness benefits was seen as espedally unsatisfactory by the trade 
union movement. Equal treatment of white- and blue-collar workers was sporad­
ica1ly stressed as an important sodal policy principle and as a means to securing 
formal contractual control over wage determination (LO, Protokoll fra Represen­
tantskapet mai 1 95 1 :  1 1 8) .  In several cases, LO choose collective bargaining as its 
means to reduce the gap between white- and blue-collar workers. 

Sickness benefits were the first area to be placed on the central bargaining 
table. Old-age pensions were soon to follow. Prior to the Trade Union Congress in 
1 954, the LO leadership proposed that the question of incorporating skk pay into 
the general wage agreement be thoroughly reviewed by an internal committeel6• 

As a long term objective, the committee ca1led for equal treatment of blue­
and white-collar workers in the field of sickness insurance. Its recommendations 
confirmed that the choke between political solutions and solutions achieved through 
centralized bargaining was to be decided by practical considerations. The chosen 
strategy should dep end on «which solution gives the greatest chance of rapid and 
positive results "17. The committee drew the conclusion that it was very unlikely to 
achieve full pay during sickness by political means alone. 

During the centralized wage negotiations in 1 954, LO and the Norwegian 
Employers' Confederation (NAF) agreed to build up a fund to finance a fumre sick 
pay arrangement. In 1 956, the parties agreed to incorporate a supplementary sick 
pay arrangement into the wage agreement starting payments 1 512-1 95718• By way 
of this agreement, LO succeeded in substantially increasing compensation levels for 
the majority of wage earners. Still, the total level of compensation did not exceed 
50 per cent for singles with average incornes. Another shortcoming was that the 

16 I nnsti l l i ng fra Ko m iteen for lønn under  legit imert sykefravær (LO; 1 954) 

17  I nnsti l l i n g  fra Kom iteen for lønn under leg iti mert sykefravær (LO; 1 954) 

18Dag penger under  sykdo m .  I nnsti l l i ng fra sykelønnsko m iteen av 1 956. LO og NAF. 
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negotiated scherne operated with a waiting period of six days, in contrast to a wait­
ing period of three days in the public scherne. 

The fact that employers and employees alike recommended that the negoti­
ated scherne be administered by the state and be adapted to the public sickness 
benefit scherne illustrates the dose integration of the two schemesl9• This intermixing 
of the statutory and the bargained sickness benefit schernes is a remarkable exam­
ple of the pragmatic and harmonious co-existence of public and private institutions. 

Another aspect of the negotiated scherne is of importance related to the tra­
ditional approach to Scandinavian trade unions as engaged in a struggle to build a 
universal welfare state. This portrait of Norwegian unionism do es not fully con­
form with reality. As a tool for increasing union strength, exdusive benefits were 
an important aspect of the LO proposal. However, the employers refused to accept 
the demand by LO that the scherne should cover only union members. 

It turned out chat the practical operation of the negotiated scherne caused 
considerable frietion. After the introduction of the scherne, absenee increased dra­
maticalIy. The guarantee fund build into the LO/NAF scherne was rapidly 
depleted20• Therefore, LO and NAF decided to curb expenditure by slightly reduc­
ing the level of compensation and by increasing the waiting period from six to 
fourteen days. As a result of these measures, the negotiated scherne eventually started 
to balance, and it was possible to make minor improvements. In the early 1 960s, 
the two parties to the agreement cautiously decided to give priority to increasing 
the maximum period a person could receive sick pay, while compensation levels and 
the waiting period were maintained (Petersen 1 975) .  

Even so, the bargaining road was taken to improve the contractual scherne. 
The important political breakthrough was made in the bargaining arena, rather than 
in the political arena. In 1 966, LO and NAF agreed to a declaration of principle 
that «there was no social justification for maintaining different levels of sickness 
benefits for blue- and white-collar workers » (Petersen 1 975) . This meant that NAF 
was ready to accept the long-term objective of LO to approach full wage compen­
sation for blue-colIar workers. In a longer time perspective, this agreement was 
crucial since it triggered the proeess that lead to a national system offering full pay 
from the first day of absence. 

In order to harmonize benefit levels, it was decided to gradually raise the level 
of compensation in the LO-NAF scherne. As from 1 April 1 969, total sick pay for 
members of the LO-NAF scherne reached 90 per cent of net in come. Since the late 
1 960s, the waiting period was gradually reduced, and in 1 974 it was finally reduced 
to one day. 

1 9Dagpenger u nder sykdom.  I nnsti l l i n g  fra syke lønnskom iteen av 1 956. LO og NAF. 

20 Norweg i a n  Offida l  Report 1 976:23.  
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In spite of the success of the occupational sickness benefit program, an important 
shift in trade- union opinion on sick pay took place in 1 970 when LO proposed 
that the occupational scheme should be incorporated into a statutory arrangement 
covering all employees (Petersen, 1 975) . The main argument for this proposal was 
that, in spite of the negotiated scheme, 20 per cent of all employees were without 
access to supplementary sick pay (Ot.prp.nt.68 1 976-77) . The new policy depar­
ture on the part of LO, was motivated by the fact that the negotiated scheme suffered 
from financial troubles. Time and again LO and NAF were forced to take emer­
gency measures , agreed by negotiation, in order to maintain the economic 
foundation of the scheme (NOU 1 976:23) . 

In 1 976, a public committee proposed to extend the state scheme, giving 
90 per cent wage compensation from the first day of absenee (NOU 1 976:23) . In 
a minority statement, NAF recommended to maintain a waiting period of one day 
as in the previous negotiated scheme. The LO member of the committee, LO lead­
er Leif Haraldset, did not take any definite poshion on the question of 90 or 1 00 
per cent compensation level. LO could also have an interest in following a «Swed­
ish model » where broad contractual agreements were built on the top of a 90 per 
cent agreement. 

Nevertheless, the Ministry of Social Mfairs recommended in its proposal to 
the parliament that full compensation was necessary to secure the same treatment 
for all wage earners. It was explicitly spelled out that the state as employer had no 
intention of reducing the benefit level for those who already have separate arrange­
ments providing full pay (Or.prp.or.68 1 976-77) . In other words, state and local 
employees were to keep their sickness benefit rights of full pay from the first day of 
absence. 

Based on the principle of equal treatment, the road to 1 00 per cent com­
pensation was open. In the political proeess, following the committee's 
recommendations, LO succeeded in persuading the Labor Government to support 
its wish for full wage compensation as from the first day of absence. In this situa­
tion the goal of creating a «Swedish » system of supplementary contractual schemes 
was set aside. In the discussion, the principle of equal treatment and the fact that 
public employees benefitted from full pay from the first day were put forward as 
the main arguments in favor of full pay (NOU 1 990 :23) . The new national sick­
ness benefit system was vetoed by all parties in the parliament. In 1 978, a national 
sickness benefit scheme providing full pay from the first day of absenee was put into 
effect. Accordingly, the former contractual scheme was closed down. 

One could argue that it was the strength of the private scheme that facilitat­
ed the political breakthrough, rather than as traditionally assumed, that a strong 
private arrangement would be a hindranee for public policy expansion. The con­
tractual break through made the time ripe to propose an extension of the public 
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scherne. In the political debate on sickness insurance, even the Conservative party 
referred to defects in the existing occupational schemes, and emphasized the need 
to ensure the remaining 20 per cent  of wage earners full compensation for loss of 
income during illness. This discussion is particularly relevant for the ongoing de­
bate over consensus or eonflict in social policy development. To some extent, both 
approaches are right. Of course there is a confliet over the expansion of social rights. 
In Norway, however, the conflict was played out in the individual companies and 
in the arena of coUective bargaining. In this respect, the state as employer was es­
pecially important in shaping the proeess in the post-war period. Henee, when 
turned into a legislative issue the situation was no doubt one of consensus. 

Pensions 

After sickness benefits, old-age pensions were the next issue to be placed on the 
negotiating table (Pedersen 1 990) . LO considered two alternative strategies to 
achieve a more comprehensive system of supplementary pensions21 •  One was to 
follow the example of Swedish LO (Molin 1 965,  Hedo 1 974) and demand a legis­
lated supplementary pension scherne covering all wage earners. Since the Labor Party 
had an absolute majority in the Norwegian parliament, the conditions for progress 
by political means seerned favorable. The LO leadership did however, decide to 
propose an alternative strategy at the 1 957 Trade Union Congress. The Congress 
supported the goal of taking the question of supplementary pensions to the bar­
gaining table. This position was again influenced by a pragmatic evaluation of the 
situation. A legislated sch erne was seen to be relatively hard to achieve in a short 
time. Furthermore, a negotiated sch erne would allow LO to take credit for a major 
improvement in the social standard of wage earners. LO also intended to exclude 
non-members from the scherne and thereby create a positive incentive to boost 
membership. It was important to the LO, however, that the scherne should include 
all unionized workers, and not allow for segmentation between trade union 
branches22• 

The goal of excluding non-union members from the contractual schernes 
may .be surprising since the employers so strongly opposed this principle in the 
contractual sickness benefit scherne. However, some unions managed to achieve 
support from employers for exclusive member schemes. Norsk Typografforbund 
reached an agreement for employer contributions to their «Mutual Help fund» 
which provided old-age, disability, and survivor pensions as weU as funeral 

21Th is ehoise betwee n  ba rga i n i ng a nd pol iti es is d i scussed in more deta i l  i n  Chapter 6 as one 
of three crossroads of soda l  pol i cy i n  post-war pension development. 

221 nnsti l l ing fra utva lget om bed riftspensjon .  Desember  1 957. LO 
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contributions. In 1 956. Den Norske Centralforening for Boktrykkere reached an 
agreement securing employer contributions to its «Help fund»23 . 

In a round of centralized bargaining in 1 958,  LO and NAF agreed to estab­
lish a supplementary pension scheme (FTP) covering workers in the unionized 
sector. Details of the scheme were finally agreed upon in 1 %024• The resulting FTP 
scheme did not satisfy LO's original position. From the outset benefits were mod­
est and there was no system of automatic index regulation. Consequendy, the FTP 
scheme did not match the generosity of the income-related schemes of public 
employees and white-collar workers in private companies . Moreover, NAF insist­
ed on including non-unionized employees in the scheme (Pedersen 1 990) . 

Nevertheless, the FTP scheme was an important step towards improved 
pensions for large groups of blue-collar workers. Its biggest success - as will be 
diseussed in Chapter 6 - was probably that it triggered a political proeess resulting 
in the establishment of a national income-related pension scheme in 1 967. 

Pensions and sickness benefits have been the most important welfare issues 
placed on the centralized bargaining tab le. However, other examples can also be 
found. In 1 966, an agreement on the introduction of a severance pay (sluttveder­
lag) was reached. This arrangement provides a lump sum to all employees who are 
made redundant after 1 0  years of service and who have reached the age of 50 years 
or more (NOU 1 975 :60) . 

After the closing of the contractual sickness insurance scheme in 1 978, it 
took ten years before social policy issues again were to be found at the front of cen­
tralized collective bargaining in the private sector. In 1 9 88 ,  LO proposed to 
introduce a contractual early retirement scheme providing income-related bene­
fits for employees voluntarily choosing to retire at 65 or 66 years. NHO and LO 
agreed to establish the AFP-scheme. The government did, however, participate in 
the financing of the scheme (40 per cent)25. 

There is a striking resemblance between the situation in the 1 950s and in 
the late 1 980s. During the late 1 980s LO faced a rapidly growing system of decen­
tralized occupational arrangements .  Analyses of different pathways to early exit from 
the labor market showed large differences in the quality of company-based early 
retirement systems. Companies responded to growing labor market pressure by 
developing ad hoc and permanent company-based early retirement schemes. Unions 
reacted with dissatisfaction to a decentralized system which provides different beneht 

23 1n nsti l l i ng fra utva lget om bedriftspensjon .  Desember 1 957. LO. B i lag 4. 

2' ln nsti l l i n g  fra NAF's og LO's pensjonskomite t i l  Avta le  om tariffestet pensjon .  Avg itt 9/1 1 -
1 960. 

2SForh a n d l i ngsprotoko i l  me l lom LO/NAF 24/2- 1 988. Pub l isert i LO-I NFORM.  LO 1 988. 
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levels and, often more important, forces workers to accept different combinations 
of unemployment benefits or disability pensions combined with company-based 
supplements. As a res ult of an intensified debate on the sodal aspects of early re­
tirement, LO chose to use the bargaining system to establish a centralized system 
of early retirement pensions. Also in the public sector negotiation, the parties reached 
an agreement on a corresponding scheme. The system is still operative both in the 
private and public sectors, and has been improved in rounds of centralized negoti­
ations between 1 992 and 1 996 (e.g. , reduced exit age and improved compensation 
level)26. 

Taken together, occupational welfare systems were recognized by their sharp 
dualisms between white- and blue-collar workers. In a system of local, company­
based provision, union control was limited. Employers saw white-collar workers 
as the main target for occupational welfare. Because of this, the trade union move­
ment chose to engage itself in an attempt to move the question of occupational 
welfare to the national level of industrial relations. It succeeded in establishing cen­
tralized negotiated schemes for supplementary sickness benefits and for old-age and 
disability pensions, and later for early retirement pensions. However, it should be 
recognized that there is still significant activity to improve welfare benefits also 
outside the centralized negotiations. Typically, the national federation of journal­
ists closed an agreement in June 1 994 that gave all their members in newspapers 
and magazines the right to one week extended vacation and the right to full wage 
compensation during one year of family leave. One should also note that while metal 
workers in the 1 920s were the major force behind expanded vacation time, today 
it is the smaller professional associations outside the LO family that are at the fore­
front. 

The fact that the union movement chose bargaining against markets rather 
than politics against markets illustrates that the union movement is a separate pol­
icy actor. It also shows that the union movement acts on a highly pragmatic basis 
to seek the optimal combination of welfare arenas, given a focus on union organi­
zational interests. The ne ed to keep tension among unions low in the national 
federation, thereby avoiding exit from the centralized union movement, seems to 
be a major driving force behind union social policy shifts. 

It should also be taken into consideration that the system of murual benefit 
systems has changed during the post-war period. Traditionally, these schernes have 
been seen as abandoned by a union movement favoring political solutions to the 
welfare needs of their members . Therefore, they have lost their importance as a way 
of providing welfare benefits .  Stevens ( 1 986) has argued that, in the US case, em­
ployers invaded the self-help schemes . In other words, they lost in a fight over 
contro!. In the Norwegian case, it seems more reasonable to conclude that union 

2·Avta l efestet Pensjon .  Samfunsnotat nr.2/92, LO. 
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schernes were transforrned into regular occupational schernes mostly through local 
pressure for employer involvement. Several examples can be found ofhow self-help 
schernes based on voluntary union membership contributions applied for finan­
cial support from the employer and gradually were transforrned into a local-based 
occupational scherne. These schemes were later included in the central contractual 
schemes. 

. 

Actually, the idea of providing mutual benefit schemes was not abandoned 
by the trade unions. To a large extent, the mutual benefit system was centralized 
and transforrned into uniform insurance schemes. In 1 965 ,  LO became owner of 
45 per cent of « Samvirke Insurance» . That same year, «Norsk Kjemisk» introduced 
collective home insurance for all its members . After the arrangement had been 
deemed illegal in a local court decision in 1 967, the Supreme Court changed the 
decision, thereby removing the legal barriers to further introduction of compulso­
ry membership insurance. By 1987, all LO union branches had introduced collective 
home insurance. Moreover, in 1 97 1 ,  the remaining union support funds were trans­
forrned into a «Basic Insurance»,  providing death and accident benefits to all 
members of the LO family. Today, new proposals to create mutual membership 
advantages are proposed27• Unions organized outside the LO umbrella have also 
engaged themselves in the development of corresponding systems of membership­
based collective insuranee, so far, however, on a voluntary basis. 

For the trade union movement, the development of social policy after the 
war implied primarily a centralization of responsibiliry, either to the political are­
na or to a eentralized levd in the union movement. By doing this, a broader 
distribution of benefits was achieved. At the same time, local unions and branches 
lost many of their previous direct engagements in social policy. Local self-help 
schernes were dosed down. Company-based occupational schernes became prima­
rily the responsibiliry of the employer. More recently, it has primarily been the new 
professional unions ofhigh income, white-collar workers that have engaged them­
selves in these issues in the private labor market. In public sector, however, the LO 
unions have shown increasing interest in occupational arrangements . In 1 986, the 
legislated state pension scheme was made contractual, clearly signaling the impor­
tance that the public sector unions attached to these schemes. 

In the private sector, unions seem to have lost a part of their previous im­
portanee in loeal activiry. This abolition of concrete Iocal tasks could be especially 
problematic in periods of wage moderation and strong centralization of direet wage 
determination. It eould ereate pressure for more deeentralized bargaining to increase 
the importanee of the loeal and industry levels within the trade union movement. 

27l n nsti l l ing fra Fel lesutvalgets forsi kr ingsutredn ing .  Oslo 2 1 /9-1 993.  This joint LO a n d  Sam­
vi rke Insurance document a l so provides a short overview of the h i storica l development. 
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It is interesting that the 1 994 collective bargaining took place at the industry-lev­
el, after seven years of centralization. A solution that has been chosen also in 1 995 
and 1 996. 

At the same time, the employers' federation advocates a full scale decentral­
ization of the wage determination process. In this situation, centralized collective 
bargaining over early retirement pensions could have been an important way of 
keeping the centralized bargaining level intact even in periods of wage moderation. 

4.6 Conclusion - dynamic social policy 

An analysis of the post-war period indicates that the importance of occupational 
welfare and the interplay between statutory and occupational arrangements follows 
a somewhat different logic than is traditionally assumed. It contributes to a remak­
ing of some vital elements in the understanding ofhow the Norwegian welfare state 
came to be. 

A first conclusion is that the actual interplay between public and private 
welfare cannot be described as either substitution or complementarity. Rather, it 
should be perceived as a ptocess of dynamic social policy development, as move­
ments across arenas of decision making. The analysis of the post-war period 
indicates the existence of different phases in the development of occupational wel­
fare, closely linked together in a dynamic process: 

a) A strong growth in company-based and employer�controlled welfare ar­
rangements took place in the 1 940s and 50s.  It was fueled by rising income 
levels, and both employers and unions saw welfare benefits as an increasingly 
important issue. Undoubtedly, occupational welfare gained importance as 
a remuneration strategy primarily for white-collar employees. Unions started 
a pro cess of transforming self-help schernes into occupational schernes and 
thereby also integrating blue-collar workers into a system designed for white­
collar employees . The state as employer became an important driving force 
in the movement to expand occupational welfare and to equalize the wel­
fare rights between white- and blue-collar workers in the occupational arena. 

b) A second phase can be found in the shift from voluntary company-based 
arrangements to contractual schernes due to the integration of social policy 

in collective bargaining after 1 954 in a setting of uniform and cenrralized 
labor relations. The sharp division of social rights among the wage earners 
in the private sector opened the way for union action .  Through its 
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introduetion of equal treatment for all employees clearly, the state as employer 
had indicated that occupational welfare arrangements could be transforrned 
into a broader system with different effects on economic redistribution than 
traditionally found in locally-based arrangements. 

c) A third phase can be seen in the proeess of the gradual socialization of the 
contracrual occupational schernes and a general growth in public programs. 
This points to the condusion that generous public schernes can be the re­
sult of a highly developed private welfare arena rather than the traditional 
assumption that a weak private welfare sector opens the way for generous 
public programs. On the other hand, the development in the 60s and 70s 
lends support to the thesis that the expansion of statutory social security tends 
to crowd out occupational provision, and that this in turn has an equaliz­
ing effect on the distribution of welfare among wage earners. 

d) A fourth phase can, however, be found in the new growth in the employer­
controlled, company-based occupational welfare arena which have taken 
place in the last decade or so. It indicates that employers' provision of occu­
pational welfare is more than a function of the developments in public policy. 
The preference for welfare goods can grow among others as a function of 
real wage growth, hence creating rising expectations of for example retire­
ment income. At the same time shifts in industrial and labor force structure 
can contribute to occupational welfare growth independent of public pro­
grams. Moreover occupational welfare is a unique mechanism for human 
relations and personneI management at the company level, and thus should 
be understood as such. Therefore, even though public welfare programs are 
expanding the trade union movement is again faced with the challenge of 
growing importance of employer-controlled welfare arrangements. 

Based on this analysis no simple dear cut answer to the issue of substitution or 
complementarity can be given. In absolute terms the nature of the interplay have 
shifted throughout the post war period. This does not, however, rule out the pos­
sibility of a relative substitution effect, i.e. the growth of private schernes could have 
been even stranger if it had been fueled by for example reductions in public schemes. 

A second main condusion is that this analysis lend support to a somewhat 
different understanding of the underlying logic of welfare state expansion in Nor­
way than found in a traditional labor mobilization appraach. The political nexus 
of the public-private mix is not adequately recognized as comprising distinct cat­
egories with fundamentally different effects on economic redistribution and working 
dass solidarity. Alternatively, the division of public and private should be 
conceptualized as a continuum ranging from individual insurance and company 
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plans over broader contractual agreements to public systems with universal cover­
age. Hence unions have pragmatically seen both politics and bargaining as means 
of improving the social standards of their members. Among other things, the Nor­
wegian LO demanded that national contractual pensions and sickness benefit 
schernes should be made exdusive for trade union members. 

To a large extent, it has been the trade unions' ability to be, in cooperation 
with the employers, self-reliant - in Baldwin's ( 1 990) terms - that has been an 
important driving force behind welfare state expansion. Trade unions tried firmly 
to anchor their interest in social policy to labor market arrangements because of 
possible positive organizational spinoffs. This capacity of the working dass, and its 
allies, especially among public employees, to be self- reliant provided important 
elements in the later non-Socialist support for the socialization of the public 
schemes. The crux of the matter seems to be, however, that unions were not fully 
self- reliant. In the case of sickness benefits, some groups of union members were 
still ieft out off the contractual schemes. When it came to pensions, the generosity 
of the private contractual schemes was never dose to the level of public sector oc­
cupational pensions. Therefore, socialization of contractual schernes meant reduced 
intern al conflict across industries and sectors of the trade union movement. This, 
in turn, reduced the potential for individual union exit from the national federa­
tion and increased the basis for internal union loyalty buildup. To what extent this 
will be the case in a longer perspective is however far more uncertain. 

The recent debate over early retirement indicate that the conditions for so­
cialization of welfare need has changed. All the national union confederations in 
Norway advocate a development of the contractual AFP-scheme as the future pol­
icy road. Choosing bargaining, and not politics, as the road towards solidarity in 
the 1 990s must be understood as the result of changing conditions for trade un­
ions in the Norwegian labor market. Unions are increasingly competing with each 
other. At the same time, the NHO argues more strongly in favor of a system of 
decentralized wage determination. A centralized contractual pension scherne is 
therefore more than solidarity; it is a strategy to keep a vital institution in the labor 
relations system intact as well as a mechanism for strengthening the position of the 
union movement and, of course, a mechanism of achieving social policy goals. 

Overall, the dynamic interplay between public and private welfare has been 
an important part of social policy development in Norway. Recognizing and un­
derstanding the distinct interplay between labor market processes and public policy 
expands and darifies aur understanding of Norwegian soeial policy. This analysis 
differs from the heroic Social Democratic version of welfare state development as 
the result of a grand strategic plan in which a homogeneous labor movement con­
solidates its political power and quite simply legislates the «new society » .  
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Chapter 5 Do public pension systems 
influence the growth of private 
pensions? 
A comparison of Denmark and Norway 
This chapter is  a revi sed version of a paper (Hippe, J .M and A.W.Pedersen, 1 995, The g rowth of 
private pension i n  two Scand inavia n  wefare states- A comparison of Denmark and Norway) 
written with Axel West Pedersen and presented at the workshop « Enterprise and Welfare sta­
tes Projec!» he Id at the In stitute for Advanced studies in  Vienna, May 4th, 1 995.  Th is  paper i s  
u n pub l ished. 

5.1 Introduction 

The image of the Scandinavian welfare states are changing. In recent years there has 
been a notable movement towards pluralism especially in areas like early retirement 
and old age pensions, and the division oflabor between public and private welfare 
has become a central issue in Scandinavian politics1 •  In Denmark a relatively strong 
reliance on private pensions has been reinforced with the establishment ofindustry 
wide contractual schemes in the private sector, aiming at extending coverage with 
occupational pensions to the majority ofblue collar workers. In Norway a relatively 
generous statutory pension system has been cut back while company based occupa­
tional schemes are on the rise, and the demand for early retirement has been met 
through the establishment of contractual schemes rather than an expansion of pub­
lic programs. 

These developments should stimulate a new de bate on the role that private 
welfare arrangements take in Scandinavian type welfare states and the nature of the 
public private interplay. This is especially imporrant after a long period where re­
search have focused heavily on the dominant position of public welfare programs. 
The conventional porrrait of Scandinavia as a province of total state dominance in 
the provision of welfare never conformed with reality and the gulf between image 
and fact is growing. 

This chapter compares the development of private pensions in Denmark and 
Norway over the last two decades. The aim is to report on the, in themselves, quite 
remarkable, changes in the role of private welfare provision to be found in two Scan­
dinavian countries. More imporrantly, the analysis offered in this chapter can throw 
light on a general question of theoretical and political imporrance, namely if the 
relationship between public and private income provision in retirement is one of 
' This  genera l ization certai n ly holds up for Sweden too, but it is beyond the scope of th is  pa­
per to cover the Swedish case - see however Kangas and  Palme ( 1 996) 
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substitution or is it on the contrary complementary (see hypothesis 1 in chapter l ) ?  
Do private pensions dwindle, as public pension systems are expanded (and grow when 
public provision is cut back) , or could it be that the expansion (decline) of two types 
of welfare provision mutually reinforce each other? lf no general answer applies, as 
seems to be the less on from the existing literature, how might the re1ationship be­
tween public and private pensions be conditioned by structural and institutional 
factors? 

The policy re1evance of this question is evident. In the deliberations about 
cut backs in public pensions that presently take place in many OECD countries, 
the possible consequences for the scope and pattern of private pensions is a central 
issue. Can we assurne that some kind of private provision will fill the vacuum pro­
duced by reductions in public benefits, or should we - quite on the contrary - expect 
a downward spiral of both public and private pension coverage? Therefore, the re­
search question is deliberate1y posed in dynamic terms. 

A comparison of the deve10pment of private pensions in Denmark and Nor­
way since the early seventies is especially attractive for an investigation of the 
relationship between public and private welfare programs. Since the sixties the level 
and structure of public pensions have become significantly different in the two coun­
tries. In 1 967 Norway followed Sweden and Finland and introduced a statutory 
national income re1ated pension scherne on top of the existing universal flat-rate 
«peoples pensions». This second tier ofincome re1ated public pensions has been grad­
ually maturing during the period under study, and replacement rates for successive 
cohorts of newly retired have improved significantly. In the late sixties attempts by 
Danish Social Demoerats to introduee a similar scherne failed. Hence, public pen­
sions are exclusive1y flat rate in Denmark and replacement rates for full time wage 
earners . are weU below the Norwegian level. In the area of early retirement (non­
medicalized) the situation is almost the reverse.  A public scherne was introduced in 
Denmark in the late seventies allowing people to withdraw from the labor market 
from the age of 60, while no state program for early retirement has so far been in­
troduced in Norway. 

On the background of strong divergence in public pension provision, the 
common trend of growth in private pensions in recent years is all the more intrigu­
ing. Are the two countries converging despite the obvious differences in the structure 
of public pensions, and does such a convergence lead us to reject the hypothesis about 
a basic substitution between public and private pensions? The comparison is strict­
ly limited to these two country cases. It should be mentioned however, that the 
growth of private pensions in Scandinavia is puzzling in light of the fact that cover­
age with occupational pensions have shown a downward trend over the last decade 
in countries like the US and Germany (see also Bloom and Freeman, 1 992) . 
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In section 5 .2  the theoretical and methodological questions is stated in more detail. 
Section 5 .3  offer a short comparison of the main institutional features of the Danish 
and Norwegian public pension system. Then follows a quantitative comparative 
description of the development of private pensions from the beginning of the sev­
en ties to the early nineties - section 5 .4. A range ofindicators are compared in order 
to take note of the complex nature of private pensions. In the concluding section 
we summarize the findings and discuss their implications for existing theoretical 
positions and future research2• 

5.2 5pecifying the research question 

As discussed in more detail in Chapter two an exrensive literarure has emerged over 
the last decade abollt the relationship between private and public pensions. The in­
sight shared by all contributors to this literature is that the political economy of the 
Welfare State cannot be properly understood without attention to the role played 
by private instirutions in complementing and sometimes substituting state inter­
vention (see for instance Rein and Rainwater (eds . ) ,  1 986) . However, opinions 
diverge over the nature of the interplay between public and private provision, and 
the place it might have in more general theoretical accounts for the Welfare State. 

Some authors tend to see private pensions as a functional equivalent to pub­
lic provision, and hence it is argued that cross-national variation in the institutional 
mix between the two only masks an essential convergence among advanced capital­
ist economies (Rose and Shiratori, 1 986; Rein, 1 983) . Others maintain a clearly 
dualistic view of the two types of welfare provision. Thus, cross-national differenc­
es in the balance between public and private institutions is seen as a key symptom 
of welfare state variation (Korpi and Esping-Andersen, 1 987; Esping-Andersen, 
1 990) . 

Both these contras ting theoretical perspectives, however, seem to entertain 
the common assumption that public and private welfare are close substitutes in quan­
titative terms: that individuals and/or collective actors, like companies and unions, 
consider public and private pensions as alternative means to achieve «adequate» in­
come levels after retirement3. In other words, the scope for public and private pensions 

2 It should be make dear at this poi nt that the a i m  is on ly  to i nvestigate the conseq uences of 
d ifferences i n  pub l i c  provis ion on the scope and pattern of private pensions. We do not at­
tem pt to eva l uate further poss ib le repercussions for outcome var iab les l i ke wag e  determ i na­
tion, i ncome inequa l ity among the aged, pol itica l i nterest a l ign ments etc. 

3 Accord ing to the second perspective, the choice of instruments wi l l  have profound repercus­
sions for the d istr ibutive logic  of the ent i re system and for the pattern of dass i dentification 
and pol it ica l mobi l i zation .  
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is determined by a stable and well�defined need for retirement income, and, thus, it 

is predicted that private actors will respond to increases in public pension benefits 
by relaxing their efforts through occupational pens ion schemes and individual pen� 
sion insurance and savings. This proposed substitution effect is to be found in two 
versions. First, substitution work in an absolute manner in the sense that growing 
public responsibility will reduce or even marginalize private schemes without con� 
trolling for the impact of other variables such as economic growth or industrial 
relations variables. Given a weU defined need for pensions, increased public benefits 
will reduce private pension savings as such. Second, the substitution hypothesis can 
be given an alternative interpretation when it is seen as a ceteris paribus effect. In 
other words, if other factors are held constant, increased public pens ion rights will 
cause less growth in private pensions than would have been the case without the 
original increase in public responsibiliry (or vise versa) . Both theoretica1ly and in a 
policy perspective this seem as the relevant problem: what will happen to private 
pension savings if public income related pension schemes are pulled back (or intro� 
duced) every thing else held constant? 

The assumption about a dear�cut trade�offbetween public and private pen� 
sions has recently been called into question by a number of authors . Some argue that 
the relationship can, at least occasionally, work in the complete opposite direction: 
that the expansion of public pensions might be a cause for growth in private pen� 
sions (Hannah, 1 992; Dobbin and Boychuck, 1 996) . Many scholars have pointed 
to the simple and undeniable fact that in most developed countries public and pri� 
vate pension systems have grown in tandem throughout the post war era (van 
Gunsteren and Rein, 1 985 ;  Hannah, 1 992) . Moreover, the notion of complemen� 
tariry has found support in historical case�studies. Dobbin and Boychuck ( 1 996) 
argue that coverage with occupational pensions increased in the US as a consequence 
of the introduction of soeial securiry pensions in the New Deal reforms of the late 
thirties. 

One possible mechanism behind such a complementary relationship concerns 
preference formation and could be terrned «the recognition effect» (Barro and 
MacDonald, 1 979) . As many scholars have pointed out, retirement is by and large 
a soeial invention of the 20th century (Hannah, 1 986; Myles, 1 989) , which sug� 
gests that the need for retirement income is soeially constructed rather than a natural 
constant. It is therefore not unreasonable to assume that the introduction and im� 
provement of public pension benefits could in specific historical circumstances lead 
to inflated expectations about what constitutes an «adequate» income level after re� 
tirement, and therefore stimulate increased demand for private supplements. Dobbin 
and Boychuck ( 1 996) have suggested an alternative, more concrete, mechanism 
behind complementariry with speeific reference to employer financed occupational 
pensions: Improvements in public pension benefits will tend to make it less costly 
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for employers to establish and run occupational pension plans that guarantee a cer­
tain total level of income replacement in retirement. Hence, the introduction and 
improvement of public pensions could facilitate growth in coverage with occupa­
tional pension plans among the work force4• Of course, these effects could be at work 
simultaneously. 

Other studies have, however, have found evidence in favor of substitution.  
On the basis of time-series data for the US, MunnelI ( 1 982) found a strong substi­
tution effect between public and occupational pension accrual among the work force. 
It is interesting to note that while she found almost a one-to-one substitution be­
tween public and occupational pensjons, individual savings behavior appeared to be 
unaffected by changes in public pensions5• Also some tentative studies of cross-na­
tional data have pointed to a negative relationship between the scope of public and 
private pensions (Esping-Andersen, 1 987; 1 990; Kangas and Palme, 1 992; Hippe 
and Pedersen, 1 992) . However, the tendency for substitution revealed in these lat­
ter studies is rather weak. In faet, Esping-Andersen ( 1 987) notes that no country 
changed rank order in terms of spending leveIs when total pension expenditures was 
made the ranking criteria in stead of just public spending (see also Rein and Rain­
water, 1 986: 1 7) .  

A different strand o f  critique against the hypothesis o f  substitution asserts 
that the development of private pensions is largely independent of public pension 
systems and tied up with different causal structures. von Nordheim-Nielsen ( 1 988;  
1 99 1 )  has pointed out how occupational pensions are functionally related to insti­
tutions and processes in the labor market and the capital marker.  He argues ,  
therefore, that the assumption that private pensions are filling a n e  ed for retirement 
income left over by public pensions is misplaced with respect to occupational pen­
sions. It is undoubtedly true that pens ion plans have traditionally been used by 
employers as an instrument oflabor management and that occupational pensions form 
part of labor relations and labor compensation (Tripplet, 1 983) , so it is safe to as­
surne that both the scope and pattern of occupational pensions is strongly influenced 
by the nature of industrial relations. When (labor) economists study occupational 
pensions, they of ten take this so much for granted that they tend to ignore that 
occupational pension plans actually provide retirement income (see Bodie, 1 989 for 
an attempt to bring this aspect «back in» ) .  

4 N ote that the argu ment p resupposes rather fixed expectations a bout the level o f  i ncome 
rep lacement to be secu red by an occupat iona l  pension plan inc lud ing  any pub l i c  pension be­
nefits. It seems most d irectly relevant for a situat ion where occupat iona l  pens ions a re organi­
zed as defi ned benefit p lans.  

5 Accord i ng to the theoretica l a rg u ments made in favor of com plementarity or i ndependence 
we wou l d  h ave expected the opposite p icture - see von Nordhe im-Nie lsen, 1 99 1  : 1 35 .  
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The finding that differences in public pens ion systems explain very little of the exis­

ting cross-national variation in private pensions could weU be seen to support the 
thesis that they are not directly related. One could also argue that the recent decline 
in coverage with occupational pension plans in the US lends indirect support to a 
thesis about independence: Bloom and Freeman ( 1 992) show that a significant part 
of the decline can be explained by the decline in union density and changes in the 
wage structure, while it is fairly obvious that changes in public pension benefits have 
no part in the story. 

Taken together, if one should try to extract a substantive conclusion about 
the relationship between public and private pension provision from the existing lit­
erature it would be simple but not very helpful: It varies. The existing literature 
conveys a mixed if not contradictory picture. 

Hence, it is reasonable to ask why settling the debate about substitution or 
complementarity, which could seem to be a fairly straightforward task for empirical 
research, is so difficult? We will argue that the inconsistent picture which emerges 
from these empirical studies can at least partly be explained by methodological prob­
lems and different approaches adopted in the various studies. 

First of all one should note the fact that the scope of private pensions has 
been operationalized and measured in different ways: The rate of coverage among 
wage earners (Bloom and Freeman, 1 992; Dobbin and Boychuck, 1 996) ,  the size 
of private pension contributions (MunneIl, 1 982) , the share of total labor costs oc­
cupied by occupational pensions (Hippe and Pedersen, 1 992) and the share of private 
pensions in total pension expenditure or the income-packages of retired households 
(Kangas and Palme, 1 992; Esping-Andersen, 1 987; 1 990) . In the comparison of 
Denmark and Norway a wide range of indicators is used in order to avoid a poten­
tial bias inherent in specific measures. As shaU be argued later in this chapter, the 
choice of measure is extremely important because they relate to dimensions of pri­
vate pensions that appear to be sensitive to different types of causal forces. In other 
words, the nature of the relationship is dependent of the chosen measures of private 
pensions. 

Secondly it is not always recognized that in order to unravel a ceteris paribus 
relationship between public and private provision it is necessary to control for fac­
tors that might jointly influence the two. A number of the studies put forward is 
simply bi-variate historical relationships between public and private pensions. I t  is 
of course, interesting to see if there is a positive or negative bi-variate relationship 
between for example public and private pension expenditures quite simply telling 
us that in a given situation both public and private pensions can grow in tandem. 
Even so, the problem should be cast in terms of multivariate causal modeling. There 
is every reason to believe, for instance, that the scope of both public and private 
pensions is positively related to factors like economic development/prosperity and 
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union density. This would imply that the observed pattern ofbi-variate covariation 
(across time and space) could by misleading as a source on the extent of an acrual 
trade-off/substitution. 

With respect to the use of statistical controis, studies relying on a cross-na­
tional framcwork have severe limitations, as the small number of cases does not al­
low for more than a few covariates - at the very best. Time-series data are highly 
attractive if they cover a period with substantial changes in the level of public pen­
sions. In that case they directly speak to the issue of the consequences of change, 
but also here the question of keeping other influential factors under control is pa­
ramount. Many things grow with time, and it is difficult to single out the net effect 
of changes in public pensions on the level and growth of private pensions. 

The obvious similarities in social, economic and political structure between 
Denmark and Norway - together with a significant divergence in the level and struc­
ture of public pensions - make them an ideal pair for comparative analysis. Both the 
time-path of private pens ion developments in each country and the cross-country 
comparison will be used to evaluate the contrasting claims about the relationship 
between public and private pensions. The hypothesis of substitution would lead us 
to expect that private pensions taper off in Norway as the second tier of income related 
public pensions gradually matures during the seventies and eighties, and we would 
expect that private pensions can be shown, across all indicators, to play a greater role 
in Denmark than in Norway, with an exception for early retirement. 

However, the extent of actual control which can be achieved by confining 
the analysis to similar country cases could easily be exaggerated. The political econ­
omies of Denmark and Norway certainly differ in important respects, some of which 
can be suspected to have a distinct influence on the structure and distribution of 
private pensions. Among the most important we should mention differences in the 
industrial structure, the nature of trade-unionism and the general economic climate 
during the period under study. It is equally important to be aware of common trends 
in the two countries that might underlie some of the observed development in pri­
vate pensions over time: Economic growth, a strong growth in public sector 
employment (and the advent of the service economy more generally), the rise of the 
two-earner family, and pressures towards reducing the effective retirement age. 

In the present comparative analysis we shall be conscious about the issue of 
control, although we do not attempt to make use of statistical techniques. We can­
not pretend to conduct a formal test of the contending hypotheses about the 
relationship between public and private pensions, but we think that a careful inves­
tigation of these two country cases does provide for same tentative conclusions. 
Nevertheless ,  the strength of this analysis is the combination of a wide range of in­
dicators used and the possibility of conducting to some extent a control for the 
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impact of other factors influencing both public and private pensions through the 

comparative design. 
Before dos ing this section a brief terminological darification is useful. Alt­

hough we recognize that the conventional public/private dichotomy is problematic 
for many theoretical purposes, we nevertheless use it as a means to organize the fol­
lowing presentation. A program is considered to belong to the public fold if it is 
legislated and covers the whole population or at least all wage earners. To qualify as 
private, the coverage and benefit structure of a pension scheme must reflect discre­
tionary decisions on the part of private agents, either the beneficiaries themselves 
(individual pensions) or their employers/unions (occupational pensions) . We treat 
special pension schemes for public employees as an instance of (private) occupatio­
nal welfare even if they are technically arranged through legislation (see Rein, 1 983) . 
The main motivation is that they are selective welfare arrangements emhedded in 
lahor management and lahor relations in much the same way as occupational sche­
mes in the private sector (see chapter l for detailed discussion) . Later in the 
presentation some boundary cases to be found in the twO countries will be mentio­
ned. 

5.3 The structure of publ ic pensions 

For a long period - roughly from the mid thirties until the mid sixties - pens ion 
politics and policies followed quite similar paths in Denmark and Norway. In this 
period an approach to old age provision with a strong emphasis on universal mini­
mum protection was developed and consolidated in the twO countries. Universal 
coverage, (modest) flat-rate benefits, a high reliance on general revenue financing are 
among the characteristic features of the programs in both countries, and that ap­
plies generally to all the Scandinavian countries in this period. From the late sixties, 
however, puhli.c pension policies started to diverge quite sharply - the most impor­
tant difference being the decision in Norway to built-up a second tier of income 
related public pensions, that was supposed to cater for the demand for income re­
placement among the economically active population. 

Thus, while Norway followed the example ofSweden and Finland by supple­
menting flat-rate basic pensions with an income-related social insurance scherne 
covering the whole work force, Denmark remained faithful to the flat-rate model. 
An employment related public pens ion scherne was introduced in 1 964 under the 
name of ATP (not to be confused with the Swedish scherne carrying the same initials) , 
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bur its flat rate and extremely modest benefits makes it rather insignificant as a pro­
vider of retirement income. 

The Norwegian second tier scherne is directly modeled on the famous Swe­

dish ATP-scheme although it is somewhat more modest. It covers all economically 
active, and is integrated with the flat-rate basic pension. The benefit plan of the 
combined first and second tier is roughly illustrated in Graph 5 . 1 6• The system con­
sists of three types of benefits: the fully universal basic-pension, the income related 
supplementaty pension, and finally a special supplement targeted towards people wim 
no or very low entitlements to supplementary pensions. The special supplement is 
not tested against any other income than the public supplementary pension, and, 
hence, together with the basic pension it forms part of a universal, public in come 
guarantee7• The system has been rapidly maturing during the seventies and eighties 
manks to special transition rules for the generations that were already in their econ­
omically active age at the time of introduction. Also in Denmark, public pension 
provision consists of three elements, bur apart from the universal basic pension, the 
structure is evidently quite different8• Benefits from the ATP-scheme are clearly in­
significant as compared to the Norwegian counterpart. Another important difference 
that has not attracted so much attention is that a substantial part of the minimum 
protection in Denmark is relying on means-tested benefits. While income testing 
was completely abolished in Norway from 1 959, various income tested benefits have 
continued to form an important element of the publicly guaranteed minimum protec­
tion in Denmark. It should be noted that Graph 1 understates the level of mini­
mum-protection in Denmark as it does not include an important means-tested 
housing allowance program targeted towards pensioners. 

These differences in the benefit strucrure of public pensions can be traced also 
in the development and composition of public pension expenditure shown in Graph 
2. Here public pension expenditure is decomposed into flat-rate minimum protec­
tion, employment related supplementary pensions, and public early retirement 
benefits. All are measured as percentage of GNP in the respective countries. In both 
countries old age pensions from the national systems can be drawn from the age of 

6 From 1 992 the system was changed in the d irect ion of reducing future benefit l eve Is. We sha l l  
return t o  t h i s  i n  t h e  narrative sect ion o n  N orway. 

7 The r ight to a fu l l  supp lementary pension is achieved after 40 years of ga infu l emp loyment, 
and the size of the income-related part is  ca lcu lated on the basis of average inco m es over 20 
years with the h ighest i ncome. A reduced i ncome replacement is g ra nted for the part of tota l 
i ncome that exceeds  8 t i mes the base-amount (=the basic pensio n  for a s ing le  pens ioner) and  
there i s  n o  replacement for incomes exceeding 1 2  times t h e  base-amount. 

8 The Graph is d rawn with reference to rea l  benefit levels  in Danish kroner  of each component 
i n  1 985 .  
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67. In the light of cominued high unemploymem rates since the first oil-crisis in 
1 973, Denmark introduced a special early retirement scherne in 1 979, allowing 
withdrawal from the labor market from the age of 60. As can be read from Graph 
5 .2 expenditures on this scherne have been rather significant. So far no general public 

G raph 5 . 1 : The size and  composit ion of pub l i c  pensions for a si ng le  pes ioner as a functio n  of 
p re-ret i rement income leve ls  (Norway). Purehasing power parities in Norweg ian kroner 1 990 
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scheme for voluntary early retirement has been introduced in Norway. However, a 
significant real decline in effective retirement ages for males, has taken place during 
the eighties through the disability pension program, unemployment insurance, and 
different types of occupational arrangements. 

Graph 5.2 :  Pension expenditures in per cent of G N P  1 970- 1 992 
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It should be mentioned that the levd of public pension provision cannot be seen in 

isolation from taxation. Although pension income is generally taxable in both co­
untries, pensioners neverthdess enjoy preferential treatment in the respective tax­
systems. This means first of all that real replacement rates are generally higher than 
those appearing from comparisons of pre-tax incornes. Secondly it is important to 
note that special tax-allowances are targeted towards low-income pensioners, with 
the effect that marginal tax-rates can become very high in certain parts of the inco­
me scale. In Denmark this phenomenon has been exacerbated by means-testing on 
the benefit-side, leading in some instances to composite marginal tax-rates above 
1 00 percent (Arbejdsministeriet, 1 988) . 

As we are interested to unravd the possible consequences of differences in 
the public pension systems, it is important be aware of the fact that this divergence 
in the independent (treatment) variable has not been randomly assigned. Some of 
the factors that should provide an explanation for the different policy choices made 
in the late sixties, can also be suspected to direcdy influence the scope of private 
pensions in the seventies and eighties. Before we go on to present data on the de­
vdopment of private pensions over the last two decades we must therefore point to 
two such relevant differences between Denmark and Norway. 

First, the industrial structure is very different with the Danish manufactur­
ing industry dominated by small and medium sized companies that are generally faidy 
intensive in (skilled) labor and oriented towards the production of consurner goods. 
By con trast Norwegian industry has a high share oflarge companies involved in capital 
intensive production of raw materials and investment goods (Mjøset 1 986) . This 
could have made the introduction of statutory benefits easier in Norway than in 
Denmark. At the same time, it did provide a more fertile ground for occupational 
pensions in Norway. 

Second, also the nature of unionism shows distinct features. While union 
density is clearly higher in Denmark than in Norway (roughly 80 versus 5 5  percent, 
see Scheuer, 1 992; Dølvik and Stokland, 1 992), the internal structure of the respective 
Trade Union Federations (LO) and the system of wage bargaining is more decen­
tralized in Denmark than in Norway. The levd of centralization can constitute an 
important precondition for a mutual trade union pressure in favor of public pen­
SlOns. 

9 I n  the case of academic professions ( l ike doctors a nd l awyers) the employer is com mitted to 
contr ibute ten percent of the payro" to the pension fund whi le  the empl oyee pai d  a n other 
f ive percent. Typically for semi-professiona l g roups ( l ike n urses) the correspondi ng figu res a re 
eight and fou r  percent 
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5.4 The development of private pensions 1 970-1 992 
This section presents and discusses a range of quantitative indicators of the devel­
opment of private pensions in the period from 1 970- 1 992. The question is if the 
divergence in public pension provision has had a visible effect on the scope of private 
pensions, and if the time path of private pension development confirms the expec­
tation that the introduction of a second tier of income related public pensions in 
Norway has had the effect of crowding out private provision. 

At this point it might be useful with a sho�t description of the type of pri­
vate instirutions that provide retirement income in the two countries. Private pension 
provision is characterized by distinct historical legacies in the two countries and for 
our purpose it is important to realize that the period prior to the divergence in public 
pensions - in the fifties and sixties - panicipation in occupational pensions was more 
widely diffused in Norway than in Denmark. 

One of the most imponant historical differences concerns the organization 
of occupational pensions for public employees. In Norway coverage with occupa­
tional pension schernes was virtually complete among public sector employees from 
the early sixties. In Denmark, coverage with occupational pensions was quite incom­
plete in the public sector and the institutions much more heterogeneous and 
occupational segmented, when our period of observadon begins. Core segments of 
state employees were covered by the traditional civil servants' pension scherne, while 
growing numbers of professional and semi-professional were enrolled into a new type 
of occupationally distinct pension plans of the defined contribution type9• The pro­
liferation of this new type of pension plan for public sector professionals in the sixtiesl 
early seventies did not radically increase the coverage with occupational pensions 
within the public sector as imponant segments of manual workers and low skilled 
administrative staff were excluded. 

Furthermore, Norway has a relatively stronger tradition for company based 
occupational pension provisjon, and unlike the siruation in Denmark it was already 
in the fifties quite common for private companies to run pens ion plans that even 
included blue collar workers IO • The main cause for this difference between Norway 
and Denmark probably lies in the industrial structure with a stronger emphasis on 
large scale, capital intensive mining and industrial enterprises in Norway. 

In both countries tax regulations have been developed and maintained over 
the years to secure favorable treatment of saving in private occupational pens ion 
systems . The main principle is the same as in most of the OECD-area that 

l O B ut genera l ly on more modest terms than the wh ite col l a r  staff. 
\ 

" In the ear ly e ighties a spec ia l  tax on i nterests earned by pension funds was i ntroduced i n  
Denmark. 
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contributions (from the employer and the insured) and interests earnedl J  are exempt 

from taxation, while benefits are treated as taxable income (see Johnson, 1 992; and 

Duskin, 1 992) but the nature of the regulation is still somewhat different. In Nor­

way private sector occupational pensions are assumed to be company specific, and 

they are either organized through life-insurance companies or separate company 

pension trusts. Only schemes of the defined benefit type are recognized and they 
must in principle include all (full-time) employees. 1 2  In Denmark the conditions for 
preferential tax treatment are much less restrictive. Both defined contribution and 
defined benefit schernes are allowed, the schemes can cut across companies, and they 
are not supposed to cover the whole full-time staff of the companies involved. The­
re is also a possibility for employers to contribute on behalf of individual employees 
to special savings accounts in private banks aiming at lump-sum payments around 
the time of retirement. 

One of the serious obstacles for comparative research in the field of private 
pensions is the problem of measurement. The inter-temporal nature of pensions 
implies that there are very different ways of measuring their scope, depending on 
whether one chooses to look at pension accrual among the economically active part 
of the population or to focus on expenditures and income packages among those 
already retired. Data on income packages and pension expenditures among those 
presently retired point backward in time since they must be understood as the re­
sult ofhistorical developments in the pension system and wider social and economic 
structures over previous decades . On the other hand, data on coverage, contribu­
tions, and pension fund performance point forward in time in the sense that they 
provide information on the leve!, composition, and distribution of retirement in­
come at some future point in time. As any single indicator can only tell a part of the 
story we have chosen to include a wide range of measures, although they will some­
times reflect the same general tendeneies. 

We start by presenting indicators that measure the role of private pensions 
for the income provision among those already retired. Data for the whole twenty 
year period is presented, but it is mainly in the later part of the period that we can 
expect to see the full consequences of the different policy choices made in the late 
sixties. 

1 2 S i nce the l ate s ixties tax regu lations no longer a l l owed com pa n ies to d i scr i m i n ate between 
blue and wh ite col l a r  workers. 
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The expenditure side 

The expenditure figures presented in the foUowing graphs are amactive as indica­
tors of the scope of private pensions for the s imple reason that they are fairly 
complete. They summarize information on all the different types of private institu­
tions - from the unfunded schernes for civil servants and other public sector 
employees to filUy funded individual life-insurance13• 

Graph 5 .3 shows aggregate private pension expenditure as percentage of�NP 
in the two countries. Measured in this way private pension expenditure was higher 
in Denmark than in Norway from the early seventies and throughout the entire pe­
riod. In both countries private pensions increased their share of the available econ­
omic resources, but the increase is stronger and more persistent in Denmark. By 
1 992 the share taken up by private pensions had grown with 1 .9 percentage points 
in Denmark - from 1 .6 to 3.5 percent - and with 0.9 percentage points in Norway 
- from 1 . 1  to 2.0 percent. 

G raph 5.3 Private pension expend iture as a percentage of G N P  1 970 -1 992 
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1 3  Note however that fig u res do not capture any d i rect tra nsfers from private compan ies to 
former employees a n d  thei r fami l ies. At least for Norway di rect transfers have been shown to 
be a q u ite preva lent method in the a rea of early ret i rement and for topping up benefits from 
fu nded pension p lans  (H i ppe and Pedersen, 1 988), but comprehensive and comparab le  data 
fo r th is  part of the private pension sector s im ply do not exist. 
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lf the Norwegian figures are, considered in isolation, there is no strong and unam­
biguous s ign of an inereasing crowding out of private pensions in the period where 
we know that the public superannuation scheme has been maturing. On the eontra­
ry, the picture is rather one of relative stability until the mid eighties, with a small 
rise around the mid seventies and a corresponding decline around the turn of the 
decade in the relative scope of private pensions14• From the mid eighties we even 
see a remarkable growth in private pensions. Although a minor part of the growth 
in this later period can be explained by the absenee of a genuine public early retire­
ment schemel5 ,  it is clear that private pension expenditure shows a strong upward 
trend in a period where there is still a solid expansion in the public system. 

However, if one considers the Danish development as a counterfactual there 
emerges a picture of what might be ealled «relative containment» in the Norwegian 
case. The faet that private pension expenditure is more or less eonstant relative to 
GNP from 1 970 to 1 985 while it in the same period shows steady growth in Den-

Graph 5.4 Private pension expend iture as percentage of tota l pub l i c  and private pension ex­
pend iture 1 970 -1 992 
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l' Very strong economic growth rates in the l ate seventies related to the booming o i l - ind ustry 
must be he ld  partly responsi b le  for  the s l ight dec l i ne i n  th is  period. 

1 5  Our f igures captu re expend itu re on early ret i rement i n  the pub l i c  sector on ly. Early reti re­
ment schemes in the private sector that beca me preva lent in the late e ighties were in general 
fi nanced d i rectly as part of cu rrent expenditures. 
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mark can reasonably be attributed to the expansion of a second tier of income relat­
ed pensions in Norway. The period with rapid growth beginning in the mid eighties 
fits less weU into a portrait of «relative eontainment». But even here one should make 
note of the fact that the high growth rates in private pension expenditure which 
characterize the development in Norway are almost matched in the Danish figures 
although the latter depart from a higher level. 

This general pattern is replicated when we change the nurnerator and repre­
sent the scope of private pension expenditures as percentage of total public and pri­
vate pens ion expenditure in Graph 5 .4. The «relative containment» which can be 
said to take place in Norway until the mid eighties is more visible in this framework. 
Private pensions reduce their share of total pensions from 1 7  percent in 1 970 to 1 4  
percent in 1 985 .  I n  the latter half o f  the eighties the share o f  private pensions once 
again increases to a level just above that found in 1 970 ( 1 8 .3  percent) . In Denmark 
the share of private pensions shows a steady increase from 20 percent in 1 970 to 30 
percent in 1 992.  

The «relative containment» interpretation implies that underlying forees in 
both countries push for an expansion of private pension expenditure, but that in 
the case of Norway the push is being (partly) offset by the expansion of ineome re­
lated public pensions. General income growth and a corresponding higher demand 
for retirement ineome is likely to be one of these underlying forces. Another is un-

G raph  5 . 5 :  The com posit ion of private pension expenditu res. Pub l i c  occupat iona l. pr ivate oc­
cu pationa l  a n d  i nd ivid u a l  pensions i n  percent of tota l private expend iture. 
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16 Which is  the case in both countries a lthough coverage in  Denmark fel l  short of a hund red per­
cent 
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G raph 5.6: The share of d ifferent i ncome components in tota l g ross income. Reti red house­
holds 1 986n8. S o u rce: Luxem bourg I ncome Study data-fi les. 
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doubtedly the dramatic growth in public sector employment which took place in 
the sixties (Denmark) and seventies (Norway) , and which has continued on a slow­
er pace in the eighties. Given that coverage with occupational pension schemes is 
very high in the public sector16, the relative growth in public sector employment 
should eventually result in increasing occupational pens ion expenditure, provided 
of course that everything else has remained constant. 

Graph 5 . 5  shows developments in the composition of private pension ex­
penditures. It is evident that occupational pension schemes for public employees figure 
prominently among the «private» pension providers in both countries . For Norway 
we are able to distinguish individual pension insurance from private occupational 
pensions, and here it is worth noticing the growing relative importance of indivi­
dual annuities . 

The importance .of public sector occupational schemes in Norway supports 
the suspicion that some of the growth in private pension expenditures which takes 
place from the mid eighties is a reflection of several decades of public sector employ­
ment growth. But clearly this is not the whole story. Real growth in expenditures 
from private occupational schemes and individual annuities must be the result of 
other institutional or behavioral changes. 

A similar graph based on Danish expenditure data is not available. However, 
in order to complete the picture taken from the expenditure side Graph 5.6 presents 
a snapshot of the composition of income packages among the elderly in 1 990 taken 
from recent income surveys in the two countries . 

Despite all institutional differences and a common growth trend in private 
pensions, public pensions are still in the later half of the 1 980's fairly dominant in 
both the two countries and responsihle for two thirds and three fourths of total gross 
income among pensioner households in Denmark and Norway, respectively. In line 
with the differences emerging from expenditure data, private pensions take up 20 
percent of gross income in Denmark and only 1 4  percent in Norway. Differences 
hetween the two countries are less with respect to the relative significance of capital 
income and earnings. In fact capital income (primarily interests from financial sav­
ings) is relatively more significant in Norway. While the introduction of income 
related public pensions in Norway seems to have contributed to limit the growth of 
occupational and individual pension expenditure, there is no sign of a crowding out 
(absolute or relative) of ordinary savings as a source of retirement income11. 1t worth 
noting that, as could be expected from the data presented here, income surveys show 
that the share of private pensions and of capital income is growing among pens ion-

. ers in both countries. 

1 7 Th i s  is in l i ne with f ind i ngs based on t ime-series data for the US. Whi le saving  in occupatio­
nal pension schemes i s  shown to react very strongly to changes in the level of pub l i c  pensions, 
other types of private savi ngs a re l a rgely unaffected ( M u n nel l ,  1 982). 

1 61 



The contribution side 
Expenditure datawill only reflect changes in the pension system and wider social 

structures with a considerable time-lag. In order to study the impact of more recent 

changes in the pension system, one should look at figures on pension accrual among 

the economically active population. We shall start this part of the presentation by 

looking at figures on coverage with occupational pension schernes amongwage earners. 
For Norway there is a fairly consistent and reliable data-series spanning the whole 
period. Graph 5.7 shows that the coverage with occupational pensions has grown 
steadily over the two decades from around one third of the work force in 1 970 to 
just above 60 percent of all wage earners in 1 992. Despite the expansion of a second 
tier of income related pensions more and more wage earners participate in occupa­
tional pens ion schernes that aim to supplement benefits from the statutory system. 
As can be read from the table a significant part of this growth is a consequence of 
employment growth in the public sector, where coverage with occupational pensio­
ns has for long been an integrated and universal part of the employment contract. 

G ra ph 5 .7  Rates of coverage with publ  ic a nd p rivate sedor occu pationa l  pension p la  ns among 
wage earners .  1 970- 1 992 Norway'8. 

Per cent of total labor force 

1 00 

90 

80 

70 

60 

50 

40 

30 

20 

1 0  

O 
1 970 1 975 

III Without OCP II1II Private OCP • Public OCP 

1 980 1 985 1 990 1 992 

1� The calcu lation of coverage rates a mong wage earners is done s imply by d ivid i n g  the total  
number  of members as recorded by the different pensio n  institutions with the actua l  number 
of wage earners, thus in  a completely static way. This method i s  l i kely to u nderest imate the 
share of wag e  earners who build up it l east some occupational  pension r ights d u ri n g  their  
economica l l y  active years, but it  wi l l  defin itely overestimate the share who manages to ob­
tai n  a fu l l  contribut ion record. 
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But again this is not the whole story. Especially during the eighties there has been a 
substantial growth in coverage with oecupational pension sehemes among private 
sector employees. We can roughly estimate that in 1 992 around 45 per cent of all 
private sector employees participate in a company based pension plan. The growing 
coverage in the private sector is a deeentralized development. It has an important 
struetural eomponent (e.g. employment growth in industries and oecupations with 
a traditional high coverage) , bur it is also a reflection of the facr that company pens­
ion plans have become more prevalent in sectors that used to have low and medium 
coverage (Hippe and Pedersen, 1 992) . 

The figures in Graph 5 .7 do not cover sehemes for early retirement in the 
private sector. We have already mentioned that so far no public scheme of early re­
tirement has been introdueed in Norway. However, in 1 988  a new contractual se­
heme for voluntary early retirement (between age 65 and 67) , APp, was negotiated 
between the peak organizations in the private sector (LO and the Norwegian Em­
ployers Association, NHO) , and at the same time provisions for early retirement 
were built into the existing pension schemes for public sector employees. 

The introduetion of these contractual early retirement schemes deviates rad­
ically from a picture of substitution, whereby occupational sehemes are deve10ped 
by trade unions as a second best solurion to public provision. The Norwegian LO 
has in fact insisted on the establishment of these eontractual schemes rather than 
meeting the need for early retirement through general legislation. The reason lies with 
broader strategic concerns, partly the need to demonstrate the efficacy of LO vis-a­
vis members and the general public and pardy the wish to maintain centralized 
wage bargaining despite internal and external pressures for decentralization of the 
system of wage determination. 

It can roughly be estimated that a litde more than half of the Norwegian wage 
earners are covered by early retirement provisions. In the private sector coverage of 
this centrally negotiated AFP-scheme will partly overlap with the coverage of the 
completely decentralized system of ordinary retirement schemes that we have included 
in the figures above. 

Ta ble  5 . 1 :  Estimated rates of coverage among wage ea rners. Selected yea rs. Denmark 

1 963* 1 977* 1 981 * 1 986* 1 993* 

Coverage per cent 1 8-22 30 32 35 69 

Sources: * Henri ksen et a l .  and Soc ia lkommis ionen 1 993'9 

19 The figu res taken from Henr iksen et al .  stem from a number of ind ividua l  surveys. Compara­
b i l ity and rel iab i l ity i s  low because of d ifferences in sam p l i ng and word i ng of the q uestion­
na i res. The est imate for 1 993 i s  based on reg ister data and therefore much more re l iab le .  
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Unfortunately we do not have data of a similar quality for Denmark. However the 
available information, presented in Table 5 . 1  is sufficient to establish the rather 
paradoxical finding that coverage with occupational pensions has been well below 
the Norwegian level throughout most of the period with a notable exception for the 
last few years. Until recently the lack of a second tier of occupational pensions in 
Denmark has failed to trigger a massive growth in the coverage with occupational 
pension schemes among Danish wage earners. Around the mid eighties a litde more 
than one third of all wage earners participated in occupational pension schemes. 
Coverage remained largely concentrated among white collar gro ups in the public and 
the private sector. In this period it was estimated that only around 1 0  per cent of 
blue collar workers participated in an occupational pension plan (Henriksen et al. ,  
1 987) . Part of the explanation for the lower coverage in Denmark can be found in 
the strong institutional differences concerning public sector employee pensions 
mentioned in the beginning of this section. But this does not explain the lack of a 
more pervasive diffus ion of company based pension schernes among core segments 
of blue collar workers in the private sector in Denmark. 

However, something happened in the late eighties/early nineties to dramat­
ically change the picture. For 1 993 it is estimated that close to 70 per cent of wage 
earners are covered with an occupational pension scheme. Thus, the rate of cover­
age in Denmark now slighdy exceeds the Norwegian level. The shift was caused by 
the establishment in 1 989,  1 99 1  and 1 993 of a series of industry-wide pension 
schemes in the private as well as the public sector covering large segments of blue 
collar and low skilled non-manual workers- main parts of the LO constituency if you 
like. These new pension schemes were established as part of a number of industry­
wide wage agreements and without any direct state intervention .  In important 
respects the new schemes are modeled on the existing schemes for professional gro ups 
in the public sector - e.g. they are fully funded and of the defined contribution type 
with two thirds of the total premium covered by the employer. So far contributions 
to these schernes are extremely modest - typically less than one percent of the pay­
roll - but the intention is that they shall be gradually expanded in future rounds of 
wage negotiations to approach a target of 9 percent of the pay-roll in annual 
contributions. 

The most pertinent question is: Why did this not happen before? This is all 
the more puzzling given the fact that the union density in Denmark is among the 
highest in the world, and thus the opportunities for trade unions to develop con­
ttactual schemes to supplement inadequate public pensions should - at least on paper 
- be better than in most places. Part of the explanation lies with the bad shape of 
the Danish economy from the first oil-price shock and well into the eighties, which 
tended to push pension reforms down on the unions' agenda. When the Danish trade 
union movement did turn its attention to the issue of improving pension coverage 
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among unskilled and skilled manual workers in the mid eighties a fierce struggle 
developed over the institurional framework. The Danish LO wanted a centralized 
scherne if possible backed by legislation, while the employers insisted on a decen­
tralized solurion. After several years of intensive bargaining the stalemate was broken 
as a number of national trade union branches defied LO and set up a number indus­
try-specific pension schernes in collaboration with the respective employer 
organizations (0strup, 1 994) . 

At present both countries exhibit coverage rates in the area of two thirds of 
all wage earners but the proeess and the types of schemes differ substantially. In 
Norway a gradual and decentralized expansion of company based pension funds has 
(together with public sector employment growth) produced a situation where a 
majority of wage earners including core segments ofblue collar workers are covered 
with some kind of occupational pension scheme20• In Denmark coverage was for long 
both surprisingly low and relatively stable, bur initiatives by a num ber of unions at 
the national ievel changed the situation quite radically within a few years. Although 
the new industry-wide schemes in Denmark have boosted coverage rates, it still re­
mains to be seen whether they will develop from their present embryonic state into 
something more substantive. And even if they do, it will take some time before they 
begin to make a significant contriburion to the amount and distribution of private 
pension saving (not to speak of expenditure) among wage earners . 

Now, if we were to base our analysis on evidence about coverage alone we 
would certainly conclude against the proposition that there is a relationship of sub­
stitution between public and private pens ion provision, and without considering the 
latest development in Denmark it would have been difficult to avoid the conclusion 
that the existence of a second tier of income related pensions in Norway has some­
how facilitated a relatively broad diffusion of occupational pens ion schemes. One 
possible mechanism here is that the introduction of a second tier of income related 
public pensions in Norway has triggered a shift in expectations and preferences among 
Norwegian wage earners abour what constitutes an adequate replacement rate in 
retirement. A perhaps even more persuasive explanation is that the pens ion reform 
in Norway has had a positive effect by making it less expensive for employers to meet 
a certain target of income replacement - as Dobbin and Boychuck ( 1 996) have sug­
gested for the case of US after the « New Deal». This is all the more likely as the 
occupational pens ion scene in Norway is totally dominated by defined-benefits plans 
and gross replacement rates in the area of two-thirds of the final salary seems to be 
established as the general norm (0verbye, 1 990) . 

20 Of course the q u a l ity of these schemes va ries qu ite substantia l l y, between sectors i n dustries 
and i nd ividua l  fi rms- see H i ppe and Pedersen, 1 992) . 
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There are, however, important alternative explanations for the paradoxical differen­
ce between Norway and Denmark, and they focus on the relatively low coverage with 
company specific pension plans among private sector enterprises in Denmark. First 
of all the industrial structure with the strong reliance of small scale labor intensive 
manufacturing enterprises is certainly relevant as an explanation for the relatively low 
diffusion of company based pension plans. Secondly we should emphasize that the 
continued use of means-testing in the public pension system, which characterizes 
the Danish system, has meant that the effective (composite) marginal tax rate on 
private supplementary income was very high - especially so in income brackets just 
above the public minimum (see Section 5.2 above) . Hence, to participate in an 
occupational pension scherne was hardly worthwhile unless expected benefits were 
high enough to bring one well beyond the public minimum. In other words, the 
role of means-testing in the Danish system created an incentive structure that tends 
to (re-)produce a dual (bimodal) pattern of private pension saving: some save a lot 
and some do not at aU2l • After pressure from the LO in the late eighties this pro­
blem was addressed bur not completely sol ved by the legislature in an attempt to 
facilitate a wider coverage with occupational pensions . 

The more general lesson to be drawn from this discussion is that the rate of 
coverage is an aspect of private pension provision that appears to be quite insensi­
tive to variation in average replacement rates promised by the public system - at least 
in the short run. The composition of the work force, the industrial structure as weU 
as the nature of labor market institutions seem to be far more relevant to explain a 
particular level of coverage with occupational pensions. The substiturion effect that 
we have al ready found on the basis of expenditure data22 must work through other 
aspects of private pension provision - in particular the average size of contriburions 
made and the rate of pension accrual taking place among those segments who do 
partici pate23 . 

Let us therefore go on to look at the development in contributions made to 
and assets held by private pension institutions in the two countries . One should be 
aware of one serious drawback with these figures as indicators of the scope of pri­
vate pensions . They only cover fully funded pension schemes, since contriburions 
are either non-existing or not meaningful as measures of pension accrual among the 
participants in unfunded or semi-funded pens ion schemes. For this reason the im­
portant descendants of the traditional civil servant pension schernes are not included, 

21 «Savi ng»  shou ld  here be ta ken in  the  broad sen  se  of  bu i l d i ng u p  c la ims  to  futu re . i ncome 
strea ms, s i nce the  log i c  a lso app l ies to  unfunded occupat iona l  pension schemes . .  

22 Below we sha l l  confi rm the find ing on the basis of data on contr ibutions and assets. 

23 Of course it m i g ht a lso part ly work through i nd ividua l  pension insura nce for which we have 
no com pa ra b le  data on coverage. 
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but we are fairly confident that the omission does not seriously disturb the cross­
national and cross-time comparisons made. 

lf the Norwegian pension reform in 1 967 has helped to slow down the growth 
of private pensions, as compared to the situation in Denmark, the effect should be 
quite immediately visible in the development of premiurns and contributions paid. 
Or to put the question from a different angle: Do we find the same paradoxical sit­
uation as in the case of coverage, that the private component appears to be relatively 
more salient in Norway? The figures presemed in Graph 5 .8  show quite dearly that 
this is not the case. Private pension contributions are markedly higher in Denmark 
than in Norway throughout the whole period, despite the fact that participation in 
occupational pension schernes has been concentrated on a more narrow section of 
wage earners. We do see a dear tendency towards substitution or relative crowding 
out in the cross-sectional comparison, but again private pensions show a remarka­
bly strong growth in Norway from the mid-eighties. 

The picture is replicated in Graph 5 .9 which shows developments in the size 
of accumulated pension funds as a percentage of GNP. At the very beginning of the 
period total private pension funds were acrually relatively bigger in Norway than in 
Denmark - confirming the notion that prior to the pension reform in 1 967 the 
private occupational pens ion scene was on the whole somewhat more developed in 
Norway than in Denmark. But the much higher contribution rates after 1 970 quickly 

G raph 5 .8 :  Tota l pre m i u ms pa id to private (funded) pension schemes. Percent of G N P.  1 970-
1 992. 
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pur Denmark in the lead , and in the early eighties the relative size of total pension 
funds had gr6wn to about twice the size of the corresponding Norwegian figures. 
With total private pension assets now in the area of more than half of the annual 
gross-national product, Denmark ranks among the leading countries in the world 
in terms of the size of private pension capital (The Danish Ministry ofFinance, 1 993) . 
In Norway, on the contrary, total pension fund assets declined steadily as a percent­
age of GNP during the seventies, thus giving a very direct impression of a pro cess 
of crowding out24 • However, as we would expect from the development in contri­
butions, pens ion fund assets have be growing at a very high pace in Norway since 
the mid eighties . 

At this point we should dwell a little with the factors that appear to push for 
private pension growth in both countries and especially with possible ways to ex­
plain the dramatic growth in private pensions in Norway from the mid-eighties - a 
development that is all the more puzzling on the background of the continued rna­
turation of the public pension scherne. We have already suggested that part of the 
explanation lies with structural changes in the cornposition of the work force -
e.g. employment growth in sectors and occupations with a long-standing tradition 
for occupational pension provision. General income growth could also in itself ex-
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plain a certain increase in the taste for retirement income, and finally there is in both 
countries a strong push for provisions for early retirement. 

However, in the Norwegian case it should be recognized that the picture so 
far conveyed of a public pension system that is becoming increasingly generous could 
be somewhat misleading. Therefore the Norwegian experience from the last few years 
need not be quite as paradoxical as it would seem. First of all the system has not 
been fully adjusted to developments in wages, so that it increasingly falls behind the 
replacement rates that were originally envisaged (Hippe and Pedersen, 199 1  )25. Even 
more important is probably the vastly increased female labor force participation and 
the corresponding change from one-earner to two-eamer families as the overriding 
norm among the economically active population. The point is that the public sys­
tem was designed in a way to secure higher replacement rates for one-earner as opposed 
to two-earner couples . Therefore the typical modem couple will face a lower replace­
ment rate than did the generations retiring in the early seventies . Also in Denmark 
this is likely to be an important factor behind the increasing demand for private 
pensions throughout this period26• Thirdly, the Iack of a public scherne for early 
retirement on non-medical grounds has left a lacuna to be filled by occupational 
schemes. Finally, widespread concems for the financial soundness of the Norwegian 
public pension system shared and voiced by most of the political establishment in 
the second half of the eighties has probably given rise to a general expectation that 
the level of benefits would sooner or later be substantially reduced27 • If this is part 
of the story, it would to some extent help to insulate the hypothesis about a basic 
substitution between public and private pensions from the anomaly presented by 
the rapid private pension growth in Norway since the mid eighties. 

5.5 Conclusion 

At the outset of this chapter it was asked if divergence in public pension policies 
has had a visible effect on the scope of pri�ate pensions in Denmark and Norway. 

25 Th i s  does not contradiet the fact that rep lacement rates for successive cohorts of newly reti­

red has  conti nued to g row. 

26 The u n i ve rsa l  entit l ement of a f l at-rate pension to spouses that never part ic i pated i n  pa id  

employment makes for a h igher replacement rate for  one-ea rner as agai nst two-ea rner couples. 

27 An expectation that has a l ready been fulfi l l ed in the sense that the r u l es govern i n g  futu re 

pens ion accrua l  were changed with effect from 1 992.  Pub l i c  o p i n i o n  su rveys from th is  period 

did show a widespread d i strust of the p u b l ic pens ion system (Øverby, 1 989) . 
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And, as a specific question it was asked if the introduction ofincome related public 

pensions in Norway has crowded out private pensions. In order to answer these 
questions it was pointed to the fact that private pensions could be measured in very 
different ways, and that the condusions drawn could be dependent on what meas­
ures are actually used in an analysis. Moreover, we stressed the need not only to look 
at the bi-variate relationship between public and private pensions, but also to focus 
on the relative substitution effect in order to contribute to a solving of the current 
disp ute over the issue of substitution between public and private pensions. 

This chapter is to be conduded by referring to conclusions at three differ­
ent levels of analysis: What can be said about the Norwegian and Danish cases 
themselves and the specific consequences of the different policy options chosen in 
each country, what are the implications for the methodological problems involved 
in attempts to unravel a possible systematic relationship between the scope of pub­
lic and private pensions, and finally what can we say in substantial terms about the 
general issue about the existence and strength of a trade-offbetween public and pri­
vate pensions? 

The lessons from the Dan ish Norwegian comparison 

First, no doubt, the divergence in public pension policies between Denmark and 
Norway has had an effect on the scope of private pensions. This condusion need 
some doser elaboration. Private pensions have grown in both countries, but private 
pensions have duting the entire period of analysis been more important in Denmark 
than in Norway. Hence, in absolute terms there has been no crowding out of pri­
vate pensions in Norway. Rather, private pensions expenditure, premiums and 
contributions show a remarkable growth.  This is especially true from the mid eighties, 
a period where there is still a solid expansion in the public system. It should also be 
taken into consideration that the introduction of contractual early retirement schemes 
in Norway deviates radically from the picture of substitution, whereby occupation­
al schemes are developed by trade unions as a second best solution to public schemes. 
Moreover, if the analysis were to be based on the evidence about coverage alone, one 
would certainly condude against the proposition of substitution.  

The analysis has shown that underlying farces in both countries push for an 
expansion of private pensions . The core condusion of this comparison is even so 
that when Denmark is seen as a counterfactual to the Norwegian development a 
portrait of relative containment can be seen. The push for private pensions in Nor­
way seems to be partly offset by the expansion ofincome related public pensions. In 
other words, it i s  fairly evident that the introduction of a second tier of income related 
public pensions in Norway has made a significant contribution to slow down the 
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growth of private pensions in this country from the late sixties and onwards. Sim­
ilarly, the absence of a similar pension reform in the sixties in Denmark has helped 
fuel a subsequent expansion of private provision in this country. It should, howev­
er, be noted that the development from the mid eighties do not confirm fully with 
this picture. 

There is reason to believe that the simple cross-national comparison tends 
to give an inadequate picture of the potential counterfactual developments, because 
the two countries differ with respect to a number of facrors that can be assumed to 
direcdy condition the scope and growth of private pensions. The industrial structu­
re, the general economic dimate of the period and the pattern of trade-unionism in 
Norway does probably provide relatively more fertile ground for private occupatio­
nal pensions. In other words: Had the pension reform not been enacted in the six­
ties, Norway would probably have experienced an even stronger expansion of priva­
te provision than the one we have observed for Denmark. And vise-versa: Had 
Denmark introduced a substantial income related second tier in the late sixties the 
scope of private pensions would probably have remained more modest than what 
can in reality be observed in the Norwegian case. 

The fact that private pensions have grown in both countries at relatively si­
milar rates in the eighties strongly indicates that other sodetal factors are direcdy 
influencing the scope of private pensions but, of course, this does not necessarily 
refute the existence of a relative substitution effect. The relationship between pu­
blic and private pensions provision is far from mechanic in the way the thesis of 
substitution could lead one ro think. Trade unions play a key role in switching de­
mands for pensions between the public and private spheres. In addition structural 
facrors can have an impact on the relationship between public and private arrange­
ments . We have argued that changes in the employment structure with a growing 
service sector dominated by public sector employment, increasing real wages, pres­
sures to lower effective retirement ages, and the rise of the two earner family are 
facrors that explain the common growth pattern in private pensions. 

Taken together, there is no dear cut mechanic relationship between public 
and private pensions found when analyzing pension developments in Denmark and 
Norway. In absolute terms private pensions are throughout the entire period under 
study more important in Denmark than in Norway. But, there has been an increase 
in private pensions in both countries. In other words, public and private pensions 
have grown in tandem in Norway. More importandy, the comparison show that 
relative to the development in Denmark, private pensions expansion in Norway have 
been offset by the expansion of the Folketrygd scherne since 1 967. The nature of 
this relative substitution have been dependent on economic, structural and indus­
trial relations variables . 
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Methodological  issues 
Second, turning to the methodological issues discussed in the introductory sections 
it has been shown that the analysis confirms the proposition that condusions on 
the nature of public private interplay relay strongly on the operationalization of private 
pensions variables. Private pensions coverage can show a very different picture than 
can be found when focusing on premiums and contributions. A wide number of 
indicators is therefore vital to an analysis of public private interplay in pensions. 
Moreover, we should emphasize the need for explicit causal modeling for the pur­
pose of explaining variation across time and space in the scope of private pensions. 
Among the background factors that need to be considered are: economic affluence, 
industrial structure, the size public sector employment, female labor force partici­
pation, the nature of trade unionism and wage bargaining, and the contemporary 
economic dimate. It is reason to suspect that some of the key factors tend to influ­
ence public and private pensions in the same direction and, thus, to hide a real ten­
dency for substitution. By recognizing how other factors influence the pattern and 
scope of private provision one should be able to obtain a dearer picture of a real 
tendency for substitution between public and private pensions. This observation also 
works in the opposite direction: the failure to allow for a trade off between public 
and private pensions could seriously bias the evaluation of other causes for variation 
in private pensions. These considerations point towards the need for multivariate 
statistical analyses, bm as we pointed out in the introduction to this paper, simple 
cross-national data are not likely to be of much help because of the restricted num­
ber of country cases available for analysis. Analyses of pooled time series data is pro­
bably the most promising way forward, but severe problems concerning measure­
ment and the availabiliry, comparabiliry of the appropriate data have to be solved 
before such an endeavor can be pursued on a large scale. 

Can genera l conclusions be drawn? 

Of course, the discussion of the Danish and Norwegian experience over the last two 
decades do es not allow for firm conclusions about a general relationship between 
public and private pensions. We do think, however, that a number of propositions 
suggest themselves although they are more in the nature of hypotheses for further 
research than weU established findings: 

Independent on the view of public and private pensions as functional equiv­
alents or as dualistic solutions to pens ion needs there is a tendency to perceive public 
and private pensions as dose substitutes in quantitative terms governed by a dear 
cut trade off. On the other extreme private pensions can be seen as largely independent 
of public pensions. Once proper controls for variables that jointly affect public and 
private pensions have been made, mere appears to be a general trade-offbetween public 
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and private pensions so that expanding (reducing) the level of public pensions does 
tend to produce a smaller (larger) scope for private pensions than would otherwise 
have been the case. In other words, a simple demand side logic does have consider­
able explanatory power for the development of private pensions. 

However, we would not make the claim that the tendency for a relative sub­
stitution is invariant. The relationship between public and private provision is not 
purely mechanic. Rather it is reason to believe that the shape and strength of the 
relationship is affected by a set ofintermediate variables and that the causal relation­
ship is dependent on whether there is a upward shift in public pensions or a downward 
shift. Hence, we will suggest the following important modifications on the general 
tendency of a relative substitution effect: 

The substitution effect is to a large extent dependent on the nature of indus­
trial structure and the nature of labor market institutions. As already pointed to, 
trade unions play a key role in switching demands for pensions between the public 
and private arena. Their position on social policy issues is, however, difficult to predict 
as it can link up with particular strategic concerns and internal power relations - for 
instance between the national peak organization, national union branches and local 
(company) unions. Nevertheless, some hypotheses can be made: No doubt, cover­
age with occupational pension plans among the work force is a feature of private 
pension provision that is least sensitive to changes in public benefit levels and most 
strongly determined by factors like the industrial structure and the nature of labor 
market institutions . Strong trade unions can expand coverage of occupational pen­
sions easier when public pension benefits are expanded, hence undermining the 
substitution effect on coverage. On the other hand, when measured as pension ex­
penditures and contributions the substitution effect can be seen to be stronger the 
more powerful and coherent the trade union movement is . We believe for instance 
that the occupational pension scene would have been more highly developed in 
Norway as compared to the present situation in Denmark, given the hypothetical 
situation that no public superannuation scheme had been introduced in Norway in 
the late 1 960s. One of the factors that can be assumed to contribute to this result is 
the stronger position of the peak organization, LO, vis-a-vis individual union 
branches and its ability to define and implement a common bargaining platform on 
behalf of all unionized workers. 

The character of public pensions system should be taken into consideration 
as a determinant of the nature of public private interplay. Means testing can have 
the specific effect of dualizing participation in private pension systems and depress 
both coverage and pension accrual among segments of the labor force. The lifting of 
means-testing is a type of expansionary reform that is likely to boost the participation 
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in private schemes, and thus a special case where the general trade-off does not ap­
ply. 

Also the character of the existing occupational pension system can be impor­
tant for the strength of the trade-off: Systems based on defined benefit plans are more 
likely to show strong and immediate reactions to changes in public programs as 
compared to systems dominated by defined contribution plans because defined be­
nefit plans are designed to link public and private pension accrual. This could trig­
ger off attempts by employees and their union representatives to demand compen­
sation when for example public schemes are cut back. 

Last, but not least, the expansion of public pensions can sometimes help to 
shape expectations and preferences for retirement income so that the demand for 
private supplements does not decrease. Although we do not have any clear evidence 
on this, we suspect that this phenomenon of preference adjustment is less likely to 
appear if the process is reversed. While there is reason to believe that people have 
increased their taste for pensions as the public systems expanded in the golden post­
war period, it does not follow that they will necessarily downgrade their expectations 
in tune with present or future cut-backs. As pointed out by Lieberson ( 1 986) we 
cannot assume that all causal relationships work in the same way for upward and 
downward changes in the treatment variable. 
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Chapter 6 Trade unions and three 
crossroads of Norweg ian pension pol itics 

6.1 Introduction: A broaden ing of the ana lytica l 
perspective. 

This chapter explores in more detail the role of unions in the interaction between 
occupational welfare and public welfare arrangements. The discussion focusses on 
pensions as an example of policy feedbacks between public and private arrangemems 
and the role of trade unions in this feedback process. This is done in order to dis­
cuss the hypothesis of politica1 obstruction presented in Chapter l concerning the 
underlying logic of public and private interplay: This hypothesis assumes that a unified 
labor movement, preferring political solutions to the social needs of its members, is 
free to choose the avenue of public welfare expansion because broad gro ups of wage 
earners are not tied up in occupational arrangements. Hence, the key explanatory 
factor behind expansion of public pensions responsibility is the strength of the So­
cial Democratic Party, while trade unions priniarily mobilize votes for the party. 

As a case for doser investigation, pensions are of special imerest. Pensions 
are not only the most important welfare state program, they are most often selected 
as the dependent variable in attempts to identify the driving forces that underlie 
welfare state development (Myles 1 989:2, Palme 1 990:2 1-26) . For unions the pen­
sion issue forces them to choose a strategy that activates a strong union voice with­
out creating exit from individual members or from individual unions in the nation­
al confederations. At the same time, the important socia! dimension of pensions makes 
the issue ofloyalty to the labor movemem's broader welfare state ambitions crucial. 
An analysis of trade unions, industrial relations at an important crossroad of pen­
sion policies, is therefore an opportunity to reconsider the underlying dynamics of 
Norwegian welfare politics. The goal is to challenge the explanatory potential of 
theories that focus on the state as the key actor, and to argue in favor of a broader 
perspective including actors in the economic sphere. By doing this, it is possible to 
contribute to a revised understanding of the traditional social democratie success story 
in Norwegian welfare polirics. 

The analysis in this chapter does not imply that trade unions are the only, or 
necessarily the most important social policy actor. The point is to focus on a actor 
which is traditionally overlooked in order to contribute to a more complete picture 
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of social policy developments and at the same time improve our understanding of 
trade unionism in a Scandinavian welfare state context. 

In the academic de bate, Norwegian pension politics are traditionally ap­
proached from the perspective of conflict between political parties over the princi­
ples of pension legislation (Seip 1 9 8 1 ,  Pettersen 1 982, 1 9 87, Kunhle 1 983,  Hat­
land 1 986, 1 992) . These studies focus on the importance of the public pension 
system. The disagreement to be found is primarily connected to whether the Labor 
Party actually was the driving force behind this development, or if a political con­
sensus explanation is more adequate. In a Norwegian contexts it is first of all Peder­
sen ( 1 990) who has argued that the development of labor market based pension 
arrangements are crueial to understand the establishment of a generous income re­
lated statutoty scherne. 

From a comparative perspective one must condude that the current academic 
discussion is marked by the same tendency to regard public and private provision as 
distinct categories and thereby wage eamers' preferences as unambiguous in favor of 
universal political pension arrangements. Implicit in this approach is an understanding 
of private pensions as a simple function of public coverage and generosity. There­
fore, studies of pensions tend to foeus on the effects of party conflicts on the expan­
sion of public programs (Quandagno 1 988, Hedo 1 974, Ashford 1 986, Baldwin 
1 990 ,  PampelI and Williamson 1 985 ,  Myles 1 989) . This is the case in both com­
parative research, as well as in more historically-oriented single-country studies. No 
doubt, the mobilization of the working dass, or lack thereof, is the dominant ex­
planatory factor. Myles ( 1 989:98) condudes that «the critical factor accounting for 
differences in public pension entitlements is the mobilization of the working dass 
and the election to office of working dass parties» . In his analysis of 1 8  OECD 
countries Palme ( 1 990) condudes that the study «is congruent with a dass-political 
interpretation». Moreover, he states that «the causal analyses here indicate that in 
1 980,  the most important factor for pension rights is dass-based partisan politics, 
where Left cabinet strength tumed our to get the highest coefficient» (Palme 
1 990: 1 5 1 ) .  

The goal here is not to contradict that left party strength matters i n  pension 
policy or in a broader sense welfare policies, bur to argue that the underlying pro c­
ess is also affected by labor market phenomena as well as by union strength and in­
dustrial relations systems. Even though it can not be made subject of empirical test­
ing in a historical oriented one country study it should be recognized that this 
discussion have more far reaching implications. When introdueing trade union 
strength and industrial relations variables into the analysis of the welfare state it 
becomes dear that powerful welfare states are likely to operate in (for them) favora­
ble societal circumstances. Centralized wage determination and trade union strength 
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can be supposed to depress the degree of income inequality through the process of 
wage formation and, as is shown in this work, improve social rights through bar­
gaining as weU as at the same time improve the prospects of welfare state interven­
tion. It is important to stress that this is neither very surprising nor is it necessarily 
a sign of welfare state failure. The point is quite simply that it changes our under­
standing of the underlying mechanisms of welfare state development and the effects 
of comprehensive public welfare systems. Pedersen ( 1 994) has shown that the strong 
positive (bi-variate) effect between the size of the public welfare state and the dis­
tribution of disposable income is strongly reduced when controUing for union den­
sity. In other words, there is a more egalitarian distribution of income in compre­
hensive welfare states such as Sweden and Norway, but this does not come about 
only because of redistributive public policy efforts through the tax and transfer sys­
tem. 

For the purpose of this analysis, the introduction of trade unions and indus­
trial relations into the analysis of pensions developments, does not contradict the 
fact that the final outcome is an expansion of public schemes. Rather it shows that 
the underlying process can not be understood best only as one of ideological party 
conflicts over public or private responsibility. Government action has both directly 
and indirecdy stimulated private sector programs. And, unions and employers can, 
and have, taken action to develop private programs. Hence we are left with the ex­
istence of two systems of welfare provision, systems chat mutually influence each other. 
The Norwegian story shows that they have served as pressure valves for each other. 
Expansion of private sector programs opened the way for increased public action. 
Public failure to meet demands for income security in old age triggers action, un­
ions turn to corporations and to the bargaining table, corporations take unilateral 
action to increase productivity and to create loyalty. Under certain conditions pri­
vate arrangements are not just a substitute for public programs, the two systems can 
develop simultaneously. As this discussion will show, it is necessary to acknowledge 
the historical specificity of a positive interplay. 

lf we combine the notion of the public-private divide as a continuum with 
the assumption of basically pragmatic and strategic behavior by key actors in the 
choice between public and private responsibility, it follows that we must broaden 
our understanding of the pro cess of policy feedbacks in social policy development. 
The core argument here is that there is a process of policy feedback between public 
and private arrangements created by the pragmatic lise of arenas for social policy 
development among unions, employers and governments. It is widely accepted that 
public policies affect subsequenr public policy (Heclo 1 984, Esping-Andersen 1 990, 
SkocpoI 1 992) . The pro cess of policy feedback, however, can be conceptualized in a 
different fashion by looking at the impact of policies on policy in different arenas. 
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It is necessary for understanding the mutual interplay hetween the arenas of deci­

sion-making. Applied to the Norwegian case, a focus on only public policy feed­
backs might prevent us from detecting a broader range of causal explanations. 

The following discussion is organized chronologically; to show how the ac­
tions of labor and employers have influenced the development of pension polieies. 
In Norway; the struggle for increased economic security after retire ment has been 
linked to three political crossroads. At these stages of pensions' development, im­
portant elements in the current pensions' construction has been laid out. By under­
standing the deeisions at these crossroads, we can contribute to an explanation as 
to how the current features of the Norwegian pension system came to be and how 
it is subject to continuous change. No stable reinforced institutional solution, in 
Esping-Andersens terms, has been established. At present, concerns over the finan­
eial soundness of the national public pension system and the recent cut backs in the 
public income related benefits, have placed the future of the pension system onee 
again on the political agenda and on the bargaining table. 

A common denominator for these three crossroads is the quesdon of where 
to draw the borders of public and private responsibility in the provision of pensions, 
and the involvement of the soeial partners directly and indirectly in the deeision­
making proeess. 

After the introduetion of a public means-tested pension system in 1 937 (leg­
islated 1 936) , the first major political crossroad was whether to increase benefits for 
those in need of more support, or to give priority to the introduction of a universal 
public pension system (Seip 1 981 ) .  Universalism is seen as one of the fundaments 
of Norwegian soeial policy; broadly agreed upon in the climate of the post-war con­
sensus (Hagen and Hippe 1 989,  Kuhnle and Solheim 1 9 8 1 ) .  

The second major crossroad i n  Norwegian pension politics i s  connected to 
the question ofincome-related pensions; should every wage earner have the (same) 
right to proportional pensjons? Again, the core issue Was whether increased cover­
age of income-related pensions should be achieved through labor market arrange­
ment or through a drastie increase in state responsibility for pension provisionl •  

Traditionally, the soeial policy literature focusses on these two important 
political conflicts. However, a third and more recent discussion on the responsibil­
ity of early retirement pensions is interesting. A highly fragmented system of occu­
pational early retirement schemes has developed during the 1 980's as a response to 

increasing pressure on older workers in the labor market. These developments have 
triggered action among employers and unions and pens ion issues have been put on 
the bargaining table again. This has not attracted much academic attention despite 

1 This  has been d i seussed by Pederesen (1 990), H ippe and Pedersen ( 1 99 1 ,  1 992 a n d  1 996).  The 
d i scussio n  in Sect ion 6.3 of th i s  chapter is  to a l a rge extent based on these contr ibutions.  
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its practical and theoretical importance2• Even so, it represents a new crossroad in 
Norwegian pension politics with great importance for other parts of the pension 
system because it indicates a renaissance of collective bargaining in sodal policy. 

6.2 Crossroad 1 :  The fight over un iversa l ism 

The first public scheme of old age pensions became operative in 1 937. It incorpo­
rated the principal features that characterized contemporary pension legislation in 
all Scandinavian countries. The system covered all persons over the age of 70, pro­
viding flat-rate pensions independent of earlier contributions. If the recipient had 
other incomes over a certain «free-income», the pension was reduced by 60 per cent 
(60 øre for each krone) . Despite of this fact, more than 80 per cent of people aged 
70 and over received old age pensions. The benefits were limited, providing a total 
pension equal to no more than one fifth of the average industrial worker's income. 
The necessary funds were raised panly through general taxation and partly through 
a premium levied proportionally on all income-earners (Pettersen 1 982) . 

This targeted pension arrangement created a dual system, where white collar 
employees and civil servants relied fully on generous occupational pensions and the 
great majority of people received only the basic minimum pension. The crucial po­
litical issue was, thus, one of priority: On one hand, increased income-tested ben­
efits were important to raise the standard of living among large groups of elderly. 
On the other hand, introducing a fully universal public pens ion system by provid­
ing pensions also to the affiuent was an important ideological principle and it could 
establish a basis for a broader coverage of occupational pensions. 

In 1 957, twenty years after the introduction of the first pension scheme, the 
Labor Government proposed a full abolition of the income test, creating a division 
oflabor between a basic universal scheme and a multitude of private supplementary 
schemes. Five factors led to this development: 

First, slow bur steady economic progress in the post-war years gave rise to 
increased demands for income security as real income rose. It created a potential for 
expansion of both public and private schemes. However, the fact that income rose 
cannot in itself explain the introduction of a flat-rate fully universal pension scheme. 
Second, in the aftermath of World War Il there was a broad political consensus be­
hind a universalist approach to pens ion policy. This can be explained by factors such 
as the war experience, the ability of the Norwegian government to resume the thread 

2An except i o n  is H alvorsen and J o h a nessen's ( 1 992) study of labor market based ea rly reti re­
ment programs. Thei.r resea rch focus is, however, very different from this work. 
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from before the war based on a strengthening of the consensus achieved in the 
mid- 1 930's (Seip 1 987:2 1 0) and the spread of inspiration and optimism created 
by the Beveridge Report (See Lødemel 1 989 for a discussion) . In influential policy 
documents by the trade union movement3 and by the political parties4, the existing 
flat-rate system of old age pensions was set up as a model for a fumre comprehen­
sive system of income security. In the LO (the National Confederation of Trade 
Unions) program for «the Future Norway», the role of the state in sodal policy is 
c1early seen as being responsibility for the creation a broad (universal) sodal securi­
ty floor (LO 1 944) . 

In 1 948 the Labor Government presented a parliamentary report on «Peo­
ples pensions' (St.meld. nr. 58 ;  1 948) . This document put forward the main prind­
ples for the future sodal security system. Among other things that the Labor Gov­
ernment committed itself to the prindple that schemes providing temporary support 

, because of income loss - such as unemployment and sickness beneftts - should be 
related to former income. Old age and a future invalidity pens ion should, however, 
guarantee a sufficient minimum income equal for all. The report recognized the vir­
tues of abolishing the means test in order to stress the character of pensions as a right 
for all, enable administrative savings and encourage saving and work (Hadand 
1 986:49) . 

The Labor Government recommended a sharp rise in the pension beneftts, 
but stated that the responsibility for providing supplementary pensions exceeding 
the minimum level should be private. According to these prindples, in the early 
1 950's, the flat-rate beneftts were gradually increased. 

This consensus, however, could not prevent a conflict over priorities in the 
subsequent ten years. Large gro ups in the trade union movement and in the Labor 
Party were skeptical about providing pensions to the rich, when beneftt level were 
still low (Bergh 1 9 87) . In 1 948 the Government gave priority to extending benefits 
over universality. T ypically the 1 952 proposal for an immediate abolition of the means 
test did not gain support from the Labor party (Lødemel 1 989:56) .  This conflict in 
the labor movement contributed to the late introduction of universalism, compared 
to Norway's neighboring countries. 

Therefore, neither economic progress, nor the post-war imposed consensus, 
can be said to fully determine the exact path that Norwegian pension policy took in 
the 1 950's .  A third factor, should be taken into consideration: The occupational 
pension sector was expanding in the period before and after the war, primarily among 

3Fra mtidens Norge.  LO 1 944. 

4 The vis ion of a nationa l  soe ia l  secu rity system was an i mportant pa rt of the so-ea l ied <do int 
Prog ra mme» shared by a l l  pol it ieal  parties i n  1 945; see Kuhn le  & So lhe im ( 1 98 1 ) .  
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public employees and private white collar workers . This created «pressure from be­
low». 

In the public sector, both employers and unions showed increased interest 
in occupational pension programs. In 1 949 a separate scherne for employees outsi­
de the «State Pension Fund» (SPK) was established. The following year, the last group, 
namely blue collar workers in state service, became eligible for pensions through a 
separate scherne. Hence, the state as employer was the first to establish full coverage 
of all employees. Even though the scherne for blue collar workers gave only modest 
flat rate benefits as opposed to the income related benefits of the eivil servants, an 
important step was taken towards more equal treatment of white and blue collar 
workers in the puplic sector, and equal treatment was finally reached in 1 962. 

Occupational pensions also spread rapidly among local government employ­
ees. Some local governments introduced pension schernes before the war. The bulk 
of the schernes came, however, during the 1 950 's. In 1 949 a mutual insurance com­
pany was set up by small and medium sized loeal governments (KLP) . As in the state 
seetor, they started our as sehemes covering white collar employees. Gradually, blue 
eollar workers were included. By 1 960 a large majority ofloca1 government employees 
was covered by oecupational pensions. 

Through the expansion of public sector pension schemes, the «state as em­
ployer» played a crueial role in pension developments through its industrial relations 
activities . 

In the private seetor, occupational pensions were on the rise. In many cases, 
unions that had established self-help schernes before and during the war approached 
the enterprises ro change these arrangements into regular pension funds (See Chap­
ter 4) . In other cases companies unilaterally introduced pension schemes. Before the 
war, large corporations also started to provide pensions to their workers. However, 
the employers who chose to include all employees maintained dual systems for white 
and blue collar workers. While the pension plans for white collar workers were di­
rectly related to salary upon retirement, the schemes covering blue collar workers 
aimed at modest flat-rate supplements to the state pension.  In both the public and 
private sectors, these modest flat-rate schernes were designed to keep benefits un­
der the free income level in the national pension scherne. 

Occupational pension coverage increased sharply in the first decade after the 
war. From 1947 to 1957 the number of active members in occupational schernes 
more than doubled and coverage increased from 1 5  per cent of the total work force 
in 1 947 to 35 per cent in 1 957 (Hippe and Pedersen 1 992:66) . Even though total 
coverage was still limited, especially in the private sector, this rapid growth had 
broader symbolic and political functions. Growing pension rights among public 
employees served as a reference point for private sector wage earners. Moreover, the 
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pressure from below showed that occupational schernes had a potential as a mecha­
nism to improve the income security for broader groups of wage earners . 

A founh explanatory facror is the strength and activity of the trade union 

movement. The growth of occupational pens ion schernes took place in an industrial 
relations setting in which a highly centralized LO played a dominant role as the 
representative of wage eamers. The relatively large groups of unorganized wage earners 
did, however, represent a constant pressure on LO unions and the central leadership 
to play an active and visible role in the society at large. In the mid-19  50's total union 
density was only approximately 52 per cent of the work force (Stokke 1 992: 1 66) . 
Hence, member exit and entry was of great importance ro the LO leadership and 
what could be seen as narrow organizational interest had to be taken into 
consideration to secure the strength of the union movement. 

Moreover, the clear cut and very visible differences in pension rights among 
public and private employees and, thereby, among the LO groups was unsatisfacro­
ry to a highly centralized trade union movement. More than being an issue that could 
attract new members, the pension issue was important for preventing internal con­
flict between individual LO unions and for preventing reduced loyalty to the mutu­
al cause of the Confederation of Trade Unions. In other words, the union voice was 
governed by strategic concerns related to organizational interests rather than only 
by a mutual set of labor movement principles. 

As early as in the 1 949 LO convention the Local Government Union (Kom­
muneforbundet) demanded that old age pensions should be a non-conditioned right 
for all citizens5• Income testing was primarily a problem for those who had relative­
ly small supplementary pensions. Among LO's member groups this problem was 
relevant for local government workers and for core group of private secror workers 
trying ro improve their occupational pensions. The convention approved the pro­
posal for universal pensions and the LO leadership repeatedly approached the gov­
ernment ro achieve an end to targeting (Bergh 1 987) .  

The imponance of  this argument i s  illustrated by the fact that Gudmund 
Harlem, minister of social affairs, concluded at the 1 957 LO-convention6: 

«Seen from the government's position, this is the decisive argument in favor 
of the proposal of abolishing the income test for old age pensions that now 
is laid before the Parliament, and that has caused considerable discussion in 
the labor movement» . 

'Protoko l l  fra kong ressen 1 949: 34.2. 

6Protoko ll fra kongressen 1 957 :245. 
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Moreover, Harlem pointed to the importance of the willingness among Norwegian 
employees to use the bargaining system to increase the level of pension rights among 
wage earners7: 

«It has been argued that Sweden, which long ago has abolished income test­
ing, despite this has not seen any large growth in occupational pensions. This 
argument is not convincing, because one in Sweden over several years has tried 
to achieve statutory pensions for wage earners. It must be evident that the 
trade union will not fight for pensions through collective bargaining if they 
in the near future expect such pensions to be established through legisiatioo». 

Taken together, LO saw new possibilities in achieving increased social security for 
their members th�ough occupational pensions. The Unions favored an end to tar­
geting to ensure that workers were not deprived of their claim to occupational pen­
sions. Related to social policy, the importance of public sector unionism is striking. 

A final important faetor behind the removal ofincome-testing is what could 
be seen as a potential politieal «allianee» between the trade union movement and the 
non-soeialist parti es that the expanding oecupational welfare arena gave raise to. In 
the 1 948 proposal, the Labor Government had, in principle, declared that it favored 
an abolition of the income test for pensions. However, it ehose to give priority to 
the introduction of an invalidity pension and to increase the (income-tested) old 
age benefits . The non-soeialist parties argued also principally in favor of universal­
ism. The non-socialist parties - Liberals, Agrarian and Conservatives - did howev­
er favor a direct abolition of the income test before other reforms8, as did the Nor­
wegian LO. 

In other words, the three non-socialist parties gave support to one of the 
main goals of the LO. For the non-soeialist parties, seeking to break the hegemony 
of the Labor Party, this confliet in the labor movement was important from a strategie 
perspeetive. The Conservative party (Høyre) argued that the ineome test was an 
obstacle for increased private pension savings (Hagen and Hippe 1 989) .  In this re­
speet, it is interesting to see that only the Conservative party stressed the need to 
make room for private pensions in their programs of the late 1 950's (Seip 1987:212) .  

Even though the government was reluctant to ehange its original priori ties , 
a comprornise between the Labor Party and the non-soeialist parties was reached in 
1 954. The benefits should be increased and the ineome test abolished. In 1 957 a 
proposal was put forward that introduced universal flat rate pensions (in effeet from 
January l ,  1 959) .  

7protoko l l  fra kong ressen 1 957:245. 

8The Christia n  Party d id  however fol low the Socialists in g iving priority to the disabled. 
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When introduced, the flat-rate public pensions gave way, as expected, to a rapid 
expansion of occupational schemes. This can serve as a typical example of a positive 
interplay between public and occupational schemes. 

This perspective on the introduction of universalism contributes to a revised 
understanding of the traditional, somewhat heroic, version of the role that Soeial 
Democracy plays in social policy development. Esping-Andersen ( 1 985 :  1 47) argues 
that Social Democrats proposed universalism early on, and fought against income 
testing as weU as private schemes to promote a broad dass solidarity. As shown by 
Pettersens ( 1 987: 178) and later Hatland ( 1 992:39) it is perfectly true that the La­
bor Party was an important factor behind the introduction of the first pension sys­
tem, but not the main force be hind the development of universalism. 

This discussion shows that factors other than political consensus and the role 
of non-soeialist parties should also be taken into consideration when attempting to 
explain pension policies. The growth in occupational programs forced a dominant 
and strong trade union movement to take action. The common goal between LO 
and the non-soeialist parti es of increasing the occupational sector, created a pres­
sure for the removal of income testing. Hence, the trade unions are shown to have 
played a separate role in the development of the pensions system. Moreover, it is 
evident that the character of the public pensions system (i.e. income testing) influ­
ence the nature of the public private interplay. 

6.3 Crossroad 2:  Income relation and sodal 
i nequa l ity 

The new division oflabor between universal basic public pensions and private sup­
plementary pensions did not become a lasting solution in Norwegian pension poli­
eies, as it did, for example, in Denmark. In Norway, a new process of private-pub-

. lic interplay vyas already in motion that would rapidly change the face of the 
Norwegian pens ion system. 

The introduction of a national state income-related pens ion system in 1 967, 
cannot be understood without focussing on the impact that labor market deeisions 
had on public policy. Two factors are at the hart of this argument. First, public pol­
icy - universalism - triggers a process of occupational pension growth. Second, this 
expansion of occupational pensions creates an important element in a political con­
sensus in favor of expanding public responsibility. 
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Bargaining against �arkets. 

The growth of occupational pension schemes and the establishment of a fully uni­
versal flat-rate system took place in an industrial relations setting in which a highly 
centralized LO played a dominant role as the representative of wage earners. As the 
coverage by occupational pensions increased among some segments of the members­
hip, and wage levels and living standards rose, the demand for a general scheme of 
supplementary pensions was put on the trade union agenda, rather than on the po­
litical agenda. 

LO was never directly hostile to the expansion of occupational pensions as 
such. It was the fact that the system was highly fragmented and employer-dominat­
ed that was deemed unsatisfactory by the LO leadership. In 1 9 5 1 ,  LO's pension 
committee already pointed to the problems of a decentralized system of corporate 
pensions9: 

«Economically strong enterprises can establish such arrangements, while eco­
nomically weak enterprises or enterprises with a management with only lim­
ited social responsibility do not have such systems» .  

This was seen as  in  conflict with the basic social policy principles of  the trade union 
movement, as well as the goal of establishing formal agreements on wage and work­
ing conditions. In the lang run, LO could not tolerate that a significant part of the 
total compensation was determined olltside established bargaining roudnes. Wel­
fare arrangements at the company level tended to strengthen company loyalties at 
the expense ofbroader union solidarity. The reinforcement of union loyaltywas crucial 
to keep up the centralized and dominant position of the LO confederation. 

Moreover, LO estimated that only between 30 and 40 per cent of [heir ac­
tive members were covered by occupational pensions in 1 958 (Holler 1 958) .  As long 
as the question of supplementary pensions was left to individual employers or to local 
bargaining, the weaker segments of the LO-membership were not likely to be cov­
ered. Again, the issue of internal union loyalty became a core element in union 
motivation. 

Thirdly, the existing occupational pension schemes served to tie employees 
to their present employers, thus restrieting the mobility of elderly workers in par­
ticular1o• 

Last but not least, the discrimination practiced by employers between blue 
and white collar workers created strong resentments. It served as a focal point for 
the mobilization of pension demands arnong unionized workers. 

9Protokol l  fra Representantskapet ma i  1 95 1  : 1 1 8. 

1 0  The po i nt was  e laborated by a comm ittee a ppoi nted by the Trade U n ion  Cong ress i n  1 957.  
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In light of these developments, union strategies changed. The exclusive commitment 

to flat-rate public pensions from the early post-war period was replaced by a de­

mand for equal pension rights among all wage earners. This new approach to pen­

sion policy was spelled out by the LO Ieader Konrad Nordahl at the Trade Union 

Congress in 1 957: 

«Our ultimate goal is to secure all wage earners in this country the same pen­
sion rights, whether they are employed in the private sector, or in central or 
Iocal government» . I l  

The focus o n  equity among wage earners implied that LO was prepared to accept 
that beneflts in excess of the universal minimum standard shouid reflect previous 
earnings. The traditional commitment to a redistributive system of flat-rate pen­
sions gave way to the demand for income-related beneflts. The new policy depar­
ture also implied an attempt to improve future pens ion claims for the active popu­
lation without automatically raising beneflt levels for the already retired. 

LO considered two alternative strategies to achieve a more comprehensive 
system of supplementary pensions. One was to follow the example of the Swedish 
LO (Molin 1 965; Heclo 1 974) and demand a Iegislated supplementary pension 
scherne covering all wage earners. Since the Labor Party had an absolute majority in 
the Norwegian parliament the conditions for progress by political means seemed 
favorable. 

Even so, the Norwegian LO did not follow the Swedish example. They de­
cided on the alternative option: to demand that supplementary pensions be on the 
bargaining agenda vis-a-vis the Norwegian Employers' Confederation (NAF) . 

This dedsion to take the question of supplementary pensions to the bargain­
ing table was influenced by strategi c considerations, clearly illustrating that the trade 
union movement acted as a separate actor when pursuing sodal policy goals. In the 
late 1 950's, LO faced a new problem of individual exit, hence membership stagnat­
ed and even declined. A negotiated pension scherne would allow LO to take credit 
for a major improvement in the sodal standards of wage earners. Furthermore LO 
hoped to be able to exclude non-members from the scherne and thereby create a 
positive incentive to boost membership. It was important to the LO, however, that 
the scherne should include all unionized workers, and not allow for segmentation 
across trade union branches. Through this «voice» strategy, loyalty among union 
members and among unions in the confederation could be increased. 

Moreover, LO and the Labor Party thought that if they put income-related 
public pensions on the political agenda, it would create severe resistance among the 
non-socialist parties, as it had occutred in Sweden. Thus, an ambitious public scheme 

11 Protokoll fra LO-kongressen 1 957 
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was, from a short-term perspective, not a realistic alternative. On the other hand, 
the introdllction of a universal public system was expected to enforce the existing 
growth in enterprise-based occupational system. lf this development were allowed 
to continue on a decentralized basis, it could block later attempts to establish col­
lective and solidaristic solutions. 

The LO's goal to achieve a more comprehensive pension system through 
collective bargaining also found support from the Labor party. Minister of Social 
Affairs Gudmund Harlem surnmed up his position at the 1 957 convention: 

«In my judgement the goal for wage earners must be pension arrangements 
that provide about 60 per cent of the income in old age pensions. This goal 
can, l am convinced, only be achieved through trade union struggle, as has 
been proposed at this convention, for increased occupational pensions. In any 
case, it is not realistic to think that satisfactory pension arrangements for wage 
earners can be achieved by only increasing benefit levels in the statutory 
scheme» (LO 1 957:245) 

LO also argued that an occupational system could contribute favorably to easing the 
future burden of flnancing and would also contribute to savings and investments. 
Occupational pension funds could be an arena for union influence over investments. 
LO argued that wage earners had «a strong moral responsibility and a right to take 
part in the control of pensions funds» (LO 1957:4 1 ) .  

LO chose to put forward a proposal for a contracrual scherne covering work­
ers in enterprises included by the LO-NAF agreement. Beneflts were moderate, but 
were expected to increase up to the level of white collar workers' . 

In a round of centralized wage bargaining in 1 958 ,  LO and NAF agreed to 
establish a supplementary pens ion scherne (FTP) covering workers in the unionized 
sector. Details of the scheme were flnally agreed upon in 1 960. In the joint LO­
NAF report of the future contractual scherne, it is dearly shown that the state oc­
cupational scheme (SPK) serves as a point of reference (NAF and LO 1 96 1 ) .  

The resulting FTP-scheme followed the LO proposal with three important 
exceptions. From the outset, benehts were modest and LO failed · to achieve a sys­
tem of automatic index regulation. Consequently the FTP-scheme did not match 
the generosity of the income-related schernes of public employees and white collar 
workers in private companies. 

Second, NAF strongly opposed seeing pension fund investments as a part of 
any form of active union investment policies . And third, the fact that the NAF in­
sisted on including non-unionized employees in the scherne also implied that the 
potential for boosting recruitment was reduced. 

The situation was somewhat different in the public sector. The state as em­
ployer agreed on the principle of equal treatment of all gro ups of employees. From 
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1 962, blue collar workers were also given a pens ion plan aiming at 66 per cent in­
come replacement. The LO policy of «equal treatment» from the 1 957 convention 
thus became reality in the public sector. 

In the private sector, the FTP-scheme was in need of considerable improve­
ments in order to achieve the ambitious goal of equal treatment. The main impor­
tance of the FTP-scheme and of the changes in the public sector occupational scherne 
were, however, to trigger a political process which, within a few years, led to the 
establishment of a statutory supplementary pension scherne. 

From bargaining to politics 

The introduction of the FTP-scheme left a significant part of the labor force, and 
hence the voters, without supplementary pensions. Moreover, the costs of the bar­
gaining strategy turned out to be high. The centralized bargaining in 1 958  involved 
considerable wage restraint, which created dangerous tensions within LO. Core 
gro ups of relatively well-paid manufacturing workers were already covered by com­
pany-based pension schemes. For these groups the FTP-agreement only led to mar­
ginal improvements. Unions organizing workers in low-wage industries ,  however, 
felt that the costs of the FTP-scheme were high in terms ofwage restraint and member 
premiums. Moreover, public sector unions has successfully managed to «solve» their 
pension problem. 

Prior to the 1 96 1  Parliamentary election, both the Labor Party and the Lib­
eral Party signalled commitment to extend supplementary pens ion coverage to wage 
earners outside LO and NAF and to the self-employed. For both parti es electoral 
support from these segments of the gainfully employed were of strategic importance. 
Both the Conservatives and the Agrarian Center adhered to the flat-rate principle 
but suggested a substantial rise in benefit levels. Of course, the unprecedented eco­
nomic growth in the early sixties helped to put an expansive pension reform on the 
political agenda. 

The contractual pension scherne was one of the factors that forced severai 
political parties to change their view on income-related pensions. LO had shown 
the ability to, in Baldwins ( 1 990) terms, cater to its own members by making broad 
pension coverage a « fait accompli». In the 1950's, a political demand for a national 
income-related pension system could have been seen as a socialist reform, creating 
strong resistance among non-socialists. The fact that the core gro up of the labor 
marker already was covered strengthened the demands by marginal groups for in­
creased state action in the bargaining process .  These were gro ups that the non-so­
cialist parties saw themselves, largely, as representarives of. In other words, indus­
trial relations activities related to pensions had significantly altered the basis for 
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political conflict over pension issues and the conditions for the union voice in this 
respect. At the same time internal conflict over pension costs in the «LO-family» 
could damage union loyalties to the confederation. A problem which would be solved 
by the introduction of a statutory scheme. 

The 1 96 1  election left the governing Labor Party without a stable majority 

in Parliament and the pension issue became an object of party tactics (Rokkan 1 966) . 
After the government crisis in 1 963, the Labor Party announced plans to establish a 
statutory pens ion scheme for all income earners aiming at 2/3 of prior income. The 
Conservative Party and the Agrarian Center, the opposition parties originally op­
posed to supplementary pensions, decided to give way, and hence, a broad political 
consensus had been achieved for a radical new pensions policy12. The new policy 
departure was welcomed by LO, since the heaviest financial burden was to be car­
ried by the employers and since the reform promised to fulfill the goal of equal pen­
sion standards for all wage earners, as fixed hy LO in 1 957. 

The main features of this new National Insurance (Folketrygden) scheme were 
elaborated hy the Lahor government in a green paper presented in 1 964, and the 
scheme was finally implemented in 1 967 by a non-socialist coalition government 
elected in 1 965 .  From the outset, the NI system (Folketrygden) included old age, 
disability, survivors and single mothers pensions. The system combined universal basic 
pensions with statutory supplementary pensions related to both contribution records 
and income levels . The supplementary pension was to compensate income up to a 
ceiling fixed at 2 1 /2 times the average annual wage of industrial workers . 

Disagreement on the merits of funding was the only significant flaw in the 
much celebrated consensus behind the reform (Hatland 1 986) . The consequences 
of pension reform for the capital market and aggregate savings was clearly the most 
controversial issue. 

Originally, the Labor Party wanted to build up a large public pension fund 
while the system matured, in order to stimulate economic growth and to level out 
the financial burden across generations. However, the idea of a public pension fund, 
which could become an influential component of the capital market, met with strong 
opposition from the Norwegian Employers Confederation and the non-socialist 
parties. Consequently, the role of funding was deliberately played down by the non­
socialist government when the scheme was implemented in 1 966. 

' 2There i s  some d isag reement among schola rs on the extent of th is  consensus. Kuhn le  ( 1 983) 
argues that consensus to a l a rge extent characterizes Norwegian soda l  security debates, whi le  
Nordby ( 1 990), Pettersen (1 987) a nd Se ip  ( 1 986) argue that confl icts existed and that the fina l  
des ign was based on substantial  com prom ise. As wi l l  be a rgued i n  the conc lud i ng part of th is  
cha pter, one reason that pol itica l consensus over pens ions was poss ib le  is  that bas ic  confl icts 
in pens ions po l ides u nfold in the barga i n i n g  arena. 
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Labor cabinets in the 1 970's were not prepared to meet the demand for hscal disci­
pline which would be required to revitalize the NI-fund. Instead expensive social 
security reforms13 were carried out without a corresponding increase in premiums. 
In the same period reductions in employers' contributions and member premiums 
were used as part ofincome-policy packages aimed at reducing growth in labor costs 
(Kolberg 1 983) . As of today, the system is financed exclusively on a pay-as-you-go 
basis. 

The establishment of a national income-related pens ion system in 1 967 was 
expected to marginalize the provision of occupational pensions, thereby crating a 
more equal distribution of pension rights. The FTP-scheme was closed down. How­
ever, in both the public and private sectors, the system of occupational pensions 
continued to exist as a third pension layer. Favorable tax rules for occupational 
schemes continued to exist and no reduction in collective gro up insurance became 
visible in the years following the 1 967 reform (Hippe and Pedersen 1 988) .  

Even though it  i s  not speUed out directly, there is reason to believe that the 
continuous existence of occupational schemes was necessary to secure the support 
for the NI-reform among public employees and white collar workers . Hence, the 
political consensus was based on an «everyone wins' solution. This created the basis 
for the perpetual importance of public occupational schemes, as weU as for a decen­
rralized employer-controlled system of private sector occupational pensions. 

This discussion shows that the capacity to establish broad coverage of occu­
pational pensions through the bargaining system contributed to a political basis for 
increased public responsibility in pens ion politics . The focus on industrial relations 
in the formation of pension policy does not rule out the other explanatory variables 
that are traditionally offered. The fact that the Swedish Social Democrats managed 
to gain victory in the harsh struggle of public responsibility in the pensions area is 
seen, for example, as an important factor behind the changing policy agenda in 
Norway and the broad political support for the reform (Esping-Andersen 1 985) .  
However, i t  is difficult to prove that the non-socialist support was purely based on 
tactical reasons, i.e. , fear of losing a political battle. The partial success of the trade 
unions in catering to broad groups of workers in the public and private sectors cre­
ated a very different situation than that found in Sweden some years earlier. 

11 The age of retire ment was reduced from 70 to 67 years and a special s u pplement for pen­
s ioners with short contribution records was introduced. 
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6.4 Crossroad 3: Early retirement pensions -
Barga in ing or polities? 

With a general pension age of 67 years and no regular public early retirement pen­
sion, employment participation among older workers in Norway is among the highest 
in advanced industrialized countries . The goal of promoting work rather than labor 
force exit was successful in the post-war period of economic growth. However, re­
duced growth rates and increasing structural problems in the economy, created an 
increasing pressure to reduce employment among older workers. As a result, the public 
disability pensions became, to a large extent, a de facto early retirement scheme (NOU 
1 994:2) . 

Moreover, employers took direct action by either providing incentives for 
employees to apply for invalidity pension or by establishing separate enterprise based 
systems of early retirement. In 1 989,  around 20 per cent of private sector employ­
ees were employed in enterprises which offered early retirement pensions on a regu­
lar or ad hoc basis (Hippe and Pedersen 1 992: 1 83) .  Consequently, employment par­
ticipation, primarily among men, has fallen in the 1 980's (Hippe 1 992) . 

This development caused two types of policy response. On one side, the 
government was eager to dose the exit gate through invalidity pensions that con­
tributed to an increasing expenditure growth in the NI system. One the other side, 
the trade unions were increasingly concerned with the negative distributional and 
social outeornes of the decentralized system of occupational early retirement. The 
resulting interplay between employers, unions and the government, however, did not 
lead to the establishment of a public early retirement system, as found in most oth­
er European countries. In 1 988, LO and NAF agreed to establish a contractual scherne 
for early retirement (AFP) in the private sector. Following this agreement, both state 
and local seetor negotiations led to the establishment of a corresponding AFP sys­
tem. 

The eontractual AFP system is a fascinating example of private- public in­
terplay, and an important crossroad in Norwegian pension politics. In light of the 
historical development in pens ion politics diseussed so far, three questions need to 
be answered. First, what happened? Second, why did employees and employers choose 
a contractual solution? And third, how does the establishment of the AFP system 
atlect the proeess of policy feedback? When it comes to this last question, one must 
take into consideration that we are in an early stage in this proeess. One can, there­
fore, only point to possible future developments. 
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What happened?: The AFP system 
In the private sector centralized bargaining between LO and NAF in February 1 988, 
LO proposed to introduce a contractual system of early retirement. NAF declared 
itself willing to support the proposal on two conditions. First, the government would 
have to participate in the financing of the scherne. Second, under no condition could 
the contractual scherne result in a general reduction of the pens ion age, which had 
been the original LO position. 

After receiving the necessary support from the government, LO and NAF 
agreed to establish a system that offered pensions from the age of 66, beginning Jan­
uary 1 ,  1 989, with a reduction to age 65 from 1 990. Income replacement was set at 
the same level as in the NI-scheme. Following the NAF proposal, the government 
would pick up 40 per cent of the costs. The rest is paid by the employer through a 
levy of 1 .2 per cent of total payroll and 10  per cent of the pensions paid direcdy by 
each employer. 

This AFP scherne is an interesting example of private-public interplay be­
cause it constitutes a mixed form, what I have called tri-partite welfare (see Chap­
ter 1 ) .  Even though it is a contractual system, the government contributes to the 
financing of the scherne. Moreover, the system is administered by the NI-bureauc­
racy. It is especially intriguing to see that a scherne covering only segments of the 
private labor force to a large extent is financed by government contributions. 

In the public sector, unions with more knowledge and experience in pension 
bargaining reached a somewhat better result in their negotiations one month later. 
This could, of course, also be due to the fact that the state as employer is a softer 
counterpart than the NAF. Collective bargaining in the state sector produced as a 
result the option to retire (voluntarily) at the age of 66 in 1 989, and 65 in 1 990, 
with a full occupational pension. In other words, early retirement in the public sec­
tor would mean no reduction of occupational pens ion rights. In the private sector, 
the AFP scherne did not secure continued premium payments for those AFP recip­
ients who were covered by occupational pensions . This meant losing the crucial last 
years of membership in the private (final salary) schemes. Hence, there was a strong 
incentive to seek invalidity pensions, where additional benefits would be provided 
by the occupational system and membership would be continued up to 67 years. 

Not surprisingly, the take-up rate was small in the first years, and the pres­
sure on the invalidity scherne continued despite the fact that eligibility rules had been 
tightened. A reform of the AFP system was once again put on the bargaining table 
in 1 992. LO proposed a reduction of the pens ion age to 62 years and an increased 
benefit level (NOU 1994:2) . The parties agreed to reduce the pension age to 64 years 
(from 1 . 1 0 .93) if it could be shown satisfactorily that this would not imply a gen­
eral reduction of the pension age for all employees . Moreover, they agreed to increase 
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the compensation leve1 by introducing a flat rate supplement provided that these 

supplements would be tax free. Again the government contributed to a solution by 

prornising that they would propose a change in the current tax legislation to secure 

that the extra payment (in the form of severance pay) would be tax free also for AFP 
pensioners. 

In the public sector bargaining, the parties reached a corresponding agree­
ment to reduce the pension age to 64 years. However, details of the agreement were 
postponed until after the 1 993 private sector barg.uning. In the 1 992 bargaining the 
state as employer stressed that benefit leve1s for those retiring at 64 years should be 
at the same level as in the private sector. 

In 1 993 the AFP scherne became the core issue in a round of centralized private 
sector bargaining. The employers would not implement the plan ned reduction of 
the pension age to 64 years unless they were guaranteed continued governmental 
contributions to the scheme. Unions and employers joined forces against the gov­
ernment which was reluctant to expand its participation in the AFP scherne. The 
fact that the government through its prornise to contribute financially actually by­
passed Parliamentary expenditure decisions caused criticism, especially from the 
Conservative party. Even so, both LO and NHO dedared that the negotiations would 
fai! ifthe government did not participate. The result would be the largest strike in 
the private sector in decades. To increase the pressure on the government, LO an­
nounced, according to the formal procedures oflabor conflict, that all (heir private 
sector members would go on strike. Eventually the government gave in and con­
tributed to the financing of the contractual scherne, again causing criticism for let­
ting the industrial relations partners dictate public policy. 

The next year AFP was once again a core issue in the first industry-wide 
private sector negotiations since 1 986. LO chose to let the «Fellesforbundet» (Man­
ufacturing Workers Union) lead the way on the AFP issue. As before, the main 
question was whether or not government contributions could be obtained. In a let­
ter to the LO and NHO the Prime Minister once again secured that the govern­
ment would contribute if the pension age were not reduced further. 

Since 1 988 ,  through the bargaining proeess, the AFP system has become a 
significant part of the Norwegian pension system. Contractual early retirement pen­
sions cover all public sector employees and approximately 500,000 (or 40 per cent) 
of private sector employees (NOU 1 994:2 p . l O l ) .  The take-up rate has increased, 
and the growth of new disability pensioners has been reduced (NOU 1 994:2) . The 
reduction in disability pensions is not only caused by AFP growth, but also by a set 

. of reforms of the eligibility rules . 
Because AFP seems to be a lasting institutional solution, smaller nation-wide 

employer federations, such as in banking, have also applied for state contributions 

1 93 



to their AFP schemes. Giving governmental support to single employers outside the 

employer federations is also under discussion - provided that they establish corre­
sponding contractual systems and also reduce the pension age in the private sector 
occupational old age schernes (NOU 1 994:6) . This would mean considerable wid­
en ing of contractual early retirement pension coverage in the private sector. 

Currently, the major conflict is that of redudng the pension age to 62 years, 
according to an LO proposal. The Labor Party government has (once again) stressed 
that the financial contributions needed to achieve a pens ion age of 62 in the AFP 
scherne are out of the question (St.meld.nr35 94/95) . Not sutprisingly the AFP is­
sue was raised in the 1 996 industry-wide collective bargaining (by Fellesforbundet) . 
After a nine days strike in the manufacturing industry an agreement was reached May 
2 1 .  where the parties prindpally agreed to reduce pension age to 63 years from 
October 1 .  1 997 and to 62 years from March 1 988. 

This arrangement is according to the agreement to cover only for persons with 
a very long work career and compensation levels should not be higher than 70 per 
cent (Aftenposten 22/5-95) .  It is made clear that this will take place without in­
creased government contribution. 

Choosing collective bargaining. 

Even though Norway was governed by a Labor government, LO did not make any 
strong attempts to find political solutions to the question of early retirement. It is 
perfectly true that, in accordance with their program, LO demanded a general re­
duction in the pens ion age. At this time, however, it was quite clear that such a reform 
was in no way realistic, neither as a political nor as a bargaining strategy. 

The alternative strategy was to go for some kind of flexible early retirement 
scherne. The interesting point here is the fact that instead of engaging itself in a 
campaign for the introduction of a flexible pens ion age in the NI system, LO chose 
collective bargaining as their primary strategy. 

Based on the LO support for the 1 967 political solution to income-related 
pensions and the fact that the sodal partners actually closed down the contractual 
scherne, one should expect that LO had given up their goal of using centralized col­
lective bargaining to obtain pension progress.  In order to understand the renaissance 
of pension issues in collective bargaining and the shift in the union voice I will offer 
four arguments: 

First, LO faced considerable pressure from below to find rapid solutions to 
what was seen as an unacceptable system of early exit from the labor market. This 
was caused by actions taken by companies to increase early exit from the labor force. 
Both permanent and ad hoc schernes were established. The most generous schernes 
provided an early retirement pension fully financed by the company. In most cases, 
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however, early exit was obtained by guaranteeing a compensation level of abour 2/3 

of previous income if retirees used the opportunity to obtain sickness benefits and 

then unemployment benefits. Employees had to register as unemployed even if they 

had no intention of re-entering the work force. The system was heavily criticized 
because of the alleged misuse ofboth sickness and unemployment benefits, and be­
cause it forced people to «stay in the unemployment line' when they were actually 
retirees. Another way to prornote exit was to provide so--called «gift pensions» to 
those who could obtain invalidity pensions. And; of course, workers were laid off 
without any form of compensation. 

LO was forced to support the system of combining unemployment and com­
pany-based supplementary pensions because there were no acceptable alternative. It 
was, however, quite clear that this was seen as unsatisfactory in a longer perspec­
rive. There was therefore strong pressure on LO to rapidly achieve a solution to this 
«unworthy siruation». In the 1 988 agreement, LO and NAF stressed that this sys­
tem should be a «worthy alternative to the current practice» (Protokoll LO-NAF 
1 988) . The government explained its involvement primarily by the expectation of 
reduced usage ofinvalidity pensions (Ot.prp. nr. 1 5  1988-89).  

This argument adds, first, a soeial element to the explanation for why un­
ions gave priori ty to early retirement issues, more than for why collective bargain­
ing, again, was used as a soeial policy instrument. Therefore, more pragmatie and 
tactical factors should also be taken into consideration. 

A second argument is related to what can be seen as a gradual shift in atti­
tudes towards public and private responsibility taking place in the trade union 
movement. As in the 1 98 1-1 985 program, the 1 985-1 989 LO program left no room 
for private or contractual alternatives. Rather it said: 

«The NI system should be the cornerstone of our social insurance system and 
provide sufficient benefits, so that there is no basis for additional private 
arrangements» (LO 1 985 :66) . 

Moreover, there is no indicarion whatsoever that a flexible pension age could be 
achieved through private sector schemes. In the subsequent years, LO came to change 
its view on the division of labor between public and contractual arrangements. There 
was clearly a growing awareness in the trade union movement that a relatively wide­
spread system of occupational pensions had developed at the company-Ievel during 
the last decades. This helped to provide a gap in income after retirement between 
the highest and lowest paid - a situation that clearly was contrary to the goal of creating 

, equal pens ion rights among all wage earners. In 1 988 an ad hoc LO committee pro­
posed a change in policy and clearly stated that both legal and contractual arrange­
ments were possible avenues for social policy progress: 
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«LO will work for legal and contractual regulation to achieve its main polit­
ical goals in pension issues» (LO 1 988:6) .  

I t  should also be taken into consideration that unions in  the public sector had shown 

that occupational pensions successfully could be made the subject of collective bar­

gaining. In 1 986 local government employees managed to integrate the occupational 

pension system in the collective wage agreement. Through the formal right to pen­

sion bargaining in the public sector, several improvements in the local and state 

schemes were achieved, among others an increased income ceiling and improved 

indexation (Hippe & Pedersen 1 988:48) . To a large extent public sector unions 

showed that collective bargaining could be an effident mechanism for achieving 
increased welfare benefits. 

This process of gradual policy shift is illustrated by the fact that the 1 989-
1 993 program and the current LO program contains the explidt goal of increasing 
collective pension coverage. The NI system is no longer seen as the only provider of 
sodal insurance benefits: «The NI system must be secured as the basis of the social 
security system» (LO 1 993:32) . Equal treatment of all wage earners is still the goal 
as it was spell ed out by the LO leader Nordahl at the 1 957 convention. Again it is 
through collective bargaining that this ambitious goal should be achieved, and, as 
before, it is the occupational benefits of public employees that serve as a reference 
point (LO 1 993: 1 9) .  

Third, the need to change strategy was crudal in a situation where competi­
tion among unions had intensified. Union competition has sharpened union debates 
on organizational reforms, bargaining strategies and priorities (Stokke 1 992, Døl­
vik and Stokland 1 992) . As one of several national union federations, LO could not 
choose its sodal policy strategy without considering the activities of the other fed­
erations. Both AF (the Federation of Professional Associations) and YS (the Con­
federation ofVocational Unions) , even though significantly smaUer than LO, had 
faster membership growth. Both of these national union federations had engaged 
themselves more actively to promote occupational pensions, and coverage was higher 
among their member gro ups than among LO members. 

Moreover, the so-called marriage between the two branches of the trade un­
ion movement has grown increasingly troublesome and LO is clearly ttying to es­
tablish a more independent position. This goal of strengthening the independent role 
of the LO unions made it more important to stand out as a separate sodal policy 
entrepreneur, rather than striking political bargains with the Labor Party. 

Last but not least, one should take into consideration the possible link be­
tween direct wage bargaining and the role of contractual pensions. The economic 
downturn in 1 986 put strong pressure on the industrial relation system. LO took 
part in a series of moderate centralized wage agreements . In 1 987 and 1 988  the 
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LO-NHO agreement had been turned into a wage law to secure an effective wage 

freeze. Because of this, LO stood out as what is often called a responsible organiza­

tion. This strategy caused some turbulence among its rank and file members. The 

problems with this «responsible» strategy were dearly illustrated by the fact that a 
majority of the LO members voted against the 1 989 mutual LO-NHO proposal 
for a wage agreement. The LO leadership were, therefore, dearly in need of concrete 
signs of reinforced activity on behalf of their members. Contractual pensions could 
serve as a important symbol without jeopardizing the positive effects of the wage 
freeze policy. 

At the same time, both employers and the government were eager to safe­
guard continued moderate wage development in a situation with relatively high lev­
els of unemployment and increased international competition .  For the government, 
their financial contribution to a contractual early retirement scherne could be seen 
as a small price to be paid to achieve their overall income policy goals. The impor­
tance of this argument was dearly illustrated by the letter sent to LO-NHO from 
Prime Minister Gro Harlem Brundland at the time of the 1 994 wage negotiations. 
In this letter she signalled the willingness to provide government contributions to 
the scherne and used the opportunity to link financial support directly to the need 
to secure what she calls a moderate wage increasel4• This is a fascinating example of 
direct government involvement in collective bargaining. It shows how the occupa­
tional early retirement scheme must be seen as a function of government income 
policies, of goals to reinforce the structure of Norwegian industrial relations, of 
employers' need to change employment levels and structures, and of social policy 
objectives . In other words, it illustrates how the nature of unionism and the indus­
trial relations system constitutes a crucial filter for the interplay between public and 
private welfare arrangements. 

The process of pol icy feedback. 

As I have argued with regard to the two previous crossroads, private arrangements 
have triggered an interaction process between state and market leading to increased 
public responsibility. It is dose at hand to argue that this will happ en again. Will 
we see a proeess from bargaining to politics or are the conditions for a positive in­
terplay different today? 

Clearly, the introduction of the AFP scheme started a process towards an 
expansion of early retirement schemes. As could be expected, representatives of the 
non-socialist parties have argued that it is unacceptable that only wage earners in 
the organized part of the labor market are covered by early retirements pensions 

14Letter  of 4/5-1 994 from the Pr i me M i n ister's Office. 
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(St.meld.m.2 1 993: 1 43) . They have proposed also letting regular occupational pen­

sion schernes (presently from the age of 67) provide early retirement benefits. A public 
committee on private pensions has recendy proposed that both collective and indi­
vidual pension arrangements should also be allowed to provide early retirement ben­
efits, in other words, these benefits should also be given full tax deductions (NOU 
1 994:6) . Its argument is that all gro ups of wage earners should be given the option 
to integrate early retirement savings into their pension schemes, not only those cov­
ered by the contractual AFP scherne. During the parliamentary debate over welfare 
policies in may 1 996 a majority (non-soeialists) supported the introduction of ear­
ly retiremnet benefits equal to those found in the AFP scherne in tax favored indi­
vidual pension schemes. Hence a broader system of tax-favored private early retire­
ment benefits will be established, even though it is being opposed by the (minority) 
labor government. 

The core question is, of COUfse, whether we will see a stable private solution 
to early exit from the labor market or if a statutory system will be introduced. A 
broad committee of experts, bureaucrats, and representatives of unions and employers 
federations has given an important signal by proposing to integrate a more flexible 
element as a part of the NI system (NOU 1 994:2 s 247) . Even though their main 
goal is to create stronger economic incentives for wage earners to continue their work, 
their principal recommendation is clearly that early retirement pensions should be 
achieved through the national system. It is interesting to note that the representa­
tives of the three national trade union federations as well as the representative of the 
NHO together delivered a minority statement as a response to this proposal. They 
argue against an expansion of the NI system: 

«This minority is of the opinion that it would be better to continue the 
process that is started through AFp, where flexibility downwards is based on 
agreements in the labor marker» (NOU 1 994:2,s .248) . 

When both employees and employers argue against the expansion of the public sys­
tem, there is clearly a new element in Norwegian pension politics. 

The explieit goal among the labor market organizations to strengthen the 
contractual arrangements can be seen as a result of a changing industrial relations 
system. A new basis for soeial parrnership is cmeial for the survival of centralized 
bargaining. Moreover, increasingly competitive unions are less willing to reduce their 
importanee in soeial policy issues by favoring the soeialization of contractual schemes. 

Another argument in favor of a more lasting private solution that is increas­
ingly being cited is the potential for a negotiated pension scherne to increase sav­
ings and to develop new institutional investors. This argument has been offered by 
a joint LO and Labor party committee (LO/AP-Felleskomite 1 992) , among others. 
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The important aspect of this proposal is primatily that the former important arnbi­
tion of gaining direct political control over investments no longer plays a dominant 
role in the trade union movement or in the Labor party. One of the goals behind 
the introduction of the NI system in 1 967 was deatly to gain increased political 
contral over savings and investment dedsions. As long as the goal behind private 
pensions schemes is primatily to develop new institutional investors, an important 
point of conflict between unions and employers is removed. 

The capadty to establish a contractual scheme for eatly retirement may have 
also inspired those who advocate an increased role for the unions as a direct sodal 
policy agent. In this way it can signal a renaissance of collective batgaining over sodal 
policy issues. 

Taken together, it is highly uncertain whether the process of policy feedbacks 
in early retirement will follow the same path as seen in the introduction of supple­
mentary pensions in the 1 960's .  Trade union motives, industrial relations, and pub­
lic employrnent polides, together, create new surroundings for the interplay between 
state and market in sodal policy. 

6.5 Conclusion: Dynamic social policy 

At a theoretical level, this discussion of three crossroads in Norwegian pension pol­
itics challenges the explanarory potential of theories that focus on the state as the 
key actor. The Sodal Democratic mobilization theory can serve as a good exarnple. 
This interpretation suggests a particular connection between working dass power 
and sodal policy expansion. 

Mobilization theory asserts that wage earners unarnbiguously prefer univer­
sal political pension arrangements. Trade unions' role, first, is to mobilize voters for 
a Labor Party that becomes the driving force in a struggle between political parties 
in order ro expand public welfate responsibility. Therefore, the mobilization of the 
working dass is the dominant explanatory factor, and left cabinet strength the ma­
jor empirical vatiable. Moreover, the combination of universalism and income re­
placement in the national system secures reinforced political support for this insti­
tutional solution. 

This discussion has shown that important elements in this theoretical con­
struction are in need of revisjon. No doubt, the mobilization of the working dass 
is important for understanding social policy developments. The interpretation of the 
connection between the working dass and pension policy is, however, stated toa 
narrowly. First of all, the role of organized labor should be viewed in a different 
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manner than is traditionally found. To a large extent, a mobilization perspective seems 
reasonable. Wage earners demand improved pension rights at the company-Ievel, 
through collective bargaining, and political pressure has created a significant force 
from below. Even so, wage earners' preferences have not been unambiguously in fa­
vor of universal political pension solutions. Rather, wage earners and their represent­
atives see the divide between public and private as a continuum. This discussion 
shows that unions have systematically used collective bargaining to gain increased 
sodal security for their members. 

Second, the evolutionary logic of pensions can be understood primarily as 
the interaction between public policy and labor market institutions. Pension poli­
tics have been shaped by a distinct interplay between labor market developments and 
public policy. In other words, not only public policies determine public pension policy. 
There is a mutual interplay among different arenas of dedsion-making - state, bar­
gaining, and market. The introduction of universalism was closely related to the goal 
of creating an expansion of income-related occupational pens ion benefits. Univer­
salism created a basis for private pension expansion, which again triggered a politi­
cal process leading to the establishment of a statutory national system. Baldwin's 
( 1 990:30) idea of (risk) gro ups' ability to be self-reliant as a mechanism for sodal 
policy progress can be useful in this respect. There is reason to believe that the suc­
cessful socialization of the contractual system is linked to the fact that LO did not 
manage to create compensation in the contractual system dose to what public sec­
tor employees already had. In other words, LO was only partly self-reliant and was 
thus willing to make room for a political solution. In the case of early retirement 
pensions, the ability to be self-reliant has been stronger. This could imply that LO 
will engage themselves more actively in a struggle to def end the contractual scherne 
against socialization. 

Third, from this perspective follows an alternative understanding of politi­
cal conflict in Norwegian pension politics. According to traditional mobilization 
theory, expansion of public responsibility is the subject of a conflict between left and 
right wing political parties . The Swedish struggle over ATP in 1 959 is used as a typical 
example of this conflict (Heclo 1 974) . In the Norwegian case, it is nevertheless a 
strong political consensus that is most striking. I will argue that the notion of con­
fliet and consensus can be recondled by looking at pension policy as a result of an 
interplay between state and market. To a large extent the eonflict unfolds in the la­
bor market. It started out at the local level and moved gradually into the eentralized 
bargaining system. One example is the importance of equal treatment of white and 
blue collar workers that has been agreed upon in the bargaining system, after a long 
period of disagreement. Equal treatment was actually first fully introduced by the 
state as employer in 1 962. When partly or fully introduced in the labor market, the 
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basis for political consensus was laid down. In the 1 960's , as today, the non-social­
ist parties could not accept that core groups of their electorate were excluded from 
important welfare benefits. 

Closely related to this argument is whether or not the Labor Party has been 
the driving force in pension politics. As an a priori general rule, this concept of Labor 
Party dominance is not acceptable. First, the introduction of universalism must be 
viewed as the result of a broader political alliance. Second, expansion of public pen­
sion responsibility is more adequately understood as the res ult of trade union abil­
ity to expand occupational arrangements and thereby create a broader political basis 
behind pens ion reform. And, last, in the case of early retirement pensions, the La­
bor Party cannot be said to be either the key actor or the driving force. Neverthe­
less, it should be recognized that a Labor government might have been more willing 
to contribute financially to a contractual agreement than would a non-socialist gov­
ernment. In this way a Labor government can be seen as an important precondition 
for the expansion of private sector pensions. 

And last, the perspective of dynamic pension policy places the system of in­
dustrial relations at the heart of the argument. The system oflabor relations bridges 
the gap between state and market. Only an integration of industri al relations and 
social policy perspectives can provide an adequate understanding of pens ion devel­
opments. At a theoretical level, the importance of public sector unionism and the 
state as employer is striking. To a large extent occupational pension benehts for public 
employees have served as a reference point for private sector wage earners . The ex­
istence of a heterogeneous and at the same time centralized trade union movement 
has made it important to hnd solutions to the huge differences in pension rights 
found among LO member groups. This has been a core issue and still is, figuring 
prominently in the new goal of increasing coverage of occupational old age pensions 
in the private sector. 

This discussion points to certain aspects of union motives and behavior. 
Undoubtedly, unions in Norway have done more than just raise wages. And, the trade 
union movement is more than a loyal supporter of public solutions to the welfare 
needs of their members . Clearly, union action in pension issues is also governed by 
attempts to reduce the potential ofindividual member's exit, and maybe even more 
important, to strengthen internal loyalty among unions in the national confedera­
tion. Hence, union action in social policy is determined in a process of exit, voice, 
and loyalty at very different levels (Hirschmann 1 970) . Union behavior takes into 
consideration potential exit both from individual members, from individual unions. 
Moreover, loyalty both within the union movement as weU as in the labor move­
ment in a broader sense creates barrier to exit and to the deterioration of political 
support for national solutions to welfare needs . Increasing union competition, 

201 



increased international economic competition and generally looser ties between the 
Labor Party and the trade union movement have significantly changed the condi­
tions for the union voice and the possibility to be loyal supporters of national wel­
fare and income policy goals. 

Taken together, it is a fundamental mistake to consider private pensions as 
only a simple function of public coverage and generosity and in a broader sense, to 
see pension institutions as invented by design. The invention of pension institutions 
occurs as social conflicts are solved through compromise and as complex constella­
tions are reduced to less complex ones (see Mjøset 1 992:654) . In the Norwegian 
case, this process has to a large extent been conditioned by the nature of the indus­
trial relations system, the strength of organized labor and employers, and the scope 
of public policy. In other words, there can be a statistical relationship between the 
organizational strength of the working dass and the welfare state. It does not, how­
ever, indicate how and why the process of social change took place, and how pen­
sion policies will develop in the future. 
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PART 3 

The nature of employee benefit provision 
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Chapter 7 The invisible handshake -
Perspectives on occupational welfare 
provision 

7.1  I ntroduction 

The foeus in Part III is  on the eurrent status oflabor market based welfare sehemes, 
speeifieally on the incidenee and distribution of voluntary and contraetual bene­
fits among public and private sec tor wage earners in the Norwegian labor market. 

This chapter argues that voluntary and contractual employee benefits can 
be seen as the res ult of an invisible handshake between employers and employees 
(and their unions) in a setting of mainly closed employment relationships. The main 
goal of this chapter is to propose an explanation of why employers provide welfare 
benefits to their employees rather than simply increase the cash wages of particular 
employees. As a res ult of this theoretical diseussion a conceptual model of employ­
ee benefit provision is put forward. The discussion leads to the hypothesis that in a 
strongly regulated and institutionalized labor market, where employment to a large 
extent is secured and the system of personnel management and remuneration is 
formalized, the incidence of welfare and other benefits is relatively high despite the 
existence of a eomprehensive and generous public welfare system. 

Even though employers are exposed to the same public welfare system and 
the same tax rules, the provision of welfare benefits varies eonsiderably among them, 
and as a result, among individuals. This creates a puzzle as to how to piece the the­
oretical elements into an understanding of occupational welfare provision and dis­
tribution in the current Norwegian labor market: Which employee benefits are 
offered to Norwegian wage earners? Who gains and who loses from this system of 
remuneration? Why is it that some employers offer their employees more, and bet­
ter, benefits than do others? 

It is, however, far from obvious how to approach these questions both the­
oretically and methodologically. In Norway; there has been very Httle research on 
the mechanisms that create the disparity in job rewards, especially when it eomes 
to welfare benefits. The researeh that has been eonducted has focussed primarily 
on how individual characteristics affect the attainment of welfare benefits (Holm­
er Hoven 1 982, Ryen 1 984, Knudsen 1 9 9 1 ) .  Internationally; theoretical perspec­
tives have been developed primarily to explain provision and disrribution in labor 
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markets less institutionalized and with very different regulatory frameworks than 

found in Norway. Moreover, (labor) economists who study employee benefits of­

ten ignore the soeial policy aspect of many benefit categories and foeus heavily on 

the human capital and human resource management aspeets. Therefore, at this stage 

of theoretkal and empirical analyses, it is necessary to construet a more detailed 

framework for understanding benefit provision in a highly institutionalized labor 
market surrounded by a comprehensive welfare state. 

Public sector employees are generally offered a standard package of welfare 
benefits in whieh, for example, oeeupational pension and disability arrangements 
in the state and loeal sector are coordinated and standardized. When explaining 
variation in individual outcomes it is private sector firms and employers that be­
come the core target for possible explanations. To some extent, the state represents 
one employer, even though an extremely large one, among a host of employers in 
the labor market. The discussion in this chapter will therefore foeus on how to 
understand «the soeial policy of the hrm» l • 

This discussion takes us to the center of an ongoing disp ute between neo­
classical economists on one side and institutional economists and labor market 
sociologists on the other. The core question can be said to be whether institutions, 
such as trade unions, formalized personnel management, and work force structures, 
have decisive impacts on wage determination and, thus, on welfare benefit deter­
mination. In other words, there are two critical questions at play: Do institutions 
matter and can variation be explained by inter-hrm differences? In both cases, a 
positive answer challenges the basic neoclassical theory of wage determination which 
views wage determination as independent offirms' institutional characteristics and, 
more important, it would shed new light on remuneration strategies and on the role 
of labor relations in a Social Democratie welfare state. The provision of welfare 
benehts is obviously a very small part of the larger puzzle of how firms function. 
Nevertheless, it provides an opportunity to see if and how a traditionally overlooked 
part of remuneration contributes to producing inequality in the labor market. 

I will make the case that the concept of the internal iabor market provides a 
useful framework for an analysis of how institutional aspects of companies can 
explain decision-making with regard to welfare benefits . As noted by Sørensen 
(1 983:273) , non-market, administrative mechanisms are responsible for variation 
in individual earnings attainment because most employment relationships are closed 
through explicit or implicit contracts between firms and their employees. The 

lThe p h rase 'Socia l  Po l i cy of the F i rm'  was used by Martin Rein i n  h i s  essay from 1 983 where 
he a rgued i n  favor of paying  i ncreased attention to (soc ia l )  po l icy decis ions carr ied out by 
the pr ivate sector of the economy. However, he d i d  not offer an explanation for var iat ion 
among f irms.  Even so, Rein 's important contributi on was to stress the need to redefine  the 
concept of welfa re includ i ng,  i m portantly, the soc ia l  po l i cy of the fi rm.  
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provision of we1fare benefits would typically not take place in a fully open employ­

ment re1ationship where workers do not know if they might leave the company to­
morrow. 

This perspective is certainly relevant in the Norwegian labor market which 
is highly institutionalized and regulated, indicated among other things by high 
coverage in collective agreements, relatively high unionization, and a large public 
sector. Therefore we are, as in a historical perspective, left with a ne ed to analyze 
employer, employee, and union behavior, rather than to approach occupational 
welfare as primarily a function of public welfare effons. It is undoubtedly true, that 
occupational welfare arrangements have been used by employers as an instrument 
of labor management and by unions as a way of increasing membership support 
and controlling wage determination. It is safe to assume that occupational welfare 
is strongly influenced by the nature of industrial relations. At the same time, we 
cannot ignore, as (labor) economists tend to do, the fact that these employee ben­
efits actually provide welfare goods, such as sickness benefirs and retirement income. 
Okun ( 1 98 1 :89) conduded that the employment relation is guided by an «invisi­
ble handshake rather than by the invisible hand». This expression captures the ba­
sic idea of the institutional perspective. We can expect that occupational welfare 
benefits, in particular, more than other remuneration components, will be guided 
by such an invisible handshake between employers and employees . Because of their 
intimate connection to public sodal policy arrangements, and hence sodal norms 
of security and solidarity, welfare benefits can be a useful bur uncertain way to pro­
mote good relations in industry; to promote loyalty or at least reduce turnover; and 
to bring about greater productivity or to buy support for other measures. It is the 
nature of this handshake and its implications that this discussion seeks to address .  

The remaining part of this chapter provides a discussion of perspectives on 
welfare dedsions made by employers, employees, and unions. As a point of depar­
ture, Section 7.2 argues that firms matter in the study of remuneration policies. 
Based on the concept of dosed employment relationships, Section 7.3 addresses, 
in more detail, how characteristics of companies can contribute to an explanation 
why benefits are offered; this is followed by a discussion, in Section 7.4, of possi­
ble employer motives. Based on the concept of internal Iabor markets, the chapter 
moves on to a discussion of employee motivations (Section 7.5) and the role of 
unions spedfically (Section 7.6) . Summing up the implication of this discussion, a 
set ofhypothesis attempting to explain the differences in occupational welfare pro­
vision across companies and individuals is put forward (Section 7.7) . The condud­
ing section gives a short discussion of the methodological implications of this per­
spective (Section 7.8) . 
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The subsequent chapters in Part III offer empirical analyses of employee benefit 

provision, of the distribution of benefits, and of attitudes toward this form of re­

muneration and social policy practice. Chapter 8 presents an analysis of the inci­

dence and development of different welfare benefits as weU as a test of whether 

employee benefits can be divided into distinct gro ups ofbenefits, i .e. the nature of 

the dependent variable. In chapter 9 both individual and company based data will 
be made subject of multivariate analysis in order to asses the underlying logic of 
private sector company provision of employee benefits discussed in this chapter and 
to see whether there are significandy divergent distributional processes underlying 
various categories of employee benefits. Finally, Chapter 1 0  analyzes attitudes to­
ward core aspects of occupational welfare provision - such as the cash value of be­
nefits, control over benefit decisions, and the strategic role of trade unions. 

7.2 Does the fi rm matter'? 

No doubt, it is safe to condude that we have relatively limited knowledge about 
what actually goes on at the company level, especially when it comes to understand­
ing the provision of welfare benefits in the Norwegian setting. An increasing number 
of scholars argue, however, that it is the firms that link the micro and macro di­
mension of inequality. Baron and Bielby ( 1 980) argue that we «cannot treat firms 
as black boxes in the empirical analyses»; thus they condude that we should «bring 
firms back ill» . Sørensen ( 1 993: 1 )  argues that the study of firms should be a focal 
point in the study of the labor market, but condudes rather pessimisticaUy: «Nev­
ertheless, we do not find the study of firms to be a primary focus in the main soci­
ological and economic research traditions studying inequality in the labor market. » 

Among scholars focussing primarily on outcomes other than inequality and 
wage determination, a renewed interest in the firm can be seen. One tendency is 
an increasing focus on what is called micro-micro studies (Aoki 1 990:2) , meaning 
analyses of the internal structure of firms. Aoki states that one of the important 
sources of industrial strength in the ]apanese economy can be found in the inter­
nal structure of firms. In the United States, the same theme has been central for 
understanding the productive performance of American companies (Dertouzos, 
Lester, Solow 1989) . Aoki ( 1 990:2) proposed a «need to broaden the scope and re­
order the focus of the theory of the firm». Another way of phrasing the problem is 
offered by Freeman ( 1 9 9 1  :9) who suggests the following questions for future re­
search: «Do labor institutions substantially affect important economic outcomes?)) 
This question involves, according to Freeman, an improved understanding of how 
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firm-Ievel policies operate and affect economic outeornes. Do, for example, «per­
sonnel praetices work as a paekage - positive labor relations involves high wages, 
good benefits, job seeurity etc. - or can a firm be «good» on one dimension but 
not another?» (Freeman 199 1  :9) .  

The tendency to overlook the firm level in theoretieal and empirical work 
has severai explanations . First, as will be diseussed later, neodassical eeonomics 
provides no reason for foeussing on the firm as sueh. Firms are fully stfuetured by 
external market forces, and henee it is, to borrow an expression from Sørensen 
( 1 993:7) ,  «therefore as unneeessary to study firm level proeesses as would be the 
study of groeery stores for our understanding of the meehanisms that determine 
the price of potatoes» .  

Second, stratifieation researeh has focussed almost exdusively on the deter­
minants of individual socio-eeonomic achievement. This researeh tries to show chat 
individual achievement is a function of structural factors such as dass, authority, 
organizational size, or labor market sector (Baron and Bielby 1 980, Sørensen 1 983, 
1 986, 1 993) . A typical example is the prominent debate on the gender gaps in wages 
and fringe benefits, with results pointing to the faet that gender gaps exists in both 
wage and non-wage compensation (Perman and Stevens 1 989, Currie 1 993) . The 
basic problem with this approaeh is that it provides us with interesting predietions 
on differenees in output aeross individuals without getting mueh closer to why this 
oeeurs . Typieally, Perman and Steven ( 1 989 :400) eonclude in their analyses of the 
«gender distribution of fringe benefits» that « we are still ieft with the question of 
why firms in these industries offer less?» 

And third, labor market sociologists who argue that labor markets are seg­
mented or differentiated have foeussed on variation among industries and sectors 
and have left firms basieally untouehed, despite their eritics of standard economie 
theory (Doeringer and Piore 1 971 ) .  

In  the neodassieal perspeetive, occupational welfare benefits represent a part 
of the total wage, which again would equal the marginal produetivity of the work­
er. A eompetitive labor market tends towards equilibrium in the sense that workers 
of a given quality reeeive the same level of remuneration aeross employers. Employers 
who pay below the market clearing wage will be unable to attraet and retain qUal­
ified workers. Employers who pay more than the market wage will be driven out 
of business by high labor eosts, i .e. when labor markets are eompetitive, wage rates 
can not be influeneed by individual firms. Labor is a commodity like any other and 
firms aeting as consurners will buy the needed labor for the lowest priee available. 
There is no reason to expeet firms to be important in the sense that they would eause 
systematie variation in remuneration. Therefore, in a typieal labor eeonomies 
textbook, the existenee of fringe benefits is explained by favorable tax rules and em-
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playees' preferences for such benefits; furthermore, the traditional argument is that 

employees pay for their beneflts in the form of reduced direct wage (For an exam­

ple, see Flanegan et al 1 989:240-249). 
Favorable tax rules, however, cannot explain why welfare benefits vary sig­

nificantly across companies, although one explanation offered is that there is greater 

demand for such benefits among high income earners because of their higher mar­

ginal tax rates. As a theoretical model, neodassical theory falls short of explaining 

why differences ocem across companies and over time. Differences in supply and 
demand factors in a competitive market would not create systematic variation in 
benefit provisjon among employers and companies. The differences would be across 
jobs, occupied by individuals with different skill ievels. 

A growing body of empirical evidence tends to give support for the fact that 
firms matter, and that compensation differs across companies. In a review of research 
on wage differentials, Groshen (1 99 1 :360) argues that the «simple competitive 
model does not hold: wages vary among employers» .  She condudes that «these stud­
ies provide strong evidence that within occupations employer differentials exist, and 
that they are associated with measurable attributes of employers such as firm or plant 
size» . This conclusion is of special relevance when analyzing welfare benefits because 
they are mosdy collective goods, where all employees in a company are eligible. 
Therefore, we need models that can explain why an employer might pay the costs 
of providing welfare benefits to all of its employees rather than ro particular indi­
viduals. 

7.3 Internal labor markets and employee benefits. 

Neoclassical wage theory has been a target for much criticism from labor market 
sociology, Marxist theory, and insdtmional economics. My goal is not to review this 
discussion, but to point to a basically different concept of the employment rela­
tionship that could provide us with a conceptual structure of welfare benefit poli­
eies at the firm-level, namely the theodes of firms and closed employment reladon­
shipS2. Neodassical theory views the employment relationship as «open» in the sense 
that anyone can offer their labor for any task and current workers can always be 
replaced with someone who works harder or will accept less pay. Generally, insti­
tutions and practices that are internal to companies have to a relatively limited ex­
tent been explored by economists (Lazear 1 99 1  :89) . 

2For a review, see Sørensen 1 993. 
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In the real world, however, firms establish mutual agreements with their employe­

es through explieit or implieit contracts. These soeial relationships are employment 

relationships. When employment relationships are closed in a firm, this defines an 

internal labor market (Sørensen 1 993: I l  p: «Here attainments are produced not by 

competitive markers, but by administrative procedures allocating people to jobs 

providing different levels of earnings and other attainments» .  Sørensen ( 1 983:273) 

defines an internal labor marker as a situation in which «the interaction between 

marginal productivity and individual supply characteristics does not determine the 

specific wage rate an individual obtains . Non-market, administrative mechanisms 

are responsible for the observed earnings attainment process» . In an internal labor 
market, employment is to some extent secured, and the system of personnel mana­
gement and remuneration is formalized and institutionalized. Furthermore, jobs are 

often organized into career ladders. Since firms can onIy dismiss workers in excep­
tional circumstances in dosed employment relationships, they are forced to develop 

motivation systems (See also Colbjørnsen 1 986) . In this way, the concept of the in­
ternal iabor market is closely connected to the study of motivation systems. There 
is a entire body of literature which aims to test the effects of different forms of re­
muneration, such as the systems of piece rates and target rates (see, for example, 
Petersen 1 992) . 

The provision of welfare benefits would typically take place in a system of 
closed employment relationships. It can best be illustrated by old age pensions which 
are designed to motivate employees to stay with the same company. But, other ben­
efits like health insurance, sickness and family benefits are also of primary impor­
tance to employees having somewhat langer perspectives on the employment rela­
tionship. lf you know mat you might leave the company tomorrow, you would prefer 
to be paid in current direct wage, instead of be ing eligible for a furure right to, for 
example, pregnancy leave. In this sense, the existence of occupational welfare 
schernes is a direct indication that the employment relationship is, to some extent, 
closed by collective agreements or by same sort of human resource polieies . 

Trade unions can be a part of an internal labor market. Unions have as one 
of their main purposes the creation of explieit contracts regulating employment and 
wages, hence they create closed employment relationships and therefore internal 

3Th e  theory of i nterna l  l abor markets can be traced back to Doeringer and  Piore's ( 1 971 ) goal  
of synthes iz ing the works of institutio n a l  labor economists, such as D u n lop and Kerr with 
newe r developments in human ca pita l theory (Becker). Doeri nger and Piore a rgue that in­
vestments i n  f i rm-specific tra i n i ng g ive r i se  to interna l  l abor markets. I n  other  words, fi r­
ms create i ntern a l  labor ma rkets to m i n i m ize the cost of i nvestments in enterprise-specific 
human capita i .  H ence, Doeri nger and Piore causa l ly l i n k  technological and job specificity to 
interna l labor markets (for a d iscussion, see Marsden 1 986: 1 46-1 52) .  However, severa i expla­
nations for the existence of internat labor markets can be found :  transaction costs, un ions, 
governmentat regu l ations, composite rents a nd, as noted, firm-s pecific skiIIs. A reason for 
the theory's popu l arity could be the tact that it is  empirica l ly testable.  
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markets. Internal iabor markets, however, can also exist without unions present. 
Typical examples are large non-union multinational corporations, such as IBM. In 
these companies, employment is to a large extent guaranteed and careers are sha­
ped by internal mobility between jobs and positions. A wide range of work on 
human resource management exists, arguing in favor of a formalized relationship 
between hrms and their employees in a non-union setting (Ul man 1 992: 1 78) . 

As a highly regulated labor market, both by labor legislation and by contrac­
tual agreements, the Norwegian labor market is to a large extent dorninated by closed 
employment relationships. Labor law provides most employees with a relatively high 
level of employment security. First, among 35 per cent of all wage earners are em­
ployed in the public sector. Second, arnong private sector employees more than 90 
per cent regard themselves as permanently employed. In addition, 77 per cent of 
all employees report being covered, fully or partly, by collective agreements. Among 

, private sector employees the corresponding figure is 62 per cent. As shown in Ta­
ble 7.2, a large majority of the labor force has been employed continuously by the 
same employer for a relatively long period of time, indicating that employment is 
basically closed. Only approximately 1 0  per cent of men and 1 5  per cent of women 

Table 7 . 1 .  Two ind icators of employment relations i n  Norway. Per cent of wage earners by 
nature of employment and per cent of wage earners by wage determi nation system .  NSD­
survey 1 992.  

Nature of employment Wage determi nation 

Al l Private Al l Private 

Permanent 90.5 92.6 Col lective 57. 1  34.9 

Temporary 5.7 4.4 Col lectivelindivid. 1 9.5  27.1  

Substit./others 3.8 3.0 Only individual 20.3 33.6 

Do not know 3.2 4.5 

N 1 492 882 1 480 876 

Table 7 .2  Length of cont inuous emp loyment with the same employer by sector and sex. Per 
cent of wage earners 1 992.  NSD-survey 

Years employed: Al l Private Publ ic  

Men Women Men Women Men Women 

1 or less 9.5 1 4.9 1 0.6 1 5.3 7.2 1 4. 1  

2 - 3  1 4.2 1 7.6 1 4.9 20.3 1 2.4 20.3 

4 - 7  28. 1 26.4 30.3 29.5 22.7 23.0 

8 - 1 4  2 1 .5 22.0 2 1 . 1  1 8.6 22.7 25.7 

1 5  or more 26.6 1 9. 1  23. 1  1 6.3 35. 1 22.0 

N 850 8 1 2  597 404 252 407 
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report that they have been employed one year or less by the same employer. Not 
surprisingly, men tend to work with the same employer more than do women. This 
is especially true in the public sector. 

It should be noted that the level of permanent employment is somewhat 
overestimated when based on surveys among registered employees, as is the NSD­
survey. Moland estimates the number of temporary employees at between 1 0  and 
1 5  per cent (Moland 1 994) . The highest per centage is found in public sector. Even 
so, this does not change the basic picture of a highly institutionalized labor market 
in Norway. 

Of course, the concept of the internal iabor market should not be seen as a 
dichotomy where employment relations are either completely dos ed or fully open. 
Rather it should be considered a continuum between the two extremes eif fully open 
or dosed relationships. As a framework for understanding benefit provision, it is 
important to recognize that the great majority of employment relationships in 
Norway tend toward the dosed form, i.e., employment is explicit based on con­
tracts and it is regarded to be stable or permanent. 

A core aspect of internal labor markets is the bureaucratization of the com­
pany, induding the establishment of formal systems to determine remunerations. 
Structures like personnel departments are seen as distinct features of internal labor 
markets (Bridges and Villemez 1 99 1 :745) . There is reason to believe that formal­
ized personnel systems would increase the likelihood that welfare benefits will be 
provided. Professional human resource managers are more likely to be educated in 
areas connected to insurance and welfare benefits. Typically, it is the relationship 
to these personnel managers that insurance companies put considerable effort into 
maintaining. Moreover, they are doser to employees and their concerns and are 
probably more willing and able to understand a demand for welfare measures. The 
goal of human resource managers to create positive employment relations could 
increase their interest in benefits that have strong symbolic importance, such as 
family policies, pensions, and recreation. Data on personnel departments show the 
high level offormalized personnel management in Norway. Nearly half (47 per cent) 
of the respondents report that there is a separate personnel department at their 
company. If we look only at full- time employees, the figure increases to 55 per cent4• 
Internal iabor market theory would predict that fcirmalized personnel management 
in larger companies would be positively related to welfare benefit provision. Typi­
cally, Ulman ( 1 992: 1 84) argues that traditionally «the combination of high wage 
and generous welfare policies is a characteristic of internal iabor markets.» In their 
dassic work on internal labor markets, Doeringer and Piore were also concerned 
with the dual nature oflabor markets. As opposed to the primary labor market, the 

4Sou rce: I nd iv idua l  data, NSD-su rvey 1 992. 
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secondary is characterized by «low wages and fringe benefits, poor working condi­

tions, high labor turnover, litde change of advancement, and of ten arbitrary and 

capricious supervisjon» (Doeringer and Piore 1 97 1 :  1 70) . The prediction that oc­
cupational welfare benefits would vary systematically between a primary and a sec­
ondary labor market might not be fully relevant for the Norwegian labor market 
because there is probably not such a distinct dualization of the Norwegian labor 
market (Colbjørnsen 1 986) . Even so, formalized structures, typical of internal Ia­
bor markets, can contribute to an explanation of variation in welfare provision 
without necessarily creating a dualistic structure. 

No doubt, the extent of internal iabor markets and hence the formalization 
of personnel management vary across industries. Manufacmring and finance serv­
ices establish internal labor markets to a larger extent than is done in, for example, 
hotel and restaurants. Higher educational levels and higher skill leveIs make em­
ployees harder to replace, thereby creating a need to retain employees with the firm. 
Moreover, the existence of special training and education, as found in banking and 
insurance (for example the Bank Acadamy) contributes to building internal iabor 
markets (Colbjørnsen 1 986) . Hence, industry becomes an important variable in an 
analysis of welfare remuneration provided that internal iabor markets and formal­
ized personnel management have an impact on remuneration strategies. 

7.4 A doser look at employer motives 

An employer's decision to provide welfare benefits can be explained by «efficiency 
wage» reasoning. The efficiency wage theory argues that it may be profitable for 
employers to pay workers wages higher than those they could command elsewhere. 
One should note that paying efficiency wages makes sense only if employees ex­
pect to have a long-term employment relation with the firm. If workers switched 
jobs frequend}! firing would not represent an efficient penalty and employers would 
have no incentives to pursue an efficiency wage policy. Therefore, occupational 
welfare as an aspect of a high wage policy is likely to arise only when there exists 
closed employment relationships and thus some form of structured internal iabor 
markets. 

Providing generous occupational welfare schemes, relative to other employ­
ers, offers employers two types ofbenefits. First, employees should work harder and 
stay longer because they have a strong incentive not to lose their job. Second, the 
firm can save money by devoting fewer resources to control and monitoring. 

The theory of efficiency wages, however, cannot explain why benefits are 
provided as a team remuneration to the entire work force or why they are given as 
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non-wage benefits rather than as a direct wage. And, of course not why remunera­

tion is given as both non wage and team rernuneration as is the case of occupacio­

nal pensions and other welfare benefits in the Norwegian labor market. Hence, in 

my opinion, we need to bring in non-economk elements to explain the social policy 
of the firm. Akerlof ( 1984) has taken the efficiency wage theory a step further by 

arguing that the «gift» of high wages encourages a reciproca1 «gift:» of high efforts 

by employees .  The possible symbolic effects of occupational welfare are rarely men­

tioned in the economic literature. Nonemeless, limited arrangements such as ad­

ditional family leave or sickness pay can signal a company's interest in the welfare 

of its employees. I will argue that this gift exchange perspective can be of some re­
levance for under�tanding occupational welfare. (Efficiency) wages paid as welfare 
benefits can have a stronger gift symbol attached to them than when they are paid . 

in the form of a higher direct wage. If this is not the case, there really is no good 
argument for using welfare benefits to pay employees over the market level. Preci­
sely because welfare benefits supplement the public schemes, they can profit by the 
norms attached to public welfare benefits. As opposed to wages, they have a stron­
ger built -in element of solidariry, «taking care of», justice, and so forth. When pen­
sions or family leave are used as remuneration, that automatica11y signals a stron­

ger sodal responsibility from the employer than when wages are only paid direccly. 
This is clearly illustrated when unions aeeept large wage differences, but argue 
strongly against the fact that some workers have occupational pensions and others 
do not. If pensions are only wage in disguise, why bother? 

The «gift» concept would point in the direction of using welfare benefits as 

a remuneration strategy, instead of omer types of employee benefits such as free 
telephone or newspapers. This is because benefits assodated with sodal and eco­
nomie security might have more potent syrnbolic value. In addition, generous public 
programs make it less expensive for employers to meet certain targets of income 
replacement for workers who are disabled, retired early, sick, or elderly. Dobbin and 
Boychuck ( 1 996) have suggested that this cost effect was found in the US after the 
«New Deah) whkh had a positive impaet on oceupational pensions coverage. The 
is probably also the case in Norway, boosting coverage to a high level. 

Lazear ( 1 99 1 )  provides an argument dosely related to Akerlof's. He sees 
welfare benefits as generating wage compression, whkh has psyehologica1 benefits, 
especially when technology requires cooperation. A wage structure that is toa closely 
related to differences in individual productivity creates morale problems and de­
stroys the team spirit of an organization. Workers care about meir relative positions 
as weU as their absolute standards ofliving. Occupational welfare arrangements can 

be a way of combining cooperation and competition. The larger the spread between 
winners' and losers' prizes, the greater the incentive to be uncooperative. One so­

lution is to compress the wage structute or build in elements of team remuneration. 
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Longer vacations, family leave, child care, life insurance, and so forth have a built 
in element of team remuneration. «Several occupationål benefits are of equal value 
to all workers with families of similar size, no matter how much they earn. Because 
the value of these benefits represent a larger per centage of low wage worker's com­
pensation, such benefits tend to compress earnings differentials» (Flanagan et al 
1 989 :246) . This is clearly not the case with defined benefit pensions as found in 
Norway due to tax regulations. Rather, the relative imponance increases with in­
come level because the public system has a lower income replacement level for higher 
income brackets. 

Even so, the fact is that benefit arrangements that cover the entire work force 
can serve as a symbol of workers' equal worth and imponance. Therefore, occupa­
tional welfare schernes covering the entire work force provide an opportunity to use 
team remuneration with an element of symbolic gift relation attached to it. 

Whatever argument is used, it is clear that the provision of welfare benefits 
in an internal iabor market setting cannot be fully explained by economic arguments, 
but must be supplemented by sociological and psychological considerations. These 
non-economic factors can have important implications for the distributional pat­
tern of different categories ofbenefits. Some benefits are provided to the entire work 
force because they are motivated by a broader set of social and psychologica1 con­
siderations. 

On the other hand, it is reasonable to believe that employee benefits such as 
free cars, free telephones, or other traditional fringe benefits are guided by a differ­
ent logic than welfare benefits because there is a very different link to public pro­
grams and the symbolic values attached to them is different. Hence, they are prob­
ably more of ten provided to individual employees because of their status and job 
functions, and the motivation is more direcdy rdated to the possible wage (in dis­
guise) effect. Therefore, a possible hypothesis is that employee benefits at least can 
be divided imo two categories and that the distributional consequences and the 
decision-making processes are significantly different between these categories. 

The theoretical association between internal labor markets and efficiency 
wages may help to explain the strong empirical relationships that exist between the 
levd of benefits and firm size. Large companies tend to contain elements such as 
unions, formalized personnel structures and so forth. At the same time, strict mon­
itoring and control can be hard to achieve, thus creating the need for positive sym­
bolic components in the remuneration policy. 

An more speculative argument notes the possible role of strong social pa­
ternalism on behalf of the work force observed among founders of successful large 
companies . One example is Eastman Kodak in the US (Jacoby 1 996) , another is 
Throne Holst at Freia in Norway (Rudeng 1989) . Because of this paternalism, many 
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large companies have a tradition of providing company-based welfare benefits such 
as pensions, housing, recreational facilities and so forth. If the paternalistic argu­
ment is to be a unique explanation behind the introduction of welfare benefits it 
must more generally be argued that individuals who make decisions on behalf of 
firms may have a preference for acting fairly and thus seeing psychological factors 
as a constraint on profit-seeking (Kahneman, Knetsch, Thaler 1 986) . Of course, 
in a market economy social paternalism survives first of all if it proofs to be econ­
omically efficient. 

Human capita l approach. 

It should be recognized that human capital theory is often used to provide an al­
ternative explanation for differences in compensation. Human capital theory sim­
ply states that individuals invest in training to raise their skills because this will give 
increased economic return. Therefore, people with more education and longer work 
experience are expected to make more money because they are more productive. 
Seen from an employer's perspective, occupational welfare benefits could have a 
human capital element allowing the firm to attract certain kinds of employees. 
Realizing that highly educated workers may expect a certain level of occupational 
benefits, employers may be forced by the market to provide these in order to re­
cruit new workers. Moreover, in a setting of public social schernes with a strong 
redistributive. design because of income ceilings or other technical arrangements, 
«compensatory» occupational programs could be a useful and necessary human 
capital instrument. 

Using non-wage remuneration could also be seen as a way of improving the 
productivity of the existing work force. Increased productivity could, for example, 
be achieved by providing extra vacation time to let employees «recharge their bat­
teries» .  The rationale, however, is more frequently attributed to what is called de­
ferred compensation. This concept is based on Oi's ( 1 962) theory oflabor cost as a 
quasi-fixed cost. When companies hire and train employees, that involves costs. 
Hence the longer the worker stays on the job, the longer can the costs be written 
off. Therefore, employers seek incentives to reduce turnover and thus to reduce 
hiring and training costs. In this sense, deferred compensation could be subsumed 
under transaction cost theory. It implies an implicit contract where workers accept 
a wage less than marginal productivity at an early stage of their career in exchange 
for a long-term employment. This helps to protect the company's investment in 
human capital. Hence human capital theory can explain how positive inequality 
between the marginal product oflabor and the wage rate can occur in the short run. 

2 1 7  



Lazear's (1979 , 198 1)  theory ofwhat was later named the «theory of deferred com­

pensation» offers an alternative neoclassical explanation of the age-earnings profi­

le. The employer can increase productivity and profit by increasing the employee's 

wage continually and predietably over the course of the career in the firm. The wage 
rate functions as an incentive to remain with the firm and to work hard. Old age 
pensions as a form of deferred compensation can easily be explained by this theo­
ry. Pension plans become a tool for increasing productivity in the first years of life 
as well as for providing an optimal point for determination of the labor contract. 
In the Norwegian setting, it should be recognized that striet vesting rules (Le., a 
maximum of 3 years) significantly reduce the employer's possibility to use pensio­
ns to retain employees. Furthermore, the Norwegian government has pur forth a 
proposal to secure full iinearity in pension accrual and full vesting after one year5• 
This would imply that occupational pensions would lose their potential as tools 
for retaining workers in the firm. Moreover, it is interesting to see that, in the 
government's proposal, occupational pensions are seen primarily as a social policy 
instrument rather than as a management instrument. 

The human capital approach does not indicate that valuable employees with 
high human capital are necessarily paid over the market wage. In this sense it is not 
an efficiency wage, where welfare benefits represent the modern version of Ford's 
five dollars a day. It predicts rather, that there is a trade-off between wages and 
welfare benefits. 

Taken together, human capital perspectives point to the important fact that 
employers can have a direct interest in spending a part of the total wage costs as 
welfare benefits. More importantly, it indicates that there is a link between the struc­
ture of the labor force at the company level and the provision of welfare benefits . 
Based on human capital theory, there is reason to expect that employers who em­
ploy workers who are hard to replace because of education or experience will offer 
the best benefits. Hence, firms with a highly educated, high income work force 
might be more willing to use occupational benefits as a part of their (internal iabor 
market) administered wage policy. In a country where traditional low wage indus­
tries (e.g. , textiles) have closed or moved due to high wage policies and where aver­
age education levd is very high, human capital perspectives point in the direction 
of increased importance of welfare benefits and other indirect remuneration strat­
egies. 

Nonetheless ,  it is important to stress that as an alternative to deferred wages 
a firm could achieve the same results by simply providing a seniority-based wage 
structure. Moreover, firms could attract workers by increasing the direct wage in­
stead of using welfare benefits whieh can be a relatively costly way to compensate 

5 St.meld.nr.35 1 994/95 Velferdsmeldingen 
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employees, involving set-up costs and administration. Thus, the human capital 

approach stops well short of providing a full explanation for occupational welfare 
arrangements. 

7.5 Employee demand 

The arguments presented so far have focused on employer behavior. However, the 
existence of formal personnel structures and responsive personnel managers should 
lead our attention towards the importance of the work force. When a compa�y 
provides a certain benefit or a range ofbenefits, it takes into consideration the struc­
ture of its labor force and the needs of its workers. Since most welfare benefits are 
designed to complement public welfare schemes, the need for these arrangements 
will vary across groups of employees. Hence, the variation among companies can 
be due to differences in employee composition. Or, in other words, the dem and 
for welfare benefits will vary depending on employee characteristics. 

Economic theory points to the fact that, due to their high marginal tax rates, 
employees in higher income brackets prefer benefits. However, another aspect of 
public policy should also be considered. When public schemes are designed to give 
higher income earners less in come compensation than lower income employees, this 
creates, in combination with favorable tax rules, a demand for supplementary ben­
efits in the labor market. A typical example is old age and disability pensions where 
the replacement level is reduced significantly for the part of the income exceeding 
average income. Or in the case of sickness benefits, where only income up to the 
average is compensated. 

Introducing a occupational pension scheme at the company-Ievel would thus 
have the effect of serving as a team remuneration, and at the same time have a grat­
er importance for high income earners than for low income earners. 

Another aspect of an employee structure is its gender composition. On the 
one hand, women are of ten seen to put more weight on economic security than are 
men. On the other hand, women are often less informed about economic issues, 
such as pensions (Fløtten 1 99 1 ) .  Even though one could expect a strong demand 
for welfare benefits by women, this might not be the case because of their relative 
low wages and resulting preferences for cash wages. A more structural argument 
should also be taken into consideration. Women are more often than men found 
in low education and low income occupations and they are more often working 
part-time. A possible negative effect from female employment on company bene­
fit provisions could be traced to women's relatively weak bargaining strength rather 
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than to gender differences in preferences. Women are more of ten to be found in 
jobs where it is relatively easy to be replaced. As shown in table 7.4, 4 1  per cent of 
the women compared to 1 7  per cent of the men report that it takes less than two 
months to train a new person to replace them in their job. This sizable difference 
could also be the effect of lower self-esteem rather than lower skills. Even so, the 
effect would be reduced capadty to change wage determination dedsions at the 
company level. 

Taken together, event though one could easily argue that women have a dif­
ferent set of values related to sodal and economic security than do men, the struc­
tural differences in labor market position between men and women are so distinct 
that it would generate differences in demand for benefits independent of the exist­
ence of unique female values. 

Finally, one could point to the fact that a more educated staff would not only 
know more about their needs for insurance and other benefits, they would also be 
more able to communicate their preferences to managers. 

Ifhigh income earners demand welfare benefits, we would expect a correla­
tion between the wage level of a company and the benefit provision. Based on 
American data, Ehremberger and Smith ( 1 98 1 )  find that high wage employers pay 
a greater per centage of total compensation in the form of fringe benefits than do 
low wage earners. Even so, traditional economic theory implies that employees pay 
for their welfare benefits through lower direct wages than they would otherwise re­
ceive. This negative relationship between wages and benefits is difficult to estab­
lish empirica1ly. Seen at a given point of time, those who receive high wages also 
receive very good welfare benefits. Few empirica1 studies of this tradeoff exists. There 
are, however, some studies that indicate that employees pay for their pension ben­
efits (for a review, see Ehrenberger and Smith 1 98 1 ;  see also Triplett 1 983) . Even 
so, Freeman ( 1 9 8 1 )  concludes that: «It is unlikely that employer wage differences 
compensate for differences in fringe benefits». 

Ta ble 7.3 Tra i n i n g  t ime needed to replace exist ing employee. ABU-su rvey 1 993.  

Al l Publ ic Private 

Men Women Men Women Men Women 

Less than 1 month 8.8 23.9 8.6 25.5 8.6 2 1 .7 

1 - 2 mo nths 8.5 1 7.4 9.4 1 7.5 5.7 1 6.8 

3 - 1 1  months 21 .7 26.3 22.6 29.9 1 8.8 24. 1 

1 - 2 years 28.8 1 6.2 29.6 1 4.9 27.7 1 7.4 

3 ore more 25.7 7.9 24.0 5.7 30.8 1 0.0 

Do not know 6.6 8.4 5.7 6.5 8.5 1 0.2 

N 2239 1 92 1  1 572 878 664 1 037 
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In the Norwegian context, there is reason to believe that the low level of informa­
tion among both employees and employers on the aetual eosts involved, and the 
faet that these benefits are not traditionally a part of eoUeetive bargaining is a hin­
dranee for a full tradeoff between direet wages and benefits. If this is the case, it 
indicates that benefits serve as an efficiency wage more than only as a part of a tail­
ored eompensation paekage to suit the preferenees of high educated and compe­
tent employees. 

Nevertheless, a positive relationship between direct wage and employee ben­
efits teUs us that total wages are more unevenly distributed than are direet wages, 
which traditionally are used to measure wage distribution. In a labor relations sys­
tem which puts much weight on a so-called solidaristic wage policy at the nation­
al and industrial levels, employee benefits can function as a valve for local employ­
ers to inerease wage differentials. Paradoxically, a eentralized solidaristie direct wage 
strategy can contribute to an increased need by employers to use wages in disguise 
such as welfare benefits to meet the demand from high educated, high income 
workers. Defined benefit pensions would be a good instrument because they are 
provided to all permanent employees, and, at the same time, they favors high in­
come workers, i.e. they increase the income dispersion. 

7.6 Can unions boost benefit provision7 

Unions are typically a core element in internal iabor markets in Norway, as they 
are in many other countries. Nearly 60 per cent of all wage earners are union mem­
bers and a majority of all private sector companies have a union present6• There­
fore a discussion of the effects of employee demand and preferenees on benefits must 
take into consideration the possible impact of unions. Nevertheless, the impact of 
unions on wage determination is a topic that has caused significant disagreement 
in the labor market literature (See Poole 1 984, Kaufmann 1 993, MeNulty 1 984, 
Marsden 1 986) . The core issue has not been whether unions affect wage determi­
nation, but if they in the long run actually reduce the social output. Freemann 
( 1 992) clearly illustrates this point by asking the question:»is declining unioniza­
ti on good, bad, or irrelevant?» 

In a review of union impact on pay policies, Balkin ( 1 989:300) concludes 
«that management adjusts its strategies and structure when unions enter the pic­
ture, which results in different pay policies than would be the case in the absence 
of unions.»  As opposed to a simple monopoly model where unions misallocate la­
bor and reduce social output, institutional economists have focused on the collec-
6Sou rce: Fafo-M M I  su rvey 1 99 1 . 

221 



tive voice «face» of unions that change work relations in socially beneficial ways 
(Freeman 1 992: 144) . From this perspective, unions do more that simply raise wages. 

Among other things, unions are seen to alter the composition of the wage 

package towards welfare benefits . In the United States, several studies have shown 

that unionization has a strong effect on firms expenditures on fringe benefits (An­

tos 1 983, Freeman 1 98 1 ,  Freeman and Medoff 1 984, Feldman and Scheffler 1 982, 
Long and Link 1 983) . Perman and Stevens ( 1 989) show that unionized workers 

have more benefits and that rates of unionization reduce the coverage gap between 
men and women. One of the reasons that women receive less health insurance than 
men is that they are less likely to work in unionized jobs. 

According to Freeman and Medoff ( 1 979, 1 984) , this could be due to the 
fact that unions represent a «collective voice» that takes into account the preferences 
of all the workers to form an average preference that represents the union's posi­
tion at the bargaining table (Also see Chapter 3 for a discussion) . As a democratic 
institution, a union is seen to be responsive to its average members as opposed to 
its marginal member. The preferences for benefits can differ between the average 
member and the marginal member. Since union members tends to be older with 
higher level of seniority, the collective voice model predicts that unions have stronger 
preferences for pensions and fringe benefits versus additional take home pay than 
do the marginal employees. 

The study of union impact on pay policies at the local level has to a large 
extent been based on American data. However, as Freeman concludes: «studies of 
unionism in other countries suggest that these findings describe other industri al 
relations systems as weU.» (Freeman 1 992: 1 48) . Nevertheless, there is little knowl­
edge about the impact of unions and collective bargaining systems, especially in a 
Scandinavian context. Could we expect that unions have had a significant impact 
on welfare benefits provision in the Norwegian labor market, or is this primarily a 
typical effect of so called «business unionism»? Norwegian Trade Unions are tradi­
tionally seen as ideological unions supporting a division of work between govern­
ment responsibility for social policy and union responsibility for direct wage agree­
ments. Occupational welfare benefits are in most cases supplements to public welfare 
programs. Furthermore, although the central wage agreements do not prohibit «ex­
cessive» wage increases, it is traditionally argued that local unions to a certain ex­
tent respect the overall centrally formulated guidelines concerning wage policy. 
Centralization has thus involved wage norms and concepts of fair wages and ben­
efits that have been more or less successfully implemented at the local level. 

On the other hand, several reasons exist for a strong union impact also in 
Norway. First public sector unions have actively engaged themselves in a struggle 
to include occupational pensions into coHective agreements (Hippe and Pedersen 
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1 988, 0verbye 1 990) . This strategy has been successful and has opened the way 

for more active private sector engagement. Also the ability to reach contractual 

agreements on early retirement at a national level has given increased legitimacy to 

local union attempts to raise these questions in collective bargaining. 
Seeond, loeal bargaining is a more important element in Norwegian labor 

relations than is typically indkated in the comparative industrial relations litera­
ture. Clearly; the right to conclude contracts on behalf of their members by the LO 
centrally is an important element in the strong LO hold in Norway compared to, 
for example, in Denmark where unions are more autonomous. However, complete 
centralization with no room for independent wage adjustment at the industry or 
firm levels does not seem to be an accurate characterization of the Norwegian Ia­
bor market. This is shown by the fact that wage drift, i.e. wage inerease on top of 
eontraetual wage change has been a distinet part of Norwegian wage development. 
Many Ioeal unions have the right to eonduet various kinds ofloca1 negotiations with 
a basis in the central agreement and most unions outside the LO federation eon­
dude negotiations 10ca11y. Henee, there is reason to believe that eompanies with loeal 
wage bargaining have created an arena of communication that eould result in a 

higher level of benefits. Benefits become an instrument for both implicit and ex­
plicit agreements. Even though benefits are not formally included in the contraet, 
there is evidenee that they can be used to improve the Iabor relations climate and 
to reaeh agreements in other areas. Therefore, it is important to test empirically 
whether management will offer more benefits when collective bargaining is deeen­
tralized to the company level. I will argue that unions probably have an impaet on 
welfare benefit provision in Norway at the company level. 

Survey data provide an indieation of the local element in the Norwegian 
bargaining system. The NSD-survey shows that 53 per cent of private sector em­
ployees answer that bargaining traditionally is eondueted loeally. These results, from 
individual data, are supported by company data. Sixty-eight per cent of private 
sector companies with 1 0  employees or more report that loeal bargaining is eon-

ducted (See table 7.4) . 

Ta b le  7.4 Loca l barga i n i n g  activities i n  p rivate sector fi rms. 1 0  employees or more. Fafo/M MI­
survey 1 99 1 .  

Contractua l right 

Traditiona l ly loca l bargain ing 

No loca l bargain ing 

N 

Percent of firms 

34.3 

34.3 

3 1 .4 

403 
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Third, not all unions are alike (Bennett and Delanye 1 993: 1 05) .  In empirical work 
on unions, research is conducted by comparing union and non-union firms. I will 
argue, however, that it is of interest to look at the effect of different types of uni­
ons. Because of political and strategic considerations, unions can behave different­
ly at the Iocal and central ievel. In other words, LO unions will probably be more 
supportive of wage norms implemented at the central Ievel. Therefore local unions 
that are either independent or belong to the Federations of Professional Associa­
tions (AF) or the so-called politically independent Confederation of Vocational 
Unions (YS) could be expeeted to be more favorable toward loeal welfare benefit 
provision. There is reason to believe, specifically, that professional unions, organi­
zing mostly highly edueated and well paid employees, more aetively attempt to 
increase the provision of welfare benefits at the company level. This is, arnong other 
things, because high income employees are more frequently hit by income ceilings 
in the public system. Occupational benefits are not decided upon in a vacuum; they 
are directly linked to the nature of public benefits. 

Individual data tend to overestimate the level of union membership. This is 
also the case here. Even so, they provide a relatively good picture of the structure 
of unionization in Norway and hence the possibility for competition arnong un­
ions. It should be recognized that these union federations compete for members and 
that the market is not divided between unions as is found in Sweden.  Moreover, 
the union federations and independent unions grow at a faster speed than LO and 
will relatively soon become larger than the LO unions if this development contin­
uous. However, the basis for the dominant LO position is its strong position in the 
private seetor, especially in manufacturing and other sectors of major importance 
for wage determination. 

Taken together, the theory of union impact on benefit provision needs to 
include consideration of both union type and bargaining level rather than only 
comparing non-union and union workers. Moreover, there is no single union ef­
fect on all kinds of employee benefits. Instead unions would prefer welfare benefits 

Ta b l e  7 . 5  The structu re of u n i o n i zation in N o rway7 NSD 1 992. 

Al l Private Publ ic  

LO 36. 1 33.9 39.2 

Y5 1 0.2 8. 1 1 3.2 

AF 1 2.6 5.7 22.5 

I ndependent 9.2 6.2 1 3. 1  

7Level o f  u n i o n izat ion i s  68 per cent when based on t h e  e m p l oyee reg ister a s  done here. I n  

th i s  reg i ster a l l  e m ployments last i n g  m o r e  t h a n  s ix  month must be reg istered . W h e n  u n i o n  

dens ity calcu l at ion i s  based on l a b o r  force statistics, i n c l u d i n g  a l l  k inds  o f  e m ployment i n  the 

contra I wee k  l a st i n g  more than 1 hour, density decreases to around 57 per  cent. 
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before other traditional fringes, and unions would prefer schernes for which all 
employees are eligible. 

The union impact can clearly explain why some employers wouid provide 

more benefits than do others, since the relevant variation occurs at the firm leve!. 
Nevertheless, an increased understanding of union preferences, activity; and impact 
on remuneration strategies makes necessary a more detailed analysis of the relation­
ships between different aspects of unions and the structure of the bargaining sys­
tem. 

7.7 Elements of the invisible handshake. 

Taken together, this discussion indicates that voluntary and contractual employee 
benefits are the res ult of an invisible handshake between employers and employees 
in a setting of more or less dosed employment relationships . Provision of benefits 
is likely to arise only when there exists dos ed employment relationships and hence 
some form of structured internal labor markets. The Norwegian labor market is 
strongly regulated and institutionalized, thus being dominated by employment 
relations

·
where employment, to some extent, is secured and the system of person­

nei management and remuneration is formalized. This is in itself an argument in 
favor of a relative high incidence of welfare and other benefits in Norway. 

The nature of this invisible handshake is determined by institutional aspects 
of the firm, the structure of the labor force, and the role of trade unions in a given 
setting of a surrounding welfare state policy. How these elements of the «invisible 
handshake' come together at company level in conjunction with the design of the 
public welfare system and the nature of structural variables as industry and market 
position will determine the ourcome. By linking these elements in an empirical in­
vestigation of individuals and companies we can come doser to an understanding 
of benefit provision in the Norwegian labor market and the distribution of bene­
fits between wage earners . 

The discussion have pointed to how aspects of the employment relationship 
can be expected to influence decisions on employee benefits between Norwegian 
companies. As was shown i chapter one, this can be illustrated in the foUowing way: 

The figure depicts internal company variables important for benefit deci­
sions in a framework of dosed employment relations as weU as the fact that exter­
nal determinants are at play through an impact on the internal variables. 

In the actual empirical analysis only the direct effects will be subjected to 
testing. It is valuable to identify the effects of selected variables on benefit provi­
sion withour trying to model the whole causal process; that would involve severai 
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relationships that are hard to measure with existing data. Moreover, it is not of 

primary theoretical interest to test the effect of union structure on bargaining sys­
tems, or the effect of personnel departments on direct wage levels and so forth. 

Summing up the discussion in this chapter the following hypotheses can be 
put forward: 

1 .  The provision or supply ofbenefits can be governed by human capital strat­
egies. This would imply chat education level, income level and gender com­
position will be associated with differences in benefit provision across com­
panies. Realizing that highly educated and skilled workers expect a certain 
level of welfare benefits can force employers to provide occupational bene­
fits to retain and recruit new employees. Even though pensions are provid­
ed to all employees, they are of greater imporrance to high income workers. 
Therefore, companies with a high average wage level and with a larger gro up 
of highly educated employees will offer pensions and other benefits more 
often than other companies. 

Nevertheless, the provision of employee benefits cannot be explained as only 
a human capital strategy on the part of the employer. Employees can be re­
tained and attracted by increased cash wages or by a seniority-oriented wage 
profile. Non-economic elements must thus be included to explain the use 
of benefits as a human capital strategy. One such non-economic element is 
the notion of a «gift» relationship. Welfare benefits, especially, have elements 
of buitt in solidarity, «taking care of» ,  and so forrh, which signal a social 
responsibility by the employer. This indicates that the distributional logic 
of welfare benefits is very different from the underlying logic of other kind 
of employee benefits. Moreover, it points to the fact that companies with 

Fi g u re 7.1 .  A conceptua l  model  of d ifferences in com pany provis ion of employee benefits. 
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institutionalized personnel management may be more aware of the possible 
positive symbolic effects attached to occupational welfare benefits . 

2.  Characteristics of the company can also be expected to have an impact on 
the supply of benefits . Bureaucratization of the company, such as the pres­
ence of personnel departments, is a distinct feature of an internal labor 
market that can contribure to increased emphasis on benefit provision, es­
pecially welfare benefits . Professional human resource managers are more 
likely to have the resources, knowledge, and ability to introduce or expand 
benefit programs. The goal of creating positive employment relations could 
support a preference for benefits with strong symbolic functions attached 
to them. Hence, the institutionalization of personnel management can con­
.tribure more to welfare-oriented benefits than to traditional fringe benefits 
such as free telephone or car. 

3 .  Structural variables such as industry and company size can be  important 
explanatory variables. The strength of the internal iabor market varies across 
industries. Therefore, we must expect that, for example, the banking and 
insurance industries offer higher benefit level than do other industries . Al­
so, large companies have been shown in comparative studies to provide more 
benefits than do small companies, ceteris paribus. Again, there is reason to 
believe that the impact of size varies across benefit categories. Large compa­
nies are more often focussed on the need to create a common company cul­
ture and high level of identification with the firm. Hence, one can expect 
to observe a size effect in relation to welfare benefits rather than to free tel­
ephones, newspapers, and so forth. 

The extent to which economic and market conditions explain variation in 
benefit provision is uncertain. Benefits are often provided on a long-term 
basis, typically pensions, and life and accident insurance. Thus, short-run 
fluctuations can more easily be regulated through employment or direct 
wages. On the other hand, favorable economic conditions can lead to in­
teraction effects, for example, by strengthening union demands. 

4 Employee benefit provision is shaped by employee demand. Therefore, the 
structure of the work force will be a determinant of benefit provisions at 
company level. Economic theory points to the fact that employees in high­
er income brackets prefer benefits because demand for welfare benefits in­
creases with income, due, in large part, to their higher marginal tax rates. 
Redistributive public welfare schernes where replacement levels decrease for 
high income workers can also contribure to increased demand for (tax fa-
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vored) welfare benefits. Also highly educated employees can be expected not 
only to demand more benefits than others, but also to be more able to cre­
ate pressure for increased benefit ptovision. More important, the effect of 
employer supply and employee demand pull in the same direction. It is there­
fore nearly impossible to conclude whether the effect of the high educational 
level on benefit provision indicates employee demand or an employer hu­
man capital effort. 

5 .  The organization of labor relations at the company level can be  expected to 
produce variation in benefit policies across companies also in a Norwegian 
context. First of all, unionization will in itself contribute to increased pres­
sure for benefits, especially welfare benefits. Unions will typically prefer 
collective benefits before individual benefits. However, it is possible that 
unions follow a range of strategies and that unions outside the LO federa­
ti on have been more active in their efforts to increase welfare benents at the 
company level. 

6. The organization of wage bargaining can influence welfare decisions. There 
is reason to believe that individual wage bargaining tends to increase the 
presence of typical individual fringe benefits such as free car or telephone. 
The existence of collective wage bargaining on the other hand would prob­
ably contribute to the increased incidence of collective welfare benefits such 
as pensions and accident and life insurance. In the Norwegian setting, which 
has a strong element of centralized bargaining with traditionally little involve­
ment in benefit issues, the opportunity to conduct local bargaining can be 
expected to have an effect on welfare benefits. 

7. Employee benefits may perform a variety of functions. Therefore, voluntary 
and contractual employee benefits do not work as one phenomenon gov­
erned by the same underlying logic. Hence, one should expect that it is 
possible to identify groups ofbenefits. It is especially interesting to ask wheth­
er welfare benefits constitute a separate factor in the large menu of indirect 
employee benefit remuneration. Precisely because public welfare benefits are 
relatively generous in Norway, the provision of welfare benefits could be less 
costly for Norwegian employers and therefore contribute to a high level of 
coverage of many benefits. And, as has been stressed, there is reason to expect 
significant differences in the effects of the explanatory variables . In other 
words, the underlying distributional processes are different across benent 
groups.  
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When both unions and, in a broader sense, internal iabor markets are offered as 
factors explaining wage determination it is necessary to ask if this is through a process 
that impedes the generation of free market forces. For a company, whatever their 
social goals or the degree of employee pressure, the bottom line is to survive in the 
market. A framework of the kind proposed in this chapter does not, however, nec­
essarily imply that internal labor markets or unions cannot be in compliance with 
market principles. Groshen ( 1 99 1 :360) points to the fact that any explanation of 
wage variation by employers must answer two crucial questions: ( 1 )  Why does one 
employer choose to pay more than another? and (2) Why is it that high-wage 
employers do not go out of business? In relation to the latter question, both inter­
nal markets and unions can be seen as compatible with external market forces. Trans­
action cost analysis provides an explanation for why internal iabor markets can serve 
an important function in a market economy (Williamsom 1 975, 1 98 5) .  The theo­
ry of the «voiee» effeet of unions, proposed by Freeman and Medoff ( 1 984) ,  repre­
sents an alternative way of linking the institutions of internal markets with the 
operation of external market forces. 

In general, there is a growing interest in integrating institutional and mar­
ket perspectives . Therefore, the border between classical economics and institutional 
perspectives is increasingly blurred by the fact that both unions and internal mar­
kets can be seen as compatible with basic market mechanisms. Closely connected 
to this development is the problem of drawing distinct borders between the eco­
nomics and sociology of labor market studies. Clearly, the provision of welfare 
benefits can only be understood by moving back and forth across the borders of 
traditional fields of research. 

7.8 A methodologica l  note 

This discussion indicates the need for empirical analysis, in particular, in order to 
map the coverage of a broad set of employee benefits among Norwegian wage earn­
ers; to see ifbenefits are systematically grouped into different categories; to describe 
the distributional patterns across individual wage earners; and to explain the vari­
ation in benefit coverage among employees. Traditionally, this has been done by 
using individual- Ievel survey data. Again, this can cause some problems due to the 
lack of information and knowledge among wage earners as to what their benefits 
actually are, as part of their direct or indireet labor contract. The possibility of sup­
plementing individual-Ievel data with company data can solve these problems to a 
large extent. 
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It is primarily when the goal is to explain variation in benefit coverage across indi­

vidual wage earners that methodological complications occur. This is because dif­

ferences across individuals can be attributed principally to two different processes 

of exclusion. First, some companies offer benefits, some do not. Therefore, the 
corresponding variation among employees is caused, to some extent, by their 
«choice» of employers. Second, within each company, individual wage earners can 
be excluded from benefits, due to their individual characteristics . For example, 
benefits could be provided to men more often than to women, to high income earn­
ers more than low income earners, to white collar workers more than to blue collar 
workers in each company and so forth. In this latter case individual characteristics 
do matter, in a causal sense, to the likelihood of being covered by a occupational 
welfare scherne. Hence we are left with a system of external and internal exclusion, 
or individual vs. collective benefits. 

This dual system of exclusion makes variation both among companies and 
individuals important. lf, for example, women have fewer welfare benefits than do 
men, this can be due to both internal exclusion - in some cases, direct discrimina­
tion - as well as to the fact that women are over-represented in companies with 
relatively fewer benefits . From an applied policy perspective, this notion of differ­
ent forms of exclusion is important. In other words, at the company levet, benefits 
can be either individual or collective. At the same time, data are available both on 
a individual level, as weU as on the company level. If we combine the level of exclu­
sion (individual or company) with the level of data the following situation occurs 
as seen in figure 7.6. 

Category 1 represents the easiest situation, methodologically, to handle. 
When benefits are offered to all employees at the company, i .e. exclusion is exter­
nal, individual characteristics have no effect on the likelihood of being covered by 
a scherne. The relevant variation is across companies, as the unit of analysis. In this 
case, company data provide a good basis for the analysis. It is not the fact that a 
single employee has a high educational level, a certain income, or sex which is of 
importance. It is the gender or educational structure of the work force which is of 
significanee for the decisions made by firms. Of course, a core questions becomes 
to what extent benefits actually are collective7• The available data do not offer an 
answer for all benefit categories. We do however, know that occupational pensions 

Fig u re 7.2 Combin ing  level of exclus ion with level of data. 

Level of Exclusion 

Externa l  Interna l 

Company 2 
Level of data 

Individual 3 4 
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must be provided to all employees in order to allow for tax deductions and that also 
other insurance, such and life and accident insurances, are generally offered to the 
entire staff. To the extent that we can confirm that, first, welfare benefits constitute 
a separate category of benefit provision and, second, that these benefits are provid­
ed collectively, company data offer a good basis for explaining differences in wel­
fare benefit provision. 

On the other hand, when benefits are also provided individually at the com­
pany levd (category 2 in figure 7.6) , company-bas ed data cannot be used to esti­
mate coverage or, more importantly, to map the underlying distributional process. 
When, for example, free cars or free telephones are used as a remuneration arrange­
ment for some employees in a company, it is their individual characteristics which 
are of importance in a causal sense. These are not captured by company-levd data. 

A third combination is to use individual data to analyze differences in (col­
lective) welfare benefit provision (3 in figure 7.6) . In this case personal characteris­
tics and semi-company variables are entered into a multivariate model. This is 
perhaps the most frequently found approach to analyzing employee benefits. In other 
words, one disaggregates all higher order variables into the individual-levd. Baron 
and Bielby ( 1 980) criticize the use of individual data because they do not allow us 
to capture what is going on at the company level (Baron and Bielby 1 980:745) . 
Variables measuring important aspects of company characteristics, such as economic 
results, management institutions and so forth cannot be measured adequatdy at the 
individual-levd. Thus, it is very difficult to understand what is going on at the 
company level with only individual data available. On the other hand, the analysis 
offers a possibility to cap ture the individual distributional result of collective ben­
efits as long as the relationships between individual characteristics and benefits 
provision are not seen as capturing causal relationships. 

Methodologically, the most important problems arise when we are interest­
ed in internal exclusion from benefits and the data are collected individually. A 
typical example is a &ee car which is never provided to all employees. In this situ­
ation, there is a process of interaction between the two levels of decision-making, 
the individual-levd and the company-Ievel .  When using individual-Ievel data one 
can not isolate how much variation in benefits is due to variation across companies, 
and how much to internal exclusion of certain groups of employees. Ideally, one 
could use a method called, among many names, Hierarchical Linear Models in order 
to test the effects occutring at each level and across levels (Bryk and Raudenbush 
1 992:3) . The model provides a technique for nes ting modds on different levels, in 

'Using i nd ividu a l  data, K nudsen ( 1 99 1 )  has shown that fri nge benefits tend to be g ro uped 
in two c lusters, what he ca l l s  col lective and i nd iv idua l  benefits. The col l ective benefits cor­
responds to what I define as occupationa l  welfare benefits, such as  old age pensions, s ickness 
benefits and 5 0  forth .  I n d iv idua l  fri nge benefits a re company ca rs, free phones and 50 on.  
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this case the individual- and the company-level. However, this requires that the 
data available have cerrain qualities; spedfically, one must be able to link individu­
als to the higher level cases, i .e. , to the companies. Data arranged this way are not 
available. The ABU survey in 1 989 opened the way for a two-Ievd approach - i.e. , 
companies and workers - bur the survey does not contain valid measures of the 
dependent variables. 

Therefore, in the forrhcoming analysis, I will use both individual-Ievel da­
ta as weU as company-Ievel data to create a comprehensive portrait of employee 
benefits in the Norwegian labor market: 

Individual-levd data, measuring a broad num ber of employee benefits, of­
fer an opportunity to analyze the structure of employee benefit remuneration and 
to look into the distributional res ult. From a policy perspective, knowledge of the 
distributional pattern at the individual-Ievel is important, independent of the un­
derlying causal proeess . 

Furthermore, I will use individual-Ievel data to provide basic insights into 
differences in underlying distributional proeesses across categories ofbenefits. These 
data are, at this poim, the only data appropriate for comparing a range of benefit 
groups. 

Based on this preliminary analysis, the next step will be to analyze differ­
ences in welfare benefit provision across companies based on company data. The 
analysis of occupational welfare programs is espedally weU-suited for a multivari­
ate analysis of the causal relationships underlying variation in benefit provision, 
because the inter-company variation explains the dominant share of the variation 
in the dependent variable. Because of the occupational welfare benefits' largely 
collective nature, the need for multi- level models becomes marginal. The strong 
focus on (coUective) welfare benefits when analyzing the underlying distributional 
logic is, however, not a large problem since the main theoretical focus is on occu­
pational welfare benefits rather than on the full range of benefits provided as a part 
of the labor contraet. 

Together, this analysis can provide a relatively predse picture of both the 
distributional patte ms and the mechanisms that create variation in the sodal pol­
icy of the firm. 

Before we turn to the analysis of variation in benefit coverage, it is neces­
sary to consider in more detail which benefits are provided in the Norwegian labor 
market; the extent to which they can be grouped into distinet categories; and re­
cent developments in benefit coverage. This is the subject of the next chapter. 
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Chapter 8 Employee benefits in the 
Norwegian labor market -
There is more than meets the eye 

8.1 I ntroduction 

For a large group of wage earners, paid work is not an exit from the welfare state, it 
is a point of entry into a field of occupational employee benefits complementing 
and supplerneming public programs. Nevertheless, indirect remuneration in the 
form of non-statutory employee benefits or occupational benefits, represents a rel­
atively unexplored form of remuneration and private welfare policy in Norway. 

As discussed in the introductory chapters, occupational welfare should ac­
cording to traditional macro-oriented welfare state and industrial relations theory 
be of marginal importance and remain dass distinct, benefitting primarily upper 
level white collar employees, in a surrounding of highly generous public welfare 
programs and of centralized industrial relations (See hypothesis l and 3 in chapter 
one) . Through detail ed analysis of Norwegian data it is possible to see if welfare 
benefits even so constitute an important part of indirect remuneration also in a 
setting of a «scandinavian type welfare state» . Moreover, the analysis can give an 
answer not only to the question of marginal importance of occupational welfare, 
but also to the issue of redistribution: are occupational welfare a primarily dass 
distinct phenomenon in the Norwegian labor market? 

Therefore, this chapter examines the nature of employee benefit remunera­
tion in the Norwegian labor market. As this analysis intends to show, voluntary and 
contractual benefits represent an important and growing arena of welfare provision 
in Norway. 

The goals of the analysis are: 
• First, to demonstrate to what degree occupational welfare arrangements 

provide broad coverage among private and public wage earners and to what 
extent welfare benefits constitutes a cmcia! part of the total provision of non­
statutory employee benehts. 
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• Second, to assess recent developments in the provision of a range of benefit 
schemes: Is this form of indirect remuneration growing? And, are welfare 
benefits growing more rapidly than are other types of benefits? 

• Third, to explore the extent to which the provision of welfare benefits are 
in the employer's dornain or in the domain of collective bargaining and union 
involvement. 

• And fourth, to test whether separate dimensions of employee benefits can 
be identified. Do benefits that complement public social policy programs -
those that I have labeled occupational welfare benefits - constitute a sepa­
rate factor in employee benefit remuneration? 

Before turning to the actual analysis, a methodological point should be made. Lev­
el-of-living surveys that have been used in order to analyze coverage and distribution 
ofbenefits in Norway (0verbye 1 985, Knudsen 1 99 1 )  cover only a limited number 
of welfare benefits. And, more importantly, the way questions regarding occupa­
tional pensions have been formulated have made them unsuitable for analyses (i .e. , 
coverage appears to be less than half ofwhat it actually is) . Because oflimited knowl­
edge about the occupational welfare system among individual wage earners, the 
survey design is important for providing high quality data. Therefore, this analysis 
is based on three data sets, of which two were specifically designed to analyze em­
ployee benefits. These are the NSD survey, the ABU survey, both based on samples 
of registered employees, and the Fafo/MMI survey of private sector companies (See 
Appendix 1 ) .  

Comparing results from different surveys is importance in  a field of  study 
where there are uncertainties connected to the quality of data based on individual 
wage earners' responses. Comparing individual-Ievel data from multiple sources, 
as weU as individual- with company-Ievel data do, however, make possible well 
founded conclusions on benefit incidence. Moreover, the availability of directly 
comparable data from 1 989 and 1 993 provides an opportunity to look into recent 
developments. 

Cross-nationally, surveys reporting coverage are the most frequently used 
method in the study of employee benefits. Nevertheless, detailed data on the actual 
employer cost ofbenefits is a necessary next step in order to fully examine employ­
ee compensation.  The fact that this analysis is confined to coverage sets certain 
restrictions on the task of understanding how welfare benefits affect total iabor costs 
and the distribution of total wages. 

In the remainder of this chapter, Section 8.2 offers an overview of the benefit 
men u and the incidence of single benefit schernes in the public and private sectors . 
In Section 8.3 ,  both individual- and company-Ievel data are used to indicate the 
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importance and range of union and collective bargaining involvement in benefit 
decisions. In the following section, Section 8.4, I assess the nature ofbenefit provi­
sion through an analysis of the systematie grouping ofbenefits. Finally, Section 8 .5  
draws on evidence from the different data sources to indicate trends in recent de­
velopments of benefit coverage. 

8.2 The welfare menu 

From other countries, we know that benefits typically identified with « fringes» ,  such 
as company cars, free telephones, free newspapers at home and so forth are not the 
major part of indirect remuneration. Rather, benefits that supplement or substitute 
for the public social policy system are the core of the employee benefit system. 
Typically, pensions, life insurance, health insurance, and family benefits take up most 
of the costs and show the broadest coverage among American workers (EBRI 199 1 ) .  
To most observers, this would naturally be linked to the lack of national health 
insurance in the US, to the very limited family leave and to the limited public child 
care supply. In other words, according to a theory of negative interplay one should 
expect that non-statutory indirect remuneration would not only be smaller in a 
country with a generous welfare policy, but also that employee benefit remunera­
tion would take the form of typical fringes like free car, free newspapers or telephone, 
leisure activities, summer houses or other forms of symbolic elements in a mutual 
company culture. Hence, growing public welfare efforts would not only reduce the 
size of the private welfare market, bur moreover contribure to a shift in which ben­
efits are offered in the market place. 

However, in Norway, employers do use social policy related benefits as the 
core area of indirect remuneration. Table 8. 1 presents a ranking of the different 
benefits based on the incidenee among public and private sector employees report­
ed in the 1 992 NSD survey. The results from the 1 992 survey are compared to 
available figures in the 1 993 ABU survey. Together these surveys depict the wide 
range of benefits offered and the important differences in the incidence of various 
benefits. 

As in many other countries, occupational old age pensions are to be found 
on the top of the benefit list. The 1 992 NSD survey gives the most accurate pic­
ture of pens ion coverage. According to this survey, 63 per cent of all respondents 
are covered by occupational pens ion plans. These results correspond closely with 
registration of active membership in collective pens ion arrangements (see Chapter 
5 for membership data) . The opportunity to compare coverage estimates as we can 
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Ta ble 8. 1 Employee benefit incide nce. Percentage of wage earners with selected benefits. 

1 992 a n d  1 993.  Tota l ,  pr ivate and p u b l i c  sector. 1 992 NSD su rvey and 1 993 ABU su rvey. 

1 992 1 993 

Tot Priv Pub Tot Priv Pub 

Pension Schemes* 63 47 87 37 44 25 

Company health services* 60 59 61  66  63 70 

Formal  education via work place 56 52 63 

Free coffee and tea 42 62 1 1  

Subsidized company sport activities 36 39 32 

Fu l l  pay during sickness 32 29 37 

(Fu l l  sick pay for employees with 200000+) 70 62 82 

Favorable loans** 34 28 47 22 22 23 

Free l ife/accident insurance 29 37 1 3  43 55 34 

Specia l  rebates on products and services 25 41 4 37 55 9 

More than 4 weeks vacation 25 26 22 

Company summer houses etc. 24 27 1 9  

Free o r  subsid ized cafeteria 22 24 1 9  

Free telephone o r  subsidized telephone 1 9  20 1 6  22 25 1 7  

Early retirement before 6 5  years 1 9  1 8  2 1  

Extra fami ly  leave 1 6  1 2  2 1  

Free newspaperljournals 1 3  1 6  7 
Chi ld  care via work place *** 1 3  8 22 7 5 1 1  
Use of recreational faci l ities 6 8 3 

Subsidized car expenditures 5 6 3 9 1 1  5 

Company car for private use 3 5 1 4 6 O 

Free or subsidized housing 2 2 2 2 2 1 

If fi g u res a re not reported, the question were not i nc l u ded in the 1 993 ABU su rvey. 

* The q uest ion was ph rased d ifferently and had d iffe rent loca l i zation i n  the two su rveys. 

* *  The 1 992 su rvey asked if responde nts cou l d  take a l o a n  « d i rectly or v ia  the company pen­
s ion  scheme» . I n  1 993, the respondents were asked if they had « th e  o p portu n ity t o  h ave a 
loan of 200,000 or more 

*** Q u estions  were d i fferent q uest ions i n  1 992 and 1 993. I n  1 992, responde nts were asked 

if they had « a  poss i b i l ity to h ave ( h i l d  care v ia  you r  work place».  I n  1 993, it was asked i f  the 
respon d e nts h a d  « any of the fo l l owing benefits at your work . . .  chi ld ca re», which ca n i m ply 

that only those actua l ly ta k i n g  advantage of the offer responded yes 
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do in the case of pensions indicates a relatively high quality of the NSD survey for 
measuring benefit incidence. 

Total pension coverage differs between the two surveys because a large ma­
jority of public employees report not being covered by an employer-sponsored 
pens ion scheme in the 1 993 ABU survey' . This reluctance among public employ­
ees to view their occupational pension arrangements as fully comparable to private 
sector pensions can probably be explained by the two per cent pension contributi­
on paid by public employee opposed to most private employees. Even though mis­
leading, many public employees regard their pension as a benefit paid by themselves 
rather than primarily by the state as employer. In the 1 992 survey an introductory 
explanation of the pension question was offered to the respondents. This contri­
buted to a more realistic estimate of pension coverage in the public sector, i .e . ,  87 
per cent 2. 

Government tax regulations require that occupational pensions in Norway 
must be organized as defined benefit schemes. This means that the pension schemes 
aim at securing a certain percentage of salary upon retirement, in most cases 66 or 
60 per cent . 

Also, other welfare benefits have relatively high coverage rates among Nor­
wegian wage earners. More than half of all employees are offered company health 
services3 and free formal education. In addition, full pay during sickness, favorable 
loans (mostly related to pens ion schemes) , free life and accident insurance and more 
than four weeks vacation are all benefits with a relatively high incidence in the 
Norwegian labor market (25 per cent or more) . 

In the case of sickness benefits, coverage rises to 70 per cent if we look only 
at those in income brackets over the income ceiling in the public sickness benefit 
system. Again coverage is highest among public employees. The (Conservative) 
government that reduced the income ceiling in 1 983 (8 times the base amount) and 
again in 1 985 (6 times the base amount) did not achieve a strong redistributive 

lThe re luctance a mong pub l ic  employees to look u pon  their occupat ional  pension arra nge­
ment as  fu l ly com pa rab le  to private sector pensions schemes has a lso been found in the le­
vel-of-l iv ing su rveys. 

2As a ru le  of thumb, the n umber of pub l ic  employees working fewer than 1 5  hours a week i s  
approximately 10 per cent i n  the pub l ic  sector. I n  addition, some pub l i c  employees have tem­
porary contracts and a re therefore not i nc luded in the various state and loca l pensions sche­
mes. See Moland (1 994) for an est imate of part-t ime and tem porary work in the pub l i c  sec­
tor. 

3Co m pa ny hea lth services are i n  some i ndustries mandated if the work ing envi ron ment co­
u l d  be espec ia l ly threaten ing  to th e health of the workers. Regard l ess of company hea lth 
services being ofte red vol u nta ri ly or  not, the i mportant 'fri nge» aspects of these services in­
c l ude the o pportun ity for employees to use the them for reg u la r  i nd iv idua l  consu ltat ion .  
Com pany d ata show that i n  most cases genera l persona l  consu ltation is ava i lab le .  

2 3 7  



effect. Rather, the lowering of the ceiling was rapidly compensated for in boch the 

public and private sector. In other words, the state as regulator reduced sickness 
benefits for high income earners, while the state as employer compensated them 
for the loss. 

Early retirement is an other welfare benefit provided by many employers. 
Approximately 20 per cent of employees report having access to a special early re­
tirement scherne. One should, however, take into consideration the centralized 
contractual early retirement scherne (AFP) that came into effect in 1 989.  The AFP 
scherne offers earlY retirement to all public employees and to approximately 45 per 
cent of private sector employees. The company-based schernes are therefore found 
primarily in companies not covered by the contractual AFP arrangement. 

Another social policy aspect of these result is interesting. New welfare ben­
efits seem to be emerging in response to changing demographic and social patterns. 
The rise in two-worker and single-parent families has focussed interest on various 
kinds of child care, parental and other family leave options. Of course, the meas­
ured incidence of these benefits is so far relatively low. However, if we compare with 
US figures on employer-provided or subsidized child care, Norway actually has a 

higher coverage rates, especially among public sector employees. US figures for child 
care as an employee benefit for full-time employees, in 1 985 ,  were one per cent in 
the private sector and two per cent in the public sector (Norwood 1 988, Wiatrowski 
1 988) . A study based on 1 989 figures reported 5 per cent for all full-time employ­
ees in the US (Hyland 1 990) . In Norway, coverage varies from 5 to 8 per cent in 
the private sector and from 1 1  to 22 in the public sector, according to the 1 992-
1 993 survey. 

Some employee benefits traditionally not related to public social policy ar­
rangements are found to be relatively high on the benefit ranking. Not surprisingly, 
free coffee and tea and special rebates on products and services are the most fre­
quently found benefits outside the welfare category. Nearly half of all Norwegian 
employees report that they have access to free coffee and tea. Moreover, as many as 
half of private sector employees have access to special rebates on products and serv­
ices . Also subsidized sports activities via the work place are frequently found (36 
per cent) . 

The typical fringes, such as a company car, free telephone, and free newspa­
pers are to be found relatively low on the list. It is free telephone that has reached 
the broadest coverage, with one fifth of Norwegian employees covered for free or 
subsidized telephone. Subsidized telephone can be provided as a employee benefit 
without the individual worker paying income tax on this benefit, up to a certain 
limit. Company car or some form of subsidized car expenditures are benefits pro­
vided to very few, primarily private sector, employees. 
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Publie vs Private Sector 
As noted, the incidenee of benefit programs varies considerably between the pub­
lic and private sectors. While most public employees are covered by occupational 
pensions, only 47 per cent of private sector employees report to be in the same po­
sition. All permanently employed in public sector with more than 14 hours of work 
per week are entided to pensions as well as to accident and life insurance. In other 
words, basic welfare benefits such as pensions, accident and life insurance, and 
occupational health services have a higher incidence in the public sector than in 
the private sector. Also full pay for employees with incomes over the ceiling is pro­
vided in public sector. 

Of course, one should take into consideration that there are differences in 
quality between both public and private occupational pension schemes and between 
private sector schemes. Public schemes have a somewhat lower income ceiling than 
private schemes and some of the private sector pension schemes have a in come re­
placement levd of 60 per cent or less (Hippe and Pedersen 1 992) . Figure 8 . 1 
compares the income replacement level in public and private occupational pension 
schemes with the replacement levd in the National Insurance system (Folketrygden) . 
This clearly illustrates the importance that occupational pension accrual has for 
middle and high income earners, and the difference between public and private 
schemes. 

Figure 8 . 1  I ncome replacement leve ls  in National l nsura nce, pub l i c  occupat ional  schemes and 
i n  a typica l private scheme. 
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Also welfare heneRts that are not contractually offered to all public sector employ­

ees have higher coverage rates in the public sector than in the private sector. It is 
especially interesting to see that child care is more frequendy offered to public than 
to private employees . This could be explained by the need to attract female labor 
for Iocal government health and social services. Paradoxically, child care is us ed as 
an instrument to attract preschool teachers to employment in child care services. 
The high coverage rates reported by public sector employees show that the cross­
nationally important historical tradition of providing welfare benefits, first to higher 
ranking civil servants and later to broader groups of public employees, is also a cru­
cial part of the Norwegian story. Moreover, in recent years, strong union 
involvement, especially in pension issues, has taken place in the public sector. In 
other words, the paternalistic tradition of the state as employer has survived the 
expansion of public employment and of statutory social security, and has been de­
veloped into a broad contractual occupational welfare system that provides benefits 
from child care to old age pensions to state and local government employees . 

When comparing employee benefit coverage in the public and private sec­
tor, the possibility of underreporting also among private sector employees should 
be taken into consideration. By using the estimates of coverage provided by pri­
vate sector firms, we can contrast the reported benefit coverage of private sector 
employees . Figure 8.2 shows the percentage of companies with 1 0  employees or more 
that offer different types of welfare benefits . In addition the tab le shows the per-

F i g u re 8 .2  Percentage  of compa n i es and  percentage of emp loyees working i n  compan ies 
offerin g  d ifferent k inds of welfare benefits. Fafo/M MI  1 99 1 .  N=403. 1 0 employees or more. 

Chi ld care/ support for chi ld care Il Companies 

• Employees 
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centage of employees working in companies providing each of the listed benefits, 
i .e . the relative number of wage earners covered by these benefits. 

These data support the main condusions derived from individual employ­
ee surveys in the private sector. The major discrepancy is with free life and accident 
insurance. More than 80 per cent of the companies report that they provide vol­
untary accident and life insurance. In other words, there is reason to believe that a 
relatively large number of private sector employees do not know that they are actu­
ally covered by life and accident insurance. This lack of information could be 
explained by the fact that most people, fortunately, do not receive payments from 
these arrangements. The information gap could, of course, lead to an overly high 
demand for individual life insurance. Nevertheless, public and private employees 
seem to have in common high coverage for life and accident insurance and the fact 
that they do not know that this is the case. 

The great majority of companies do offer special training and educational 
programs as well as support for sports and recreational activities. This corresponds 
with the results from the individual surveys. Moreover, more than half of the com­
panies, employing over 70 per cent of the employees in this sample, have a separa­
te pension scherne. In other words, large companies offer pensions more frequent­
ly than do small ones. Another benefit with widespread prevalenee is the right to 
full pay in periods of sickness for private sector employees with an income above 
the income ceiling in the statutory national scherne. 

Early retirement pensions as well as a range of family and health-related 
benefits are by far less widespread. Ten per cent of the companies, employing 20 
per cent of the employees, offer early retirement pensions permanendy or as an ad 
hoc offer. This is relatively dose to the estimate based on individual wage earners' 
responses . The individual and company data also produce the same coverage esti­
mates for family-related benefits. Only approximately 1 0  per cent of the employees 
are offered child care facilities and unpaid leave to take care of children. Most of 
these employees are to be found in larger companies . 

Taken together, it seems that by comparing the three data sets it is possible 
to provide a relatively precise estimate of the prevalence of a large number of vol­
untary and contractual employee benefits in Norway. Free life and accident insurance 
are probably the most widespread benefits when both the public and private sec­
tors are taken into consideration. Pensions and sickness benefits follow. Thus, in 
general, benefits that complement public sodal policy also constitute the core of 
voluntary and contractual employee remuneration in Norway. 

No doubt, public employees have access to more welfare benefits than do 
private sector employees, while traditional fringe benefits are more frequently found 
in the private sector. 
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Witholit going in to a full-scale comparative analysis, it should be noted that the 
individual benefit ineidence seems high compared to other countries. The relative­
ly high ineidence of child care is already noted. A study of «fringe benefit distribu­
tion in Britain» (Green, Hadjimatheou, Smail 1 985) shows that 47 per cent recei­
ved pensions and 67 per cent received sick pay in the seventies. Pension coverage 
has however been reduced significantly since then and is by the end of the 1 980's 

down to 29 per cent (Hannah 1 992:27) .  In Denmark, without a statutory supple­
mentary pensions system, pension coverage has traditionally been less than in Nor­
way. It is only in recent years, due to a collective pensions agreement that coverage 
has moved to a level close to the one found in Norway. 69 per cent of Danish wor­
kers are reported to be covered by an occupational pension scheme (See chapter 5) .  
In the US 42 per cent of civilian wage and salary workers participated in an em­
ployer- or union-provided pension plan (EBRI 1 992:40) . The comparison with 
US workers is directly relevant because the statutory soeial security system provi­
des sim�lar pension benefits to wage earners, compared with those found in the 
Norwegian statutory pension system. Taken together, there is reason to believe that 
Norwegian employees are covered by welfare benefits to a larger extent than are 
employees in most other OECD countries. An OECD comparison of private pens­
ion coverage points in the same direction (Pestieau 1 992)4. It is primarily in Swe­
den, where many occupational welfare benefits are based on centralized contractu­
al agreements, that coverage is at much higher levels (Wadensjø 1 993) . 

From individuals to households. 

So far we have looked at the incidence of various employee benefits among indi­
vidual wage earners . Traditionally the issue of fringe benefit distribution is 
approached as a question of distribution across individual wage earners . I will, 
however, show that the conclusion drawn on the bases of individual data in a Nor­
wegian context is even more striking also if one take imo account the situation of 
a possible spouse or cohabitant. Therefor, before concluding this section, I will 

Tab le 8.2 Percentage of i n d iv idua l  employees with no coverage, d i rect or i nd i rect coverage 
or  «doub le»  coverage.  Pensions, c h i l d  ca re, free or subs id ized car, free o r  subs id ized tele­
phone.  NSD 1 992.  N =  1 50 5 .  

Pension Chi ld  care Car Telephone 

No benefit 29.0 83.9 87.7 78. 1 

Direct or indirect access 71 .0 1 6. 1  1 2 .3 2 1 .9 

Self or partner 42.9 1 3.6 1 1 .4 2 1 .2 

80th self/partner 28. 1 2 .5  1 .0 0.7 

4Fig u res from this ana lys i s  is not presented because they a re h i g h ly u ncerta in,  and in some 
cases I expect them to be wrong.  
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briefly look at the impact of marriage and cohabitation, on access to benefits. No 
doubt, many have access to different benefits as part of a partnership and hence a 
household. If the spouse or cohabitant has free telephone, newspapers, or even a 
free car, this also increases the economic weU being of the partner. The same goes 
for welfare benefits such as child care or pensions. 

The NSD survey provides an opportunity to look into the coverage of the 
spouse/cohabitant related to four benefits - namely pensions, child care, free or 
subsidized car, and telephone. By introducing the fact that a person can have indi­
rect access to these benefits, we arrive at a somewhat different picture of coverage. 
In Table 8.2, individual employees are divided into three categories: those who have 
no access to benefits by themselves or through their spouse; those who are either 
covered by a benefit scherne themselves or are living with a spouse or cohabitant 
who is covered; and, last, those who have access to these benefits themselves and 
also have a partner who is covered for the same benefit, i .e . , they have double cov­
erage. 

In the case of pensions, only 29 per cent of individual employees have no 
direct or indirect accrual of supplementary pension rights . And, perhaps more 
importantly, as many as 28 per cent of all employees report that they live in a situ­
ation where both they and their partner are covered by an occupational pension. 
This could be res ult from the typical Scandinavian pattern where the husband is 
working in a private firm and the wife in public sector. In other words, a large 
number of households will in the near future receive a relatively large amount of 
their income in old age from severai occupational arrangements . A new expression 
- «DIPP» - has appeared in both the UK and in the US, updating the popular 
«DINe) expression. That means double-income-plural-pension rights; the growth 
of DIPP's indicates that a strong new consurner group will appear in the future. 
The relevance is obvious also in the Norwegian setting. 

Child care, which seerned to be of marginal prevalence based on direct in­
dividual coverage ( 1 3  per cent) , increases to 16 per cent when also indirect coverage 
is taken into account. In the case of free or subsidized telephone coverage is also 
increased somewhat; 22 per cent report having direct or indirect access to free or 
subsidized telephone (compared to 1 9  per cent directly) . And, around 12 per cent 
of all wage earners have either directly or via partners work access to free car or 
subsidized car (compared to 8 directly) . 

A relevant question is, of course, if there is a systematic relationship between 
a person's likelihood of being covered at work and the chance that this also is the 
case for his or her partner. To get an impression of how «the choice of partner» af­
fects benefit access, individual coverage is cross-tabulated with partner coverage 
among those who are married or living in a permanent partnership. This analysis 
shows that the likelihood that one's partner is covered by a corresponding benefit 
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scheme is, in three out of four benefit categories, associated with whether the re­
spondent is covered him or herself. The underlying causal relationship behind this 
finding can be the fact that «likes marry likes» - i.e. , professionals marry profes­
sionals, etc.? 

Only the likelihood that the partner is covered for a free or subsidized tele­
phone is found to actually decrease somewhat when the respondent has access to 
the same benefit. To some extent, this seems a plausible result, since it would be 
preferable for one of the partners in a household to trade the free telephone for 
increased cash wages or for another benefit if, as a couple, they have access to two 
free telephones. 

In the other three cases, partners' coverage increases strongly when the re­
spondent has access to the same benefit. Of those who themselves are active members 
in a pens ion scheme, as many as 59 per cent report having a partner who is also 
covered, while only 3 1  per cent of those withollt pensions schemes have a spouse 
or cohabitant who is member of a pension scheme. In other words, the re is a strong 
cumulative effect of pens ion coverage at the household level. This is also the case 
with child care and free car. 

F igure 8.3  Percentage  of partners with benefit coverage by own benefit coverage.  NSD  sur­
vey 1 992 .  N= 1 1 89 
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8.3 Recent developments 

As noted in Chapter 5, occupational pensions have shown rapid growth the last two 
decades. We do not know, however, if occupational welfare benefits in general are 
on the rise. According (O a macro oriented «negative interplay}) approach a growth 
in occupational welfare can not be expected. Norwegian public welfare programs 
have (O a large extent not been under political attack. Rather benefits are growing 
as the social security systems matures. The exception from this rule is the reduc­
tion in furure pension rights with effect from 1 992. It should also be taken into 
consideration that tax deductions has been reduced through several tax reforms since 
1 988 .  Among others are employer contriburions now to be paid also on pensions 
premmms. 

On the other hand, a micro oriented perspective can point towards a differ­
ent conclusion. Real wage levels are increasing. This could lead to an increased 
demand for indirect remuneration. Moreover, employees and trade unions are show­
ing growing interests for questions related to employee benefits, especially early 
retirement and old age pensions. And last, structural changes in the labor market, 
such as a higher educational level, a changing industrial structure, stronger profes­
sion trade unions and so forth, could trigger off pressure to increase indirect 
remuneration. 

No regular statistics are collected to map the development of fringe benefits 
in the Norwegian labor market. To get an impression of change over time, the com­
pany survey included a question on the development of welfare expenditures over 
the last five years. The growing importance of company-bas ed welfare arrangements 
is indicated by the fact that as many as 36 per cent of the companies report that 
their expenditures on welfare benefits have increased during the last five years. Only 
half report stable expenditures. (See table 8}) 

Another indication of growth can be found when individual .employees are 
asked «were any of the following benefits introduced or expanded during the last 
two years?» . The respondents were also asked if any benefits had been removed. The 
answer to these question points clearly in the direction of continued growth. Table 
8.4 reveals that 20 per cent of employees report that benefits have been introduced 
or expanded during the last two years. In the gre·at majority of cases, one benefit 
has been introduced. Only 1 0  per cent report that benefits were reduced or removed. 

If we look more closely at the specific answers to the expansion/reduction 
questions, some interesting differences appear, across benefit categories. Welfare 
benefits are among those benefits most frequendy reported as being recently intro­
duced. At the same time, very few answer that welfare benefits have been removed 
or reduced. Except for child care, the differences between the introduced and re­
moved frequency are significant. 
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When it comes to fringe benefits such as free cars, telephones, and newspapers, the 
percentage reporting these benefits as having been removed recently are acrually 
greater than those reporting them as recently introduced. And, of course, the re are 
no significant differences between the introduced and removed category. Outside 

Ta b le  8 .3  Pr ivate sector compan ies.  Development of welfare expenditu res d u ring  the l a st 
five years. Fafo IM M I  su rvey 1 99 1  

Percent of companies 

Increasing, strong 8 

Increasing, weak 3 1  

Stable 50 

Reduced, weak 7 

Reduced, strong 2 

Do not know 3 

Tota l 1 0 1  

N 403 

Table 8 .4 .  P rivate sector emp loyees. I ntrod uction or remova l of benefits. Percentage of em­
p loyees. NSD su rvey. 1 992.  N=89 1 

No benefits i ntroduced 79.6 No benefits removed 90. 1 

1 benefit i ntroduced 

2 benefits i ntroduced 

3 or more introduced 

1 3.6 

4.0 

2.8 

1 benefit removed 

2 benefits removed 

3 or more removed 

5.9 

2.4 

1 .5 

Tab le  8 .5  Percentage of private sector employees report i ng that benefits were i ntroduced! 
expanded or removed!red uced d u ri n g  the l a st two years. Private sector. NSD su rvey 1 992 .  
N=89 1 

Free car/car support 

Free telephone* 

Free recreational faci l ities 

Subsidized cafeteria 

Rebated products or services* 

Free l ife/accident i nsurance* 

Free newspaper 

Occupational pension* 

Early retirement* 

(hi ld  care 

* S ign if icant d i fference between col u m ns at 95 per cent. 
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the welfare benefit category, it is only «rebated products and services» which show 
a significantly larger response indicating recent introduction .  

Even though no ne of these indicators provide an exact picture of recent de­
velopments, they do point toward a pattern of growing coverage of employee be­
nefits. And, the evidence suggests that it is the welfare-related employee benefits, 
specifically, that are growing. 

A third indicator of recent development is found in the ABU survey, which 
provides an opportuniry to compare the incidence ofbenefits in 1 989 and in 1 993. 
Ideally, a longer time span would have been preferable. Nevertheless, these data 
provide an opportuniry for investigating recent changes. 

The 1 993 survey questions exactly replicate the 1 989 questions. The 1 993 
sample is a combination of a panel sample and a supplementary sample drawn from 
companies represented in the 1 989 sample. 

As argued in Chapter 5, the incidence of occupational pensions is rising. 
These figures for the private sector correspond closely to this facto Coverage of 44 
per cent in 1 993 is comparable to coverage estimates based on actual membership 
data. This indicates the robustness of these data related to pensions in the private 
sector. As already noted, the reported numbers for public sector pension coverage 
are not correct. Actual coverage is between 80 and 90 per cent . 

Even though it includes a very short time span, these data reve al an inter­
esting pattern. Benefits that are supplementing public welfare schemes, such as 
pensions, life and accident insurance, child care, health services, and so forth show 
continued growth in the early 1 990's . On the other hand, some of the traditional 
fringe benefits, such as free telephones and cars, show reduced availabiliry. Of course, 

Tab l e  8 . 6  Percentage of emp loyees e l i g i b le  for selected benefit p l ans  1 989 a n d  1 993 .  A l l  
employees, p rivate sector and  p u b l i c  sector. 

Private sector Public sector Tota l  

1 989 1 993 1 989 1 993 1 989 1 993 

N 221 4  2769 1 479 1 689 4450 3685 

Hea Ith service 60 63 7 1  70 64 66 

Rebated products 56 55 7 9 39 37 

Pension scheme 40 44 1 8  25 33 37 

Life/accident i nsurence 49 55 1 2  24 36 43 

Free telehone /finn.support 23 25 1 7  1 7  2 1  2 2  

Favorable loan 2 1  22 1 6  23 1 9  22 

Finnan. car support 1 2  1 1  6 5 1 0  9 

Free car 7 6 O O 5 4 

(hi ld  care 2 5 8 1 1  4 7 
Free housing or finnans. 
support 2 2 2 1 2 2 
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we need more evidence if we wish to draw m�re definitive conclusions. Even so, 
these data point to an interesting possibility, namely that employee benefits are not 
only on the rise, bur that the relative importance of welfare benefits are growing. 

Moreover, the most noteworthy recent development in employee compen­
sation practices has been the growth of employer-sponsored child care. In only four 
years the incidence has increased from 4 to 7 per cent . With a shortage of public 
child care, employer assisted child care can provide a powerful incentive for job 
seekers to choose one firm or job over another. The growth in child care is interest­
ing, because it can also involve administrative duries and legal liabilities, in contrast 
to the traditional use of employee benefits that are of a stricdy financial nature, such 
as pensions, insurance or free telephone. 

The various indicators included all suggest a pattern of growth and, perhaps 
more interesting, a shift towards welfare-related benefits. In addition to the meas­
ures of the introduction or removal ofbenefits, note that many companies, including 
the state as employer, have seen increased expenditures on benefits. A majority of 
firms that offer pens ion arrangements have, for example, chosen to compensate their 
employees for the reduction in the national pensions scherne, as of 1 9925• Hence, 
we would expect that expenditure data would show even more pronounced growth 
than we see in incidence data. 

8.4 Voluntary or contractua l schemes? 

In the private sector, employee benefits are traditionally viewed as being in the 
employer's domain. This is partly expIained by the historical tradition of welfare 
benefits being a white collar phenomenon where unionization was virtually un­
known. With the gradual evolurion of pensions and other benefits from a gratuity 
to a formal right, linked to the labor contract, it seems Iogical that this evolution 
should have b�en accompanied by the inclusion of employee benefit issues on the 
negotiating agenda. If it is proper to bargain over pay, it hardly matters whether it 
is indirect or direct, current or deferred. 

As found in other countries (see Schuller 1 986) ,  pensions and other bene­
fits are being integrated into collective bargaining in Norway. There are, however, 
uncertainties concerning the extent of this process and the nature of and form of 
negotiations. First, employers might see disadvantages in including benefit issues 
in negotiations, such as having reduced contro!, facing the possibility of «unrealis­
tie claims» ,  and so forth. Bur employers could also argue that to include benefits 

'St. me ld ing  n r. 3 5  1 994/95 Ve lfredsmeld ingen 
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gives greater visibility to their costs and allows them to be traded off against im­
provements in other areas. Second, even though unions seek increased control over 
all aspects of the labor contract, unions are far from having resolved the ambigui­
ties of their approach. They remain, to some extent, committed to state provision 
on a universal basis. Some unions see their responsibility as securing the most ad­
vantageous deal for their members irrespective of the broader implications for the 
relative quality of public and private provision. In practice, however, there are few 
objections to be heard to the principles of occupational pensions and other bene­
fits among union members in Norway. 

In the mid-1980's, demands by the unions to provide legal enactment to 
secure employees as the formal counterpart in pens ion arrangements did not suc­
ceed (Hippe and Pedersen 1 988) . Therefore, pensions and other forms of insurance 
are fonnally based on a contract between the employer and the insurance company 
or a separate pens ion fund. Hence, it is the employer who has the formal right to, 
for example, dose the scherne. Even so, there are indications that benefit issues are 
being introduced at the bargaining table. Several professional unions report that 
they have succeeded in induding benefit arrangements, primarily pensions, into 
contractual agreements . The extent to which this has taken place in the private sector 
we do not know, and no previous analyses are available. Both the NSD survey and 
the company survey provide, however, an opportunity to get an impression of the 
extent to which employee benefits are induded into collective bargaining. 

When private sector employees are asked directly if the local union is con­
cerned with ensuring that employees receive occupational benefits, only a small 
group answers positively (see table 8.7) .  In fact, as many as 44 per cent of private 
sector employees answer negatively. This is also the case when we look exclusively 
at those who have their wages decided by collective agreements and who work in 
companies where more than half of the work force is unionized. Perhaps more sur­
prising is the fact that 60 per cent of public employees respond that unions are not 
concerned. This must be a challenge to public sector union leaders. 

When employees are asked directly who decides, we see similar results. Only 
1 7  per cent of private sector employees and 20 per cent of public sector employees 
answer that decisions are taken by employers and unions together. If we look at 
private sector employees where wage determination is conducted collectively, un­
ion involvement increases to 25 per cent . 

When management is asked similar questions, the results shift in favor of 
higher union involvement6• Twenty-three per cent of the companies report that they 
have been met with direct demands from employees to introduce or to improve 
welfare arrangements at the company leveI. Employee demand is most frequently 
found in relation to pensions, and life and accident insurance. 
6Source: Fafo /M M I  com pa ny su rvey. 
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Maybe more surprising is the fact that as many as 48 per cent of the companies report 
that one or more of the welfare benefits are included in the coUective agreement, 
i .e. that they are made contractual. Again, it is pensions and life/accident insuran­
ce that are most frequently included in collective agreements. 

Furtherrnore, the company data indicate that direct employee demand can 
be effective. Among companies reporting direct employee demand, 60 per cent have 
included occupational welfare arrangements in their collective agreements . In 
companies where no demands have been made, 45 per cent report that welfare 
arrangements are made contractual. (Hippe and Pedersen 1 992) 

Thus, the issue of employee benefits is being integrated into coUective bar­
gaining, not only in the public sector, but in the private sector as weU. Even so, in 
the private sector, a majority of the firms and of the different schemes are formally 
under employer contro!. The extent to which this implies that companies use wel­
fare as an instrument of contral - as did Bismarck on behalf of the state - is more 
uncertain. Richard Titmuss ( 1 976) referred to the social policy of the firm as the 
«undivided loyalty tranquillizer of the corporation». No doubt, historical shifts, in 
Norway and elsewhere, have pushed benefits, over time, fram the employers' do­
main into the arena ofindustrial relations. This is true is both the private and public 
sectors . 

Table 8 .7  Who decides which employee benefits are provided at you r  work? Percentage of 
wage earners. NSD su rvey 1 992.  

Private sector Public sector 

Al l Col lective Wage 
determ 

Individual employee and 1 3.7 8.3 3 . 1  
management 

Union and management 1 7.5 25.3 1 9.8 

Management alone 47.8 42.7 20.2 

Others 1 .6 1 .4 1 5.2 

Do not know 1 9.4 22.3 41 .8 

N 803 494 481 
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8.5 Identifying di mensions of employee benefits 

Simply by looking at the list ofbenefits, the heterogeneity of the menu is a striking 
feature, ranging from free coffee to old age pensions . Obviously, a number of ben­
efits are related to social policy issues. Other benefit programs cover areas such as 
sport and leisure activities, free car, free telephone, subsidized products and servic­
es and so forth. At a theoretical level it is safe to ass urne that employee benefits do 
not constitute a one dimensional phenomenon. As discussed in detail in the previ­
ous chapter, employer and employee motives differs significandy across benefit 
groups. As a management tool free car for certain selected individuals is very dif­
ferent from life insurance or pensions covering the hole work force. Moreover, 
employee demand for benefit is not constant across benefit categories and the de­
gree of union involvement varies dependent on the finandal, social and symbolic 
importance of the benefits in question. And, not at least, government regulations 
are of ten targeted towards welfare benefits such as old age pensions because these 
are also sodal policy instruments. 

Because of these, and other arguments, it is reason to believe that employee 
benefits can be clustered into a set of underlying dimensions. Several employee 
benefits are directly linked to public sodal policy arrangements, first of all as sup­
plements . These benefits have a strong symbolic dimensions linked to welfare 
ambitions from the employer. A tempting hypothesis is therefor that occupational 
welfare benefits as directly observable variables represent a mutual dimension which 
could be labeled the social policy of the firm. On the other hand typical individually 
oriented benefits such as free car, phone and newspapers could represent a very 
different remuneration phenomenon. A study by Knudsen ( 1 99 1 )  on level of liv­
ing data indicates that there are two underlying dimensions in fringe benefit 
remuneration in Norway, what Knudsen labels collective and individual goods. The 
collective benefits are mainly welfare benefits, while the individual benefits typi­
cally are free car, telephone, and so fonh. Knudsen's main point is that the 
distributional process is different when benefits are provided indusively, i .e . ,  to all 
employees in the company, compared with when they are distributed individually, 
within the firm. To a large extent these dimensjons corresponds to what I have called 
welfare benefits and traditional individual fringe benefits. With a somewhat long­
er lists of employee benefits, as found in this analysis, it is reason to ask if a third 
dimension could also be identified related to benefits with a marginal financial 
importance, often collective in their nature, and with a intention of creating a mutual 
company identification attached to them. A typical example is rebated services and 
products, leisure activities, free coffee and so forth . 

. Taken together, an important theoretical question, then, is whether employee 
benefits as a complex phenomena (more than 20 benefits are listed in this analysis) 
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can be seen as variables measuring a set of underlying dimensions or factors? The 
question is important because, with few exceptions, employee benefits or fringe 
benefits is traditionally analyzed as a one dimensional phenomenon. 

In order to see if it is possible to identify a relatively small number of di­
mensions that can be used to represent relationships among a set of many interrelated 
variables, factor analysis is the statistical technique traditionally used. Factor anal­
ysis identifies the underlying pattern in a set of observed variables from the 
examination of the resulting covariance structure. Observed correlation between 
variables result from their sharing of these factors. The factor model assurnes that 
all the variables included in the analysis are exogenous - i.e. ,  the variables should 
not be caused by each other. Through a three-step procedure the factor analysis 
identifies linear combination of factors. Or in other words, the goal of the factor 
analysis is to identify the not-directly observable factors based on a set of observa­
ble variables . Of course, a factor solution identifying a small number of dimensions 
does not give s direct solution to the nature of this dimensions. The factor must be 
interpreted based on theoretical arguments as representing certain phenomenon. 

In this section factor analysis will be conducted for both the ABU and NSD 
survey in order to strengthen the final conclusions. 

The goals of factor analysis include specifying the num ber of common fac­
rors ;  analyzing the nature of the relationships among factors; and assessing the 
magnitude of the factor loadings for each variable. Here, the goal is simply to test 
the hypothesis that welfare benefits constitute a separate factor in employee bene­
fits remuneration among Norwegian employees. 

Generally, one cannot include dichotomous variables within the factor ana­
lytic model (Kim and MuelIer 1 978:74) . Even so, it has been noted that there are 
circumstances where factor analysis, using dichotomous data, can be appropriate. 
Kim, Nie and Verba ( 1 977) conclude that «if the researcher's goal is to search for 
clustering patterns, the use of factor analysis may be justified7.» In this case, all 
variables are dichotomous and all variables are on the same causal level. Basically 
what this grouping of variable values does, is to weaken the correlation without 
affecting the structure of clustering in the data. If we had access to data measuring 

"'Th i s  is  because:« Even i n  d ichotom ies, the use of phi 's can be justified if factor ana lysis is used 
as a means of f ind ing genera l  c l uster ing var iab les, and if the underlyi ng  correlations among 
variab les a re be l ieved to be moderate ( less than .6 or .7») (K im and M uei ler  1 978:75) .  I n  th i s  
ana lysis the i ncl uded var iab les  a re with i n  these l i m its. I n  more deta i l  K im and Mue l ler a r­
g ues i nfavor of i nc lud ing d i chotomies because: «The reason is that d ichotom ization of con­
t inuos va r iab les attenuates the corre lation and the atten uation i s  a l so affected by th cutti n g  
poi nts. However, when t h e  u nderlyi ng  correlations a re not very h i g h ,  t h e  effect on  vary ing  
cutt ing points a re neg l i g i b le .  Therefore, the  g rouping atten u ates corre lat ion i n  genera l  but 
does not aftect the structur  of c luster ing in the data - th is  i s  because factor a n alysis i s  de­
pendent on the relative magn itude of correlation» .  

2 5 2  



the financial value of each benefit (i.e. continuous vatiables) stronger correlations 
would be obtained and hence, a bener fit of the factor model could be obtained. 
As noted, the goal here is only to test for the possibility of clustering of employee 
benefits, and we should be able to get a «minimum» estimate of possible underly­
ing dimensions. A corresponding analysis, also on dichotomous data, has been 
undertaken by Knud Knudsen ( 1 99 1 )  based on level-of-living data from 1 987. 

Tables 8.8 and 8.9 present the results of factor analyses for the two data sets. 
For each data set, welfate benefits are identified as a separate factor and the single 
most important factor. Factors with an Eigenvalue ofless than 1 .25 are not report­
ed. An Eigenvalue of one means simply that the factor is no better than a single 
vatiable (since each variable here has a vatiance of 1 ) .  In Tables 8.4 and 8 .5 ,  the final 
statistics from the principal components analysis and the factor loadings from the 
rotated factor matrix (orthogonal rotation) are shown. Only factor loadings higher 
than . 50 are induded in the discussion8• 

In the analysis of 1 1  employee benefits, based on the ABU survey, two fac­
tors are identified. The first factor consists of four benefits - pensions, favorable 
loans, free life and accident insurance, and company health services - with a reported 
score ranging from .63 to .74. This factor explains 22 per cent of the total varia-

Table 8.8 Factor analysis. AB U-survey 1 993. Pr incipa l-Components Ana lys is  F ina l statist ies and 
Rotated Factor Matrix 

Princi pal Factor 

2 

Rotated Factor Matrix. 

Free housi ngtsupport 

Free car 

Fi nancial car support 

Free telephone/support 

Favorable loan 200 000+ 

Rebates products service 

Life/accident i nsurance 

Occupational pensions 

Chi ld  care 

Company health care 

sponsored education 

Component Analysis 
E igenva lue 

2.396 

1 .346 

Final Statistics: 

Pct of Variation 

2 1 .8 

1 2.2 

Cum Pct 

2 1 .8 

34.0 

Factor Loadings 

Factor1 Factor2 

.002 . 1 3 1  

-.0 1 6  .674 

. 1 88 .565 

.267 .753 

.635 .071 

. 1 22 -.244 

.655 . 1 03 

.726 . 1 44 

.393 - . 1 89 

.654 - . 1 1 1  

.368 . 1 61 

8Th is  i s  accord ing  to the traditiona l  Kaiser ru le of thumb i ndex where a l l  measu res below 50 
a re seen as unaceeptable .  
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tion (Eigenvalue of 2.4) . The second factor consists of three variables with a score' 
from . 56 to .75: free car, financial support for a car, and free telephone. This fac­
tor, however, explains only 1 2  per cent of the variation. 

Table 8.9 Factor ana lysis. NSD-su rvey 1 992.  Principa l-Com ponents Ana lys is  F i na l  Statistics and 
Rotated Factor Matrix. 

Principal Factor Component Final  Statistics: 
Analysis 

E igenva l ue 

Pct of variation Cum Pct 

4.062 1 7.7 1 7.7 

2 1 .727 7 .5 25.2 

3 1 .3 1 5 5.7 30.9 

4 1 .277 5.6 36.5 

Benefits: Factor 1 :  Factor 2: Factor 3: Factor 4: 

Free housing or support -.006 .268 030 .362 

Free car .245 .3 1 4  -. 1 82 -.499 

Car support -.002 .614 . 1 52 .284 

Free telephone or support .292 .682 -.065 -.055 

Free commute .037 . 1 1 9  . 1 97 -.430 

Free use of summer house . 1 80 . 1 07 .653 .098 

Free coffeeltea .036 .230 .426 -.084 

Free or subsidized cafeteria .3 1 8  . 1 46 .468 . 1 54 

Rebated products or services - . 1 55 -.090 .506 - .093 

Free travel with fami ly .01 7  .089 .056 .283 

Free l ife/accident insurance .501 .205 . 1 1 5  -.222 

Free papers .093 .658 . 1 32 -. 1 07 

5ponsored education .41 5 .202 -.03 1 .042 

Company health services .666 -.075 .202 -.01 8 

Fami ly leave .233 . 1 07 .083 .5 1 5 

Sickness benefits . 520 .362 -.045 - .045 

Occ. pension .654 .225 -.066 . 1 36 

Early retirement .456 - . 175  .030 .206 

Favorable loan .626 . 1 38 .041 . 1 26 

Chi ld  care .263 .020 -.01 1 .409 

Extra hol iday .007 .325 .025 .096 

Support for sports act. .670 -.091 .31 8  .025 

Recreational faciJ ities .480 -.066 .559 . 1 27 
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The NSD survey allows for the indusion of a greater number of employee benefits 
in the analysis. A total of20 benefits are entered into the factor model. This analy­
sis extracts four variables with a cumulative per cent of variation explained of 36. 
Again, it is typically welfare benefits which constitute the most important factor 
( 1 8  per cent of total variation) , induding the following benefits: 

• pensions, 

• life and accident insurance, 

• company health service, 

• full pay during sickness, 

• favorable (pension) loans and 

• company support for sport activities . 

The second factor has three benefits with a score of .50 or more. These are: 

• free car or financial support for a car, 

• free telephone or financial support for telephone and 

• free newspapers and journals at home. 

In other words, the second factor indicates that typical traditional individual fringe 
benefits represents a cammon dimension in the provision of employee benefits. 

The third factor consists of three benefits with a score ranging from .6 1  to.68. 
These benefits are fringe benefits typically distributed to a wider range of employ­
ees, where the costs involved are smaUer. This factor can be interpreted as a 
underlying dimension that can be labeled «symbolic company benefits' . 

These are: 

• free use of company summer house, 

• free use of other recreational facilities and 

• the oprion to buy products or services at a reduced price. 

And, finally, a founh factor is identified. However, only extra family leave shows a 
value higher than .50 in this factor. 
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Collective or individual? 
A related question is whether these factors are to be seen as collective or individual 
benefits; some companies offer benefits, and some do not. For the individual em­
ployee, the important choiee is that of employer. A dual system of exclusion is at 
play; across companies and among individuals in each company. 

There is reason to believe that welfare benefits mostly are inclusive, in the 
sense that they cover the whole work force at the company level. Importantly, tax 
regulation demands that pensions are provided to all permanent employees work­
ing more than 1 5  hours a week. To depict the extent to which internal exclusion 
takes place, questions concerning coverage at the company level were included in 
the company survey. Management's responses to these questions support the idea 
that occupational welfare arrangements are basically collective. They cover, in prin­
dple, the entire work force in the company. Pensions, acddent and life insurance, 
extra maternity and paternity leave, and paid family leave, are in the great majority 
of companies provided to all members of the staff, or when it is relevant, to all men 
or women. It should be stressed that the fact that welfare benefits are generally pro­
vided on a collective basis do es not indicate that they have the same financial 
importance to all employees . Several benefits are relevant primarily for employees 
in higher income brackets. 

In the case of other employee benefits, the condusion is somewhat more 
uncertain .  Knudsen's ( 1 99 1 )  previous analysis indieates two factors (what he calls 
a collective and a individual) . The NSD survey, however, does point in the direc­
tion of a typical gro up of individual fringe benefits and a separate gro up of what 
can be called symbolic company benefits. The latter gro up of benefits is probably 
basically inclusive in its nature and to a large extent, is intended to symbolize a 
company culture characterized by collectivity and mutuality. 

The analysis indicates that welfare benefits can be identified as a separate and 
important underlying dimension in voluntary and contractual indirect remunera­
tion in the Norwegian lahor market. Welfare benefits are benefits that can be 
identified with traditional sodal policy and are basically collective at company level. 

Ta b le  8. 1 0  I nterna l  coverage of selected welfare benefits. Private sector com pan ies.  1 99 1 . 
N = 403 

Pensions Accidentll ife i nsurance Matern ity leave 

Whole work force 84.9 95.0 73.4 

Around 2/3 4.8 1 .8 7.6 

Arou nd Half 4.9 0.5 1 2.6 

Around 1/3 or less 3.0 2.5 6.8 

Only management 2 . 1  0.2 O 

Do not know 0.3 O O 
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In other words, there is a distinet social component within private sector remuner­
ation. The results found in both factor analyses seems to support each other. 
Moreover, by entering a larger number of benefits into the analysis the number of 
underlying dimensions increases. This result fits with the theoretical based antici­
pation that employee benefits in the Norwegian labor market represents very 
different remuneration strategies, managements instruments and enters into the 
industrial relations system in different manners. As a consequence employee bene­
fits should be approached as a multidimensional phenomenon both theoretically 
and in empirical investigations. Even so, both the academic discussion as weU as 
empirical work tend to study fringe benefits as such. 

8.6 Conclusion 

Summing up, five findings are especiaUy important: First, a large number of em­
ployee benefits are offered to Norwegian wage earners as a part of their work 
contracts. Welfare benefits, from old age pensions to child care, constitute an im­
portant part of the employee benefit menu. Compared to benefit coverage in other 
countries, there is reason to believe that, despite generous public social policy, the 
incidence of several important welfare benefits is relatively high in Norway. 

Second, there are large differences in benefit coverage between public and 
private employees. Traditional fringe benefits such as free cars, telephones, and 
newspapers, are more frequendy found among private sector employees. Due to a 
long tradition of active liSe ofwelfare benefit arrangements in the public sector, basic 
welfare benefits, such as pensions, accident and life insurance, child care, and oc­
cupational health services, have a higher incidence in the public than in the private 
sector. For all employees, coverage patterns look systematically different when we 
take parrners' benefits into consideration. In the case of pensions, only 29 per cent 
of individual employees have no direct or indirect accrual of pension rights. As many 
as 28 per cent of all wage earners have «double» pensions overage. 

Third, recent developments in employee benefit remuneration suggest that 
the coverage of welfare benefits is growing, while other benefit categories are be­
coming less likely to be included in the beneflt package. Coverage for old age 
pensions, life and accident insurance, and child care have increased between 1 989 
to 1 993. In other words, along with growth in the incidenee ofbenefits, the face of 

, voluntary indirect remuneration is also changing in Norway. 
Fourth, as found in other countries, pensions and other benefits are being 

integrated into collective bargaining in Norway. Somewhat surprisingly, as many 
as 48 per cent of private sector companies with 1 0  employees or more report that 
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orie or more of the wdfare beneflts are included in contractual arrangements. The­
re are, however, uncertainties as to the extent of this process and also concerning 
the nature, and form of, negotiations. Clearly, in most cases, employers have for­
mal control over benent arrangements. On the other hand, the historical tradition 
of welfare benents as a white collar phenomenon where unionization was virtually 
unlmown is giving way to the development of formal rights which are linked to the 
labor contract. It seems logical that this evolution is accompanied by the indusion 
on the negotiation agenda of employee benefit issues. 

Fifth, in the private sector, three different underlying dimensions of employee 
benent remuneration in the Norwegian labor market can be identified: welfare 
benents supplementing or complementing public sodal policy; traditional fringe 
benefits (such as free cars, free telephones and newspapers) ; and «symbolic compa­
ny benefits' (such as free coffee and tea, and rebated products or services) . Welfare 
benefits constitute a separate and important dimension ofemployee benents, rep­
resenting a distinct sodal component of private sector remuneration. 

Undoubtedly, voluntary and contractual employee benefits constitute an 
important and growing part of the remuneration system in Norway. It is, however, 
more to employee benefits than one traditionally should think when approaching 
this phenomenon as only a matter of fringe benents offered by the employer to the 
chosen few in the company. Benefit provision is a multifaced phenomenon serving 
different purposes for employers and for employees. The motives behind .benent 
provision as an remuneration instrument probably extend beyond purely econom­
ic considerations. The nature of these rnotives is the subject of the analysis in the 
next chapter. 
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Chapter 9 The social pol icy of the 
Norwegian firm - explaining the variation 
in benefit provision 

9.1  I ntroduction 

In his article «The Social Policy of the Firm», Martin Rein pointed to the need to 
understand the nature of social policy decisions carried out by private companies 
(Rein 1 983:5) .  The concept of the «social policy of the firm» has become widely 
used. Even so, few empirica1 studies have been conducted and there is relatively little 
knowledge on the actual effects of company characteristics on employee benefit 
provision in private firms. This is especially true in the Norwegian setting, despite 
the fact that occupational welfare arrangements are gaining increased importance 
in the Norwegian labor market. 

Okun ( 1 9 8 1 :89) has argued that the employment relation is guided by an 
invisible handshake rather than by the invisible hand. In this chapter, indicators of 
the invisible handshake will be explored in some more detail related to their im­
pact on employee benefit provision. Why do companies offer their employees welfare 
benefits when economic theory predicts that wage earners prefer direct remunera­
tion before indirect and that the logic of individual remuneration is linked to a 
person's marginal productivity? Of course, a multivariate statistical analysis cannot 
show the underlying nature of the social policy of the firm, meaning employer and 
employee motives and the relationship between motives and actual behavior. What 
it can do is to describe how certain characteristics of companies can explain an 
observable pattern. Interpreting these results as the effect of motives and behavior 
by the actors can only be done «guided by theory, experienced judgment and in­
spired guesswork» (Achen 1 982:79) . At the theoretica1 level this chapter is based 
on the discussion of the invisible handshake, conducted in chapter 7. Hence, it is 
the concluding model of variation in company provision of employee benefits in 
chapter 7 that will be made subject of empirical testing. 

In this analysis, both company- and individually-based data will be used 
. in order to analyze variation in the observed provision of occupational benehts in 

private sector companies. The analysis will focus on occupational welfare benefit 
provision, in other words, benefits that complement public social policy programs. 
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Other benefit types will be analyzed in order to function as a point of reference for 
the study of welfare benefits. The goals of the analysis are: 

• First, to examine how benefit categories are distributed across groups of 
employees. The hypothesis is that welfare benefits are more equally distrib­
ured than other benefits offered by employers. Theoretica11y, the goal is to 
test if the organization of occupational welfare provision in Norway has sig­
nificantly altered the distributional result, relative to other benefit categories. 

• Second, to empirically investigate the nature of occupational welfare provi­
sion in private sector companies . The hypothesis is that institutional 
characteristics of the company, i.e., the system of collective bargaining, trade 
unionism, the organization of personnei management and the structure of 
the labor force, have significant impact on both the number and types of 
benefits offered. lf so, it is possible to identify how the system of labor rela­
tions and other factors internal to the firm constitute a filter for the interplay 
between public social policy programs and labor market based welfare deci­
stons. 

• Third, to analyze if the provision of employee benefits in private sector com­
panies varies systematically between benefit types . Based on theoretical 
assumptions and the result of the previous factor analysis, the hypothesis is 
that the provision of employee benefits should not be seen as one homoge­
nous mechanism of remuneration. Rather, welfare benefits are governed by 
a different mechanism than what is the case for traditional fringe benefits 
and symbolie company goods. There is reason to believe that unionization 
and the bargaining system have an impact on welfare benefit decisions, while 
this is not the case for other benefit types . 

As a point of departure, section 9 .3 will brie fly look into the distributional effects 
ofbenefit provision among private sector wage earners. Before turning to this anal­
ysis, the methodologica1 approach needs some elaboration. 

9.2 A methodologica l note 

In an ideal situation, one would have access to data that measure not only the 
number of benefits, bur also the costs involved, quite simply because that allows 
for more information than a «have/have not» measure. Moreover, one should have 
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data allowing us to link the individual- and the company-Ievel in order to explore 
the pro cess of dual exclusion. 

Data on the costs of benefit are not available and attempts to persuade the 
Employers Association (NHO) to contribute to the collection of such data have 
not been successful. Therefore, at this stage, we must rely on information on the 
number of benefits offered by each company. The data limitation is interesting in 
itself. It does, however, limit the possibility of identifYing each relationship in the 
analysis and, in addition, of testing the specific impact ofbenefit provision on wage 
distribution. 

The problem of dual exclusion arises because variation among individuals 
can be subscribed to two different principal processes of exclusion. First, some 
companies offer benefits; others do not. Therefore the corresponding difference 
between employees is caused by their «choice» of employers . In other words, their 
individual characteristics have no causal impact on the possibility ofbeing covered 
by a scherne. The relevant variation is among companies as analytical cases. Sec­
ond, there can be an exclusion of individual wage earners from beneflts at each 
company due to some characteristics of the individual. For example, benefits could 
be provided to men more often than to women, to high income earners more than 
to low income earners, to white-collar workers more than to blue-collar workers 
in each company and so forth. In this latter case, individual characteristics do mat­
ter, in a causal sense, for the possibility of being covered by a occupational welfare 
scherne. Hence we are left with a system of external and internal exclusion. 

Even so, the variation among wage earners is traditionally explained by us­
ing individual survey data where personal characteristics, as weU as some 
company-rdated variables based on individual responses, are entered into a multi­
variate model. In other words, all higher order variables are disaggregated into the 
individual ievel. The use of individual data in this type of analyses has, however, 
been criticized. Baron and Bidby ( 1 980) argues against the use of individual data 
because it does not allow us to cap ture what is going on at the company levd (Bar­
on and Bielby 1 980:745) .  Certainly, variables that measure important aspects of 
company characteristics, such as economic results, management institutions and 
so forth cannot be measured adequatdy at an individual ievel. 

Another aspect of this traditional approach in labor market research on var­
iation in earnings and income has been criticized (Sørensen 1 983, 1 986) . Sørensen 
argues against the additive formulation because structural variables cannot be ad­
ditive; rather, they mediate the effect of the individual data. In other words, even 
though structural variables can explain a certain amount of variation in earnings 
they do not give direct theoretical guidance to the underlying proeess of the attain­
ment process . Ideally, one could use a method called, among many names, 
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Hierarchical Linear Models to test effects occurring at each level and across levels 
(Bryk and Råudenbush 1 992:3) . These models provides a technique for nesting 
models across different levels. However, this requires that the data available have 
cenain qualities, specihcally, one must be able ro link individuals to the higher lev­
el cases, i .e . ,  to the companies. 

The analysis in this chapter will be based on both individual and company 
based data. First, individual data will be used to map the distribution of benehts 
available to different gro ups of wage earners. This creates few methodological prob­
lems, and more important, it provides an opportunity to compare the distributions 
of a wide range ofbenehts. The data set us ed is the 1 992 NSD survey of employee 
benehts among wage earners. 

Using individual data is, as noted, unsatisfactory if the goal is to analyze the 
causal facrors explaining why an individual with specihc characteristics will be 
covered by a beneht, rather than simply predicting the probability that he or she is 
covered. Therefore, a company-based survey will be used in order to explain the 
variation in welfare beneht provision across companies . It offers an opponunity to 
direcdy measure variables relevant for understanding the decisions made at the 
company level. It allows for the inclusion of variables that hardly can be measured 
adequately in individual surveys, such as economic performance of the company, 
problems recruiting employees, features of the industrial relations systems, union­
ization and contractual agreements and so fonh. 

Unfonunately, no available data set both allows individual-company links 
to be made and contains good measures of the dependent variables l .  Hence, with­
in-cornpany variation cannot be included in the same analysis. As long as the subject 
of the analysis is the provision of welfare benehts this problem is, however, rela­
tively limited because welfare benehts to a large extent are provided to all employees 
at companies offering such benehts, i .e. , they are collective benehts. In the case of 
old-age and disability pensions, the collective nature is due to public regulation to 
allow for tax deductions. Other benefits are provided voluntarily to all employees 
by the employer. From a methodological perspective, the collective nature of occu­
pational benehts is an imponant fact. It indicates that analyses that use the comp<UlY 
as the unit of analysis can provide a relatively correct picture of what is actually taking 
place in Norway. In other words, variation in the social policies of Norwegian hrms 
can be approached, largely, as a question of between-company variation. 

Last, individual-Ievel data will be used as disaggregated measures of com­
pany variables only to indicate if the nature ofbeneht provision varies signihcandy 
across groups of benehts . This pan of the analysis cannot give a precise picture of 

'The 1 989 ABU survey do es provide  an opportun ity to l i n k  the i nd iv idua l  and co mpany le­
ve l .  H owever, th is  s urvey on ly conta i ns i nformation on pensions and  l i fe/accident i n su ra nce 
as a measure of the dependent variab le  (welfare benefits) . 
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what goes on at the company level. Rather, it must be seen as a  indication of the 
extent to which different forces are at play in each benefit category. 

9.3 The distributiona l pattern 

As a point of departure rhis section shows some indicators of the distributional 
pattern of employee benefits in the private sector labor market. 

Previous studies (Knudsen 1 99 1 ,  see also chapter 8) have concluded that 
employee benefits can be divided into different benefit dimensjons. Hence, welfare 
benefits, traditional fringe benefits and symbolic company benefits wilI be seen as 
separate groups of benefirs. In other words, there are three dependent variables in 
the fortheoming analysis. As already note, the main foeus is on occuparional wel­
fare benefirs. 

Table 9 . 1  shows the grouping of the benefits into welfare, traditional fringe 
and symbolic company benefits. The assignment ofbenefits to gro ups is based on 
the conclusions drawn from the factor analysis of the twenty employee benefits 
registered in the 1 992 NSD survey (see chapter 8) . For each of these categories, an 
index - counting the number of reported benefits - is calculated. In the construc­
don of this index, some benefits have been given a higher value in order to 
correspond more closely to the anticipated actual or potential monetary value of 
the benefits: pensions are coded 3; free car, life and accident insurance, early retire­
ment pensions, child care, sickness benefirs, favorable loans and housing are coded 
2; and the remaining benefits have been given the value 1 .  This is, of eourse, a very 
rough weighting proeedure and is far from measuring the exaet monetary value. 
Nevertheless, it solves the problem of treating pensions as having the same value as 
free eoffee and tea. The aetual factor loadings from the analysis are not used in the 
eonstruetion of the index. This is due to the uncertainties eonneeted to factor anal­
yses based on dichotomous data (Kim and Mueller 1 978) . 

An obvious hypothesis is that the traditional fringe benefits, relative to the 
other two benefit groups, are more frequently found among high income, more 
hightly educated, white-eollar employees. This will probably also imply a distinet 
difference between men and women in the bivariate case. Knudsen ( 1 99 1 )  has, 
however, shown chat the «diserimination effeet» related to individual fringe benefits 
disappears when con trolling for a set of socio-eeonomic variables, i .e . ,  it is the sys­
tematie association between background variables and sex that creates the bivariate 
differenee between men and women. 
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Ta ble 9. 1 Three groups of employee benefits. Private sector. 

Welfare beneflts: 

* Old age pensions 

* Early retirement pension� 

* Company health services 

* 5ickness benefits 

* Life and accident i nsurance 

* Favorable (pension) loan 

* Chi ld Care 

* Extra family leave 

* Education 

* Housing 

* Company sports activities 

Maxi mum va lue on index = 1 9  

Average index score = 5,3 

Traditional fringe benefits 

*Free Car/car support 

*Free phone/support 

*Free newspapers/journals at home 

*Extended hol iday 

Maxi mum va lue on index = 5 

Average i ndex score = 0.8 

5ymbolic company benefits: 

*Free coffee and tea 

*Rebated products and services 

*Free/subs cafeteria 

*Company summer house 

*Free use of recreational faci l ities 

Maxi mum va l ue on index = 5 

Average index score = 1 .6 
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On the other hand, the benefits that are more related to symbolic company cultu­
re, such as free coffee or tea and mutual recreational facilities, must be expected to 
show less variation across employees. 

In the case of welfare benefits, the shape of the distributional pattern is more 
uncertain. Tax regulation, company culture and trade union involvement could 
point in the direction of a more equal distribution across sodal groups and between 
men and women. 

Table 9 .2 provides some indicators of the (univariate) distributional pattern 
for each index. It shows that traditional fringe benefits have a distinct distriburion, 
relative to both welfare benefits and symbolic company benefits. Traditional fringe 
benefits have a skewness more than three times that of welfare benefits and sym­
bolic company benefits . This is also clearly shown when comparing the standard 
deviation of the distriburions relative to their mean: 1 ,45 for traditional fringe ben­
efits versus .80 and .67 for the two other benefit groups. 

Ta ble 9 .2 .  Se lected measu res of u n iva r iate d istri but ion .  Th ree e m p l oyee benefit i ndexes. 
Pr ivate sector employees N=1 0 1 9. 1 992 NSD su rvey. 

Welfare benifits Traditiona l fringe Symbol ic 
ben ifits company benifts 

Min imum 0,0 0,0 0,0 

Maximum 1 7,0 5,0 5,0 

Mean 5,3 0,8 1 ,6 

Std. deviation 4,2 1 ,2 1 ,2  

Skewness 0,52 1 ,7 1  0,60 

Stdlmean 0,80 1 ,45 0,76 

Employee benefit level across employee groups 

International research on employee benefits has focused on how differences in in­
cidence can be explained by individual-Ievel factors. Human capital variables in 
particular, such as education and tenure, have been used to explain benefit distri­
butions among different kind of workers . During the last years, growing attention 
has been given to the importance of employee benefits for the earnings gap between 
men and women (Perman and Stevens 1 989) . 

Table 9 .3 gives the ave rage index score broken out by a set of variables that 
capture individual characteristics such as sex, age, education, occupational status, 
work time and wage. The average total benefit score for private sector employees is 
7.7. If only full-time workers are taken into consideration the score increases to 
8 ,5 .  The maximum total score is 29 (i .e., the three indexes summed) . In other words, 
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the average worker has access to only 27 per cent of the maximum possible benefit 

package. 
As shown in table 9.3, the sex differential varies across the benefit groups. 

In the case of symbolic company benefits, there is hardly any difference between 

men and women. In contrast, with respect to traditional fringe benefits, men's scores 

are twice that of women's. Also for welfare benefits a difference between men 

Ta ble 9 .3  Private sector emp loyees. NSD employee benefit survey 1 992. Average i ndex score 
for welfare benefit i n d ex, other benefits i nd ex a n d  tota l benefits i nd ex by i n d ividu a l  var ia-
b les .  I nd ex va l ues for fu l l-t ime employees in the private sector a re shown in brackets. 

Variable: Welfare Trad 'fringe Symb.comp. Tota l  N 

benefits benefits benefits benefits 

index index index index 

Total wage earners 5,3 (5,9) 0,8 ( 1 ,0) 1 , 6  ( 1 ,6) 7.7 (8,5) 1 0 1 9  
(780) 

Sex: 

Men 5,8 (6, 1 )  1 ,0 ( 1 , 1 ) 1 , 5  ( 1 ,6) 8,4 (8,8) 606 (563) 

Women 4,4 (5, 5) 0,5 (0,7) 1 ,7 (1 ,8) 6.6 (8,0) 4 1 3 (21 7) 

Age: 

1 6-29 3,4 (4,4) 0,5 (0,6) 1 , 5  (1 , 6) 5,5 (6,6) 287 (1 98) 

30-39 5,6 (5,9) 0,9 ( 1 ,0) 1 ,7  ( 1 ,7) 8,3 (8,7) 302 (252) 

40-49 6,4 (6,9) 1 . 1 ( 1 ,2) 1,6 ( 1 ,6) 9,0 (9,7) 238 (1 90) 

50-59 6,4 (7,2) 0,9 ( 1 , 1 )  1 , 5  (1 , 5) 8,8 (9,8) 1 39 (1 08) 

60+ 5, 1 (6,2) 0,7 (0,8) 1 ,4 ( 1 .s) 7, 1 (8,5) 53 ( 32) 

Occupational status: 

B lue-col lar  worker 4,3 (4,6) 0,5 (0,5) 1 ,3 (1 ,4) 6,2 (6,5) 391 (332) 

Lower white-col lar 4,3 (5,6) 0,6 (0,7) 1 ,7  (1 ,9) 6,6 (8,2) 293 ( 1 7 1 )  

Higher white-col lar  7 ,7 (8,0) 1 ,6 ( 1 ,8) 1 ,8 ( 1 ,9) 1 1 , 1  ( 1 1 , 6) 275 (242) 

Wage level: 

< 1 00 000 1 ,9 (2,3) 0,4 (0,5) 1 ,4 ( 1 , 5) 3,7 (4,3) 1 77 (46) 

1 00 - 1 99 000 4,4 (4,3) 0,5 (0,5) 1 , 5  ( 1 , 5) 6,4 (6,2) 400 (325) 

200 - 299 000 7,4 (7,4) 1 , 1  ( 1 , 1 )  1 ,7 (1 ,7) 1 0,2 ( 1 0,2) 272 (266) 

300 000 + 7,5 (8,2) 1 ,6 ( 1 ,8) 1,8 ( 1 ,9) 1 0,9 (1 2,0) 1 70 (1 43) 

Work time: 

Part-time 3,0 0,4 1 ,5 4,9 227 

Ful l-time 5,9 1 ,0 1 ,6 8,5 780 

Education: 

Basic edu + 1 year add. edu .  4,5 (5,0) 0,5 (0,6) 1 ,4 (1 ,4) 6,4 (7,0) 382 (269) 

2-3 year add. edu. 4,1 (5,3) 0,7 (0,8) 1 ,6  (1 ,6) 7,0 (7,7) 367 (274) 

Un iversity level 1 ( 1 -2 year) 6,6 (7,3) 1 ,4 ( 1 , 5) 1 , 9  (2,0) 9,9 ( 1 0,8) 1 20 ( 1 05) 

University level 2 (3 year +) 7,7 (8,4) 1 ,7 ( 1 ,8) 2,0 (2, 1 )  1 1 ,4 ( 1 2,3) 1 39 ( 1 22) 
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and women in benefit incidence can be found. Men have a 32 per cent higher in­
dex score than women (5,8 vs 4,4) . This difference is reduced, but not eliminated, 
when only full-time workers are taken into account. 

The variation by age is relatively limited, across all benefit categories. Re­
spondents between 30 and 60 years of age have a relatively similar benefit level. 

Variation across socio-economic variables is much more marked. Higher 
white-collar employees have a welfare benefit level i ,8 times as high as lower white- . 
collar and blue-collar employees. For traditional fringe benefits, white-collar 
employees have a benefit score 2.7 times that of lower white-collar workers. 

The same pattern is found by education and wage level: fringe benefits are 
most unequally distribured, while there are only small differences in benefit scores 
in the case of symbolic company benefits. Variation in welfare benefits falls in be­
tween these two extremes. 

9.4 Expla i n i ng company welfare benefit provision 
i n  private compan ies 

The proceeding analysis in this section will be based on the 1 99 1  MMI company 
survey covering 400 randomly selected companies with 1 0  employees or more. 

In order to conduct an analysis of company variations in welfare benefit 
provisjon, an index is constructed by simply counting the (weighted) number of 
benefits (again, the dependent variable) . The following benefits have been includ­
ed in the index: 

Tab le  9 .4 Welfare benefit i ndex construet ion.  Private sector companies 

*Old age pensions (less than 61  %=2,61 -65%=4,65%+=6) 

*Early reti rement pension 

* Accidentll ife i nsuranee 

*Fu l l  pay during periods of sickness 

*Fu l l  pay during fami ly leave 

*Extended family leave 

*Fu l l  pay during 1 4  days of paternity leave 

*Welfare leave without pay 

* Ind ividual health consultations 

*Health insurance 

*Ch i ld  care 

(permanent=3,ad hoc=1 )  

(3) 

(whole period=4, 1 4  days=2) 

(4) 

(3) 

(1 ) 

( 1 )  

(3) 

(4) 

(2) 
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Compared to the welfare index based on individual employee responses, company 
data offers the opportunity to map a broader range of benefits and to gain more 
detailed information on each benefit. Each benefit has been given a value correspon­
ding to its relative financial importance for the recipient. This means that offering 
a top private sector pension scheme with a income replacement level of 66 per cent 
is seen as the most important single benefit in the index. No doubt, offering a pen­
sions scheme is of far greater importance than, for example, guaranteeing employ­
ees full pay during the first two weeks of sickness absence. If a company offers all 
the benefits as well as the best quality in each category a total of 34 points will be 
assigned. The index is constructed to show the proportion of the maximum welfa­
re possible package that could be offered by the company. An index value of 40 
implies that the company offers 40 per cent of the potentially full welfare package. 

The company survey data show that companies vary widely in their «social 
policy» . The large variation in benefit provision is illustrated by the following: With 
an observed maximum of 88 per cent - using the index described above - the mean 
is 32 per cent, with a standard deviation of 1 82• 

From a theoretical perspective, it is interesting to assess if and how indus­
trial relations variables affect the provision of welfare benefits in the setting of a 
comprehensive welfare state with relatively centralized labor relations, as found in 
Norway. 

An indication of the impact oflabor relations variables on welfare decisions 
can be given by looking at the ave rage score on the welfare index in different sub 
groups. The concept oflabor relations is discussed in more detail in chapter 3. Here 
it should be noted that it is becoming increasingly more common to use the con­
cept labor relations to mean studies of collective bargaining, unionism and other 
aspects of the formalized interplay between employers and employees (Kaufmann 
1 993) . Theoretically, it is precisely the impact of unionization and of collective 
bargaining that is at the heart of this discussion of occupational welfare. 

Table 9.5  shows, first, that welfare benefit provision is highest in strongly 
unionized companies. The traditional difference only between unionized and non­
unionized companies, found in U.S. studies, for example, cannot be seen (Freeman 
1 984, 1 992) . 

Second, companies that conduct collective wage bargaining do not have a 
higher level of welfare provision. Rather, it is companies that conduct local negoti­
ations or have individual wage determination that are somewhat more generous than 
those taking part in centralized wage determination, where welfare benehts typi­
cally are excluded. 

2 Private com pany welfa re benefit p rovis ion .  Percent of tota l welfa re package provided by 
the company. Mean=32 Std .dev= 1 7,6  M i n=O.O M ax=87,S  
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Third, eompanies with an LO-union agreement report the same welfare level as 
companies without a eolleetive bargaining mechanism. Companies with YS/AF 
unions as their eounterpart report, on the other hand, a somewhat higher welfare 
level. This could, of eourse, be due to the fact that LO systematkally organizes 
employees in traditionally low wage industries. The effeet could therefore disap­
pear when eontrolling for sector, size and wage level in a multivariate analysis. 
Moreover, the welfare level is higher in companies with a collective agreements with 
both an LO-union and one or more eompeting unions. 

The central goal of this analysis is to see if, and how, the social policy of the 
firm can be significantly influeneed by factors other than those emphasized in stand­
ard price theory - in other words, by faetors internal to the firm. A conceptual model 
of differences in company provision of employee benefits concluded the diseussion 
in chapter 7. 

The model contained five sets of variables, namely: 

1 .  Union strength and type 

2. System of eolleetive bargaining 

3. Employee structure 

4. Company characteristics; personnel policies and structural variables 

5 .  Direct wage level 

A mulitivariate model provides an interesting opportunity to estimate the control­
led impaet of eaeh of these variables, with each measuring a different aspect of the 
labor relations system; i .e. , it is only the direct effeets that will be made subject of 
test. 

In this analysis, unionization will be quantified by the following variables: 
The first is the pereentage of the company workforce that is unionized (Union: 0-
1 00) . The second eaptures the characteristics of the union eounterpart: no union 
counterpart, an LO union as the only eounterpart, a union outside the LO family, 
or negotiation conducted with two or more unions from different federations when 
deeiding compensation strategies (i .e. , 3 dummy variables: LO, Ouni, Ucom; with 
no union =0.) 

System of collective bargaining is measured by two dummy variables. To­
gether they measure if wage determination is eonducted individually, collectively 
at the local level or collectively at central ievel (i .e., 2 dummy variablcs; Centwage 
and Locwage; with individual bargaining=O) . 
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Theoretically, these variables test the impact of institutional variables on remune­
ration policies . Moreover, the analysis attempts to go a step further than traditio­
nal analyses of the union effect (comparing unionized/nonunionized firms or sec­
tar of the economy) by including more detailed measures of the nature of unions 
and of the bargaining system. 

The importance of labor relations in Norwegian private sector companies 
(more than 1 0  employees) can be shown by the following figures from the 1 99 1  
MMI survey: 63 per cent of the companies are members of an employers associa­
tion, either NHO (43 per cent) or an independent association (20 per cent) . 
Moreover, 6 1  per cent of the companies report that their employees are member of 
a union. In as much as 38 per cent of all companies, more than 75 per cent of the 
staff is organized. The nonunionized companies are mainly small and are primari­
ly found in retail and services. 

The high level of collective wage determination is clearly illustrated by the 
fact that 73 per cent of the companies determine wages through a system of collective 
bargaining. Compared with a presence of unions in only 6 1  per cent of the com­
panies we can conclude that a num ber of companies pay wages according to 
contractual agreements without conducting direct negotiations. These are primarily 

Tab le  9 . 5 .  The structure of labor re lations. Welfare i ndex score. M M I-com pa ny survey. 1 99 1  

Union density 

O 
1 -75% 

75+ 

Employer organization 

NHO 

Other org. 

Non 

Wage determination 

Individual 

Loca l, col lective 

Centra l, col lective 

Union counterpart 

None 

Only LO-union 

Only other un ion 

Union competition (LO+) 
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Index score N (Weighted N) 

31  1 03 ( 1 54) 

29 138 (1 33) 

40 1 52 (1 07) 

32 205 ( 1 74) 

33 81 (81 )  

32 1 1 1  ( 1 45) 

34 83 ( 1 1 2) 

35 245 (20 1 )  

26 68 (83) 

3 1  1 33 ( 1 85) 

29 1 48 (1 24) 

38 71 (68) 

43 51 (25) 



smaller firms, most of ten found in hotel and restaurants, retail and other services. 
It it interesting that among firms using collective wage determination, 7 1  per cent 
conclude collective agreements on the local level. 

LO unions are most frequently found as the formal counterpart in collec­
tive bargaining. Among firms reporting to have a collective wage agreement around 
60 per cent of these have LO-unions as their counterpart. It is, however, only 3 1  
per cent o f  the companies that have an LO union as the only counterpart. 

The employee structure or the internal iabor force structure is measured 
as: the percentage of employees with higher education (Edu) and the percentage of 
trained workers (Twor) . These two variables measure in different ways the compa­
ny's employment of workers who are hard to replace because of education or 
experience and competence. Hence, employers would want to use benefits to re­
tain these workers. And, more highly educated workers might demand employee 
benefits more strongly than do others. A measure of recruitment problems is also 
included to see if welfare benefits are used directly, as often anticipated, to attract 
employees to the company (rec: O-I) .  This variable is coded l when management 
reports that the company has had significant problems recruiting qualified labor. 
From the human capital perspective, employee benefits would typically serve as a 
tool for recruiting and retaining certain groups of employees. 

Moreover, the percentage of women in the workforce (Wom) is included to 
cap ture the impact of female dominance in the work place. In addition, an inter­
action term is constructed to measure the impact of both having a high level of 
female employees and a high rate of part-time workers. The variable is created by 
multiplying the percentage of wc;>men in the workforce by a dummy variable that 
indicates a relatively high level of part-time work (30 per cent+= 1 )  in the compa­
ny (WonIn) . This variable has a high score when a large proportion of the workers 
are women and a large share of them work part-time, i .e . , only a large number of 
full-time female employees is given the value o. The basic assumption is that it is 
the combination of part-time work and female dominance that reduces the labor 
force pressure for increased welfare efforts rather than the existence of a high pro­
portion of female employees per se. 

Theoretically, a relationship between level of education and training, as well 
as gender structure, can indicate that welfare arrangements are used systematically 
to retain and attract certain groups of employees. Moreover, it points to the im­
portance of employee demand for increased welfare efforts. 

Company characteristics is a category that contains company personnel 
policies, structural factors and market conditions. Company personnel policies are 
measured by including two indicators of formalized personnel management: first, 
the existence of a personnel department (Pdep: O-l)  and, second, the existence of 
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a personnel handbook in the company (Phand: 0-1 ) .  These are, of course, only 

rough measures of personnel management. Even so, including these variables of­
fers an indication of whether or not formaIized personnel management, typical for 
internal iabor markets, contributes to an explanation of welfare policies at the com­
pany level. According to the discussion in chapter 7, a possible hypothesis is that 
institutionalization of personnel management as such can contribute to increased 
welfare effofts by the company. The goal of human resou

'
rce managers to create po­

sitive employment relations could increase their interest in beneBts that have strong 
symbolic importance, typically welfare beneBts. Moreover, professional human 
resource managers are more likely to be educated in areas connected to insurance 
and welfare beneBts. Of course, the institutionalization of personnel management 
is correlated with the size of the company. An interesting possibility for a multiva­
riate test, therefore, is to see if personnel departments have a signiBcant impact on 
benefit level after controlling for company size. On the other hand, increasing 
welfare effofts by a company could give as a result a need to instimtionalize per­
sonnel management, hence the causal nature of the relationship is somewhat un­
certain. 

Foreign ownership is also included to see if having a different management 
culmre has an impact on welfare decisions . It is indicated by companies' answer­
ing that they have a foreign mother company owning more than 50 per cent of the 
firm (owner:O-l ) .  Ownership has been found to have an effect on direct and indi­
rect remuneration. In the Norwegian setting, it couid be that foreign companies 
import remuneration policies developed under different economic and political 
settings. 

Structural factors are speciBed through a set of variabIes: industry is divid­
ed into other private services (O) ; manufacturing and min ing (man) ; retail, hotel 
and restaurants (ret) ; and banking, insurance and finance industries (finan) . Com­
pany size is measured as the number of employees, logged (size) . The number of 
employees is of ten shown to have a strong impact on remuneration and other com­
pany policies (Brown, Hamilto, Medoff 1 990, Evans and Leigthon 1 989) . There 
is, however, reason to believe that the size effect will disappear when controlling 
for the system of labor relations and personnel policies . In other words, it is not 
the size itself that has an impact, it is the nature oflabor relations in these large firms 
that matters. 

As a measure of external economic conditions that the company is facing, 
two variables are included in the analysis: management's self-reported view on 
whether the company is faced with strong market competition or not (Mcom:O-
1 )  and whether the economic conditions during the last five years are better than 
average in that industry (Econ:O-l ) .  

272 



According to traditional economic theory, strucrural variables would explain remu­
neration policies rather than the institutional characteristics of a company. 

Finally, the average wage level (wage) is included in the analysis to provide 
a control for the impact of wage level on welfare provision. According to econom­
ic theory, compensation wiil tend to equal the marginal productivity of each worker. 
The form that the wage comes in - i.e. ,  direct or indirect - is, in this respect, of no 
importance. The basic point is that a worker will always finance welfare benefits 
through a reduced direct wage. This implies that a positive association between the 
direct wage level and the benefit level cannot be interpreted as if the tradeoff do es 
not exist at the individual level. From a policy perspective, a positive correlation 
between direct wages and welfare benefits provides us, nevertheless, with knowl­
edge about the final distributional result of the remuneration process. 

The model of a company's welfare level can be specified the following way: 

y= a + b l  Wage + b2Man + b3Rec + b4Mcom + b5Ucom + b6Econ + b7Twor + b80uni + 
b90wn + b l OPdep + b l I  Cent + b l 2Womln + b l 3Phand + b l 4Edu + b l  5 Finan + b l 6Uni + 
b l 7Ret + b 1 8 S ize + b l 9Wom + b20Loc + b2 1 LO + e 

Where: 
y = welfare benefit index (0-1 00) 
Wage = Average wage level (categorical) 
Man = Manufacturing, mining industries ( I -O) 
Rec = Recruitment problems ( l -O) 
Mcom = Strong market competition ( I-O) 
Ucom = SeveraI unions as contractual counterparts ( l -O) 
Econ = Economic conditions last five years over average in industry ( l -O) 
Twor = Per cent trained workers 
Ouni = Other union federation as only counterpart ( I-O) 
Owner = foreign ownership ( 1 -0) 
Pdep Personnei department ( 1 -0) 
Centwage = central wage deterrnination( l -O) 
Womln = Per cent women* l if women part-time 30 per cent+ (0- 1 00) 
Phand = Personnei handbook ( I -O) 
Edu = Per cent employees with higher education (0- 100) 
Finan = Banking, insurance and financial industries ( l -O) 
Union = Per cent union members (0- 1 00) 
Ret = Retial, hotel and restaurant industries ( l -O) 
Size = number of employees (In size) 
Wom = Per cent women in workforce 
Locwage = local wage determination ( l -O) 
LO = LO-union as only counterpart ( l -O) 

273 



The analysis is conducted through a multivatiate OLS regress ion model. As noted, 
the dependent variable is the score on the welfare index; it ranges from O (if no 
benefits are offered) to 1 00 (if all possible benefits are offered) , Le., it measures the 
percenrage of the maximum benefit package offered by each company. 

Despite the relatively broad measures, the model explains as much as 45 per 
cent of the variation in the welfate index. On the other hand, because this is a 
company-Ievel analysis of typical collective welfare benefits, a relatively high R 
squared would be expected. 

First, unionization - the percentage of the workforce that is unionized -
shows a positive and significant impact on welfate benefits, after controlling for other 

Table 9 .6 .  OLS reg ress i on m ode l .  Dependent : index of the provis ion of we lfare benefits . 
Unstandard ized coeffic ients (B) and standardized coefficients (BETA) 

Per cent Union ized (Un ion) 

Local Wage Sarg. (locwage) 

Central Wage Sarg. (Centwage) 

lO-union counterpart (LO) 

Other Union counterpart (Ouni) 

Competing unions (Ucom) 

% women in workforce (Wom) 

% women*high part-time (Womln) 

% h igh education (Edu) 
% trained workers (Twor) 

Recruitment problems «Ree) 

Person nei Department (Pdep) 

Person nei handbook (Phand) 

Foreign ownersh ip (Owner) 

Manufactur ing (Man) 

Retail, hotel etc. (Ret) 

Finance, Bank, etc (Fi nan) 

Number of employees (Size) 

Economic cond . + average (Econ) 

Strong Market Competition(Mcom) 

Average wage level (wage) 

(onstant 

R Squared adjusted .45 

N = 400 
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B Beta Sig T 

. 1 2  .28 .00 

-7.30 -.20 .01 

-9.73 -.20 .00 

-5.80 - . 1 6  .04 

.32 .01 .92 

-4.1 3  -.08 .26 

. 1 0  . 1 5  .02 

20.25 - .27 00 

.06 .06 .26 

.05 .09 .06 

-3.44 -.07 . 1 3  

3.62 . 1 0  .08 

3.92 . 1 1 .04 

2.7 1 .05 .3 1  

- 1 .42 - .04 .50 

-2 .89 -.07 .23 

1 2. 1 5 . 1 6  .00 

1 .40 . 1 1 . 1 0  

88 .02 .60 

76 .02 .66 

2 .63 . 1 7  .00 

1 6.41 .00 



variables. The level of unionization produces the strongest effect in the model. As 
unionization increases, welfare benefit levels increase, all else constant. In other 
words, the unionization effect found in U.S. research can also be found in this Scan­
dinavian welfare state setting. 

Second, the system of collective bargaining also influence the level of wel­
fare benefits found in private sector companies . Both central and local wage 
determination have significant independent negative effects on welfare provision. 
For companies with central wage determination, the welfare benefit package is ten 
per cent lower, all else constant. In other words, with unionization held constant, 
companies with individual wage bargaining have a higher level of benefits . (When 
unionization is excluded from the analysis, the effect of local wage bargaining be­
comes positive, while centralized bargaining's is still negative.) 

Somewhat more surprising is the faet that having LO as a contractual co un­
terpart shows a significant negative effect, all else equal. In other words, LO unions 
are less active or less successful in gaining occupational welfare benefits . This result 
may indicate that welfare strategies vary across unions depending on their identifi­
cation with traditional sodal democratic values. A possible explanation is that 
independent unions and unions in other confederations traditionally put less weight 
on broad societal considerations and that they have a more relaxed view on differ­
ences in remuneration than to LO unions. 

Third, it also turns out that certain aspects of the employee structure, or 
workforce structute, have an effect on welfare decisions. The second strongest in­
dependent effect is found when companies have both a high proportion of women 
in the workforce and a large number of them are working part-time. In other words, 
there is a strong negative effect of female part-time work on welfare benefit level. 
Interestingly, the proportion of women in the workforce has a positive effect on 
beneflt levels when the interaction variable is included in the modeP. If the inter­
action variable is removed from the model, explained, variation is reduced to 40 
per cent and the significant positive effect of the percentage of women in the work­
force disappears . The other effects in the model are unchanged. 

One should also note that there is no effect of high er education, in this 
model. A step-wise procedure shows that the effect of education disappears, when 
controlling for the wage level. Neither is there a significant effect of trained workers 
in this model. Moreover, we do not flnd an effect of having had recruitment prob­
lems. This could be because pensions and other welfare benefits are not used as a 
response to short-term variation in recruitment problems. 

Fourth, some company characteristics appear to influence welfare benefit 
decisions at the company level .  Both indicators of a formalized personnel 

3The re is no multicol i ne arity between these two variab les. Pearsons r i s  .63. 
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management have a positive effect on welfare benefit provision. Only one of these, 
however, shows a significant effect after control for other variables. In a model that 
also includes size of the company, this can indicate that the institutionalization of 
companies in itself creates a basis for a higher welfare effort at company level. In 
other words, companies do not just respond to union pressure and employee de­
mand. A driving force can be found among professional human resource managers 
also in a societal setting of generous public welfare benefits. The analysis does not, 
however, confirm the hypothesis that foreign-owned companies have a different 
benefit policy because of the import of management cultures and policies. 

In addition, the analysis shows that external market variables and structural 
conditions exert only small effects on the welfare level. No significant differences 
can be found between benefits in industries such as manufacturing and mining, nor 
in retail, hotel and restaurant services, when compared with those in «other private 
servkes» ,  In contrast, the banking, insurance and finance industries show signifi­
candy higher welfare levels, all else constant. In this industry, the welfare package 
is 1 2  per cent higher, all else equal. This result points to the existence of a separate 
culture or tradition in finance industries of us ing welfare benefits as an important 
remuneration strategy. As reported in chapter 4, banking was a pioneer in offering 
occupational pensions in the late 1 9th century. 

Company size has been put forward as a variable of significant importance 
for the functioning of companies (Brown, Hamilton and Medoff 1984,  Evans and 
Leigthon 1 989) .  As in other countries, larger companies in Norway provide more 
benefits to their employees than do smaller ones. It is interesting to see that this 
analysis shows that company size has no significant independent effect on welfare 
levels when controlled for the impact of other variables. This provides support to 
the theory that it is not the size as such, but other aspects of companies that ex­
plain why large firms develop different systems of remuneration and rewards than 
do small companies. 

Neither level of market competition, nor economic conditions show a di­
rect significant effect on the number of welfare benefits provided. This could, of 
course, be explained by the fact that these variables only provide approximate meas­
ures of market conditions. Or, that Sørensen ( 1993) is right when arguing that firms 
are not fully structured by external market forces. And, of course, the lack of direct 
effects of economic conditions and market competition can also be explained by 
the fact that welfare benefits are hard to change once introduced. To some extent, 
they are the res ult of a longer historical developmem and can only partially be ex­
pected to respond to short-term fluctuations. Welfare benefits are probably a more 
inflexible element than direct wage in the total remuneration package. 
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Furthermore, there is reason ro believe that the effects of internal variables, such as 
unionization, are mediated through external market conditions. It is, however, hard 
to find evidence of interactions whereby economic conditions or the level of mar­
ket competition significantly change the impact oflabor relations on welfare bene­
fit level. Companies with an economic above-average situation in the industry tend 
to have somewhat higher welfare levels. Even so, there is no support for the hy­
pothesis that the effect of unionization or personnel departments is stronger in 
companies with a favorable economic situation than in other companies. This res­
ult can be explained by the quality of the data, and should therefore be made sub­
ject for further inquiry. (The regression models used to test for interactions, in a 
separate analysis that included multiplicative terms, are not presented since they did 
not show any different results) . 

Finally, average wage level has a strong significant (positive) effect on the 
welfare level. That clearly illustrates that high wages and high levels of welfare ben­
efits go together. This effect should, however, not be seen as a proof that welfare 
benefits are not paid by reduced direct wages. Even so, from a policy perspective, 
it is important to clarify the relationship between direct and indirect wages. 

Taken together, this analysis indicates that factors internal to the firm exert 
significant effects on the range of benefits provided at the company level4• This is 
interesting in itself. According to traditional economic theory, remuneration deci­
sions would be explained by characteristics of the workforce (education, skill and 
so forth) and the economic conditions of the firm. Instead, this analysis points to 
the importance of institutional facrors, such as unionization, type of union co un­
terpart, the extent of female part-time work, the institutionalization of personnel 
management along with average wage level in explaining variation in welfare ben­
efit levels found in private sector companies in norway. 

9.5 A mutua l underlying logic in benefit provision7 

This section addresses the question of how the process of benefit provision varies 
across groups of benefits. Based on both the theoretical discussion and on the fac-

4 It shou ld be recog n ized that emp loyee welfare benefits cons ist of a n u m ber  of varied be­
nefit types, from pensions to day care. Thus, it is i nterest ing to see that when log ist ic  regress­
ion i s  used to ana lyze if com pa nies provide pensions a nd fami ly  related benefits - measu red 
as two d ichotomous dependent var iab les - the key fi nd ings lend support to the main con­
dusions d rawn from the a n a lysis of the whole range of welfare benefits. In the case of fa mi­
Iy-rel ated benefits, recruitment problems a l so have a s ign ificant effect o n  the proba b i l ity 
that these benefits a re offered. 
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tor analysis in chapter 8, it is reasonable to expect significam differences in benefit 
provision across benefit groups . The pattern of these relationships is, however, more 

uncertain .  There is reason to believe that factor related to unionization and bargain­

ing systems do not have a strong impact on benefit types other than welfare benefits. 
Moreover, the effect of variables such as wage and education are probably very dif­
ferent when we compare individual fringe benefits and symbolic company benefits. 

The individual-Ievel dataset offers the opportunity for conducting multi­
variate analyses on different groups of benefits. The problem is, as discussed in 
section 9.2,  that diasaggregating all variables to the level of the individual does not 
provide insights into the actual pro cess at the company level. Furthermore, when 
it comes to benefit groups other than welfare benefits, intern al exclusion must be 
expected to be important. As a consequence, a multivariate analysis should be in­
terpreted with caution. The results cannot be seen as providing a causal explanation 
of why some employees have more benefits than others. 

Even so, this analysis provides an opportunity to assess if there are system­
atically different distributional processes across benefit groups. A multivariate 
analysis on individual-Ievel data shows, at least, the predicted effect of both indi­
vidual and company variables on benefit levels, rather than offering a complete 
analysis as to how individual- and company-based decisions interact to determine 
the distributional outcome. 

Compared to previous research, the importance of this analysis is the com­
parison across the three groups of employee benefits: welfare benefits ,  traditional 
fringe benefits and symbolic company benefits. Moreover, a larger number ofben­
efits are included among the dependent variables . And last, the model introduces 
institutional variables that cap ture both personnel management and industrial re­
lations systems to a larger extent than traditionally found in these types of analysis. 

The dependent variables used are the indexes that indicate the (weighted) 
number ofbenefits in each category: welfare benefits, traditional fringe benefits and 
symbolic company benefits (see table 9 . 1 ) .  

The first group of  independent variables includes measures of  individual 
characteristics 

'
of wage earners: sex, age, education, work time and occupational 

status. Education is divided into 4 categories5• Work time differs between full-time 
(35 hours or more) and part-time (part-time is coded as 1 ) .  Occupational status 
is divided into three categories: blue-collar workers, lower white-collar and high­
er white-collar and is included as two dummy variables (lower and higher 
white-collar) . In addition to these variables, hourly wage is included in the model. 
This variable is constructed on the basis of self-reported yeady pay and number of 

5 1) Bas ic year of schoo l ing+ 1 year. 2) 2-3 years of supplementa ry educat ion.  3) U n iversity 
level i ( 1-2 years) . 4) U niversity leve I 1 1+ (3 years or more) 
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hours worked per week. (Average index scores by the�e variables are shown in table 
9.3) . 

The industrial relations variables are: membership in a trade union, the sys­
tem of wage determination and the use of local wage bargaining. Trade union 
membership is indicated as: being unorganized; being a member of a union affili­
ated with the LO federation; or being a member of an independent union or a union 
affiliated with other national federations (YS/AF). The union variable is entered into 
the model as two dummy variables (unorganized=O) . The wage system variable 
captures whether or not the company conducts collective wage bargaining (collec­
rive wage bargaining= 0, while a final variable measures if wage negotiations are 
conducted locally. rather than centrally (locally= l) .  In addition, variables indicat­
ing organized personnel management6 and being part of a larger corporation is 
included. The average index score across industrial relations and structural varia­
bles is shown in table 9 .8  at the end of this chapter. The bivariate results show that 
union members have more welfare benefits than nonunion members. Members of 
YS/ AF and independent unions have, however, a relatively higher benefit level than 
do LO union members. In the case of traditional fringe benefits, it is LO union 
members who have the smallest number of benefits; this is also the case for sym­
bolic company benefits. When wage determination is conducted only individually, 
the level of traditional fringe benefits is higher than when conducted collectively. 
For welfare benefits the most important difference is found when wage bargaining 
takes place locally rather than centrally. 

Last, a set of structural variables are included in the model: the number of 
employees at the respondents' workplace, and industry. The number of employees 
is the natural log of employees. Industry is divided into four categories, included 
as three dummy variables: «manufacturing and mining», «retail, hotel and restau­
rant», «banking, insurance and other financial services» and last «other services» 
(Other services is coded O) . The bivariate figures show (rable 9 .8) th�t both welfare 
benefits and traditional fringe benefits increase with company size. For all three 
benefit categories, benefit levels are highest in banking, insurance and other finan­
cial services . 

Table 9.7 shows the regression coefficients (B) and the standardized coeffi­
cients (BETA) when all the independent variables -are regressed for the three benefit 
groups. 

The first question to be asked is whether this model of welfare benefits pro­
duces results that are consistent with the conclusions drawn from the company­
level analysis. Thus, the analysis here focusses on differences a,ross the three mo­
dels. Results show that in the case of welfare benefits, the model provides a relatively 

6Th i s  var iab le  equa l s  1 if the company has  a separate personnei  department and has d i stri­
buted a personne l  handbook.  
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good fit to the data; explained variation is as high as 5 1  per cent. For the two mo­
dels that compare benefit gro ups the model fits the data somewhat less : 33 and 22 
per cent. 

Table 9 .7 .  OLS-regress ion.  Welfare benefits, traditiona l  fringe benefits and symbol ic company 

benefits U nstandard ized coefficients (B) and standard ized coefficients (B ETA) 

Traditional fringe 5ymbol ic company 
benefits benefits 

Independent variables: b BETA b BETA 

Education . 1 8  .06 .07 .08* 

Sex -.20 -.02 .29 . 1 1 ** 

Age .04 . 1 1 ** .01 .06 

Wage .01 .21 **  .01 .20**  

Lower w.col lar .99 . 1 1 **  . 1 9  .07 

High.  w.col lar 1 .40 . 1 5**  .73 .27**  

Part-time -1 .3 - . 1 2** -. 1 9  -.06 

LO-union .02 .00 - . 1 2  -.04 

Other union affi l i  .97 .09** -. 1 4  .04 

Bargai ning level .77 .09** .02 .01 

Wage determ. system . 1 6  .02 -.40 -.20**  

Part of  corporation .60 .07** . 1 9  .08** 

Company size .43 . 1 5** -.07 - 1 1 ** 

Person nei managem. 1 .85 .20**  . 1 1 .04 

Retai l  -1 .0 -.09** .04 .01 

Manufacturing -.33 -.04 .02 .01 

Fi nance 1 .06 .05* -.03 -.01 

Constant - 1 .96 -0. 1 0  

R 5quared .51  .33 

N 847 847 

*Coefficient is s ign ificant at the 5 per cent confidence level 
* *Coefficient is s ign ificant at the 1 per cent confidence level 
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Welfare benefits 

b BETA 

.07 .08* 

-.27 -. 1 0** 

.00 .05 

.01 .09**  

. 1 3  .05 

- .08 -.03 

- . 13  -.04 

- .08 -.03 

-.04 -.01 

.21 .09**  

- .21 - .08* 

.47 . 1 9** 

. 1 0  . 1 5**  

.40 . 1 5* *  

. 1 9  .06 

-.25 - . 1 1 ** 

.39 .08* 

.97** 

.22 
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Welfare benefits 
The results on welfare benefits support the main conclusions drawn from the pre­
vious analysis, based on company-Ievel data: 

First, the analysis indieates that the provision of occupational welfare is af­
fected by trade unions and by collective bargaining. When the union variable is 
divided into nonorganized, LO union, and member of other union federation, it 
is members of either independent union or the YS/ AF federation that have a sig­
nificantly higher benefit scores. This is surprising, since it seems that the somewhat 
lower welfare benefits level arnong LO-members could be explained by the strong 
LO hold on low wage workers in manufacturing, rather than by a different social 
policy than that found in other unions . However, this result lends support to die 
conclusion that welfare strategies vary across unions depending on their identifi­
cation with traditional social democratic values. 

Second, local wage bargaining rather than centralized bargaining has a pos­
itive effect on the number of welfare benefits offered to employees, lending further 
support to the results found when analyzing company-Ievel data. In both models, 
centralization of wage bargaining has a negative effect on the benefit level. On the 
question of individual wage bargaining, the results differ. In the company analysis, 
a positive effect was found from individual wage determination. This is not the case 
based on individual-Ievel data. This divergence can hardly be explained by substan­
tial arguments. It is, however, reason to believe that company data measure these 
issues more accurate than individual level data. 

Third, characteristics of employees have a significant impact on welfare 
benefit remuneration. The observed (bivariate) difference between men and wom­
en in benefit incidence disappears after control for work time, wage level and so 
forth. As in the company study, it is part-time work that contribures to a reduc­
tion in the benefit level. Moreover, higher occupational status corre1ates with a higher 
welfare levels, all else equal. 

Fourth, characteristics of the company where the individual wage earner is 
employed have an impact on the welfare benefit level. As found in the company 
data, the existence of formalized personnel management has an independent positive 
effect on the social policy of the firm. Ifa company has formalized personnel man­
agement, the welfare benefit score increases by nearly two points . 

In addition, company size and being part of a larger corporation both have 
positive independent effects on the provision ofwelfare benefits . This is not the case 
when conducting multivariate analysis of company data. Hence, the re can be some 
uncertainties about the magnitude of a separate size effect on welfare benefits. It 
does, however, seems reasonable to put more weight on the company data in which 
other institutional aspects of the company can be more precisely measured. 
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Furthermore, it is important to note that remuneration traditions differ across in· 
dustrial sectors. Respondents employed in banks, insurance companies and other 
financial services have higher welfare benefit levels than do other employees, all else 
constant. On the other hand, employees in retail, hotel and restaurants are offered 
relatively fewer benefits - a result also found in the analysis based on company data. 

Finally, a higher wage level is independently associated with a higher wel· 
fare benefit level. The fact that employee welfare benefits and high wages are 
positively related does not necessarily imply a positive causal relationship. Economic 
theory predicts that «that workers pay for their fringe benefits through lower wag­
es than they would otherwise receive» (Flanagan et. al. 1 989 :246) . American studies 
indicate that there is a tradeoff between wages and pensions. To what extent this 
tradeoff exists in a Norwegian setting is uncertain. The very low knowledge that 
exists and the lack of reliable data could point in the direction of a relatively weak 
- but important nonetheless - tradeoff in the Norwegian labor market. 

In conclusion, the findings on welfare benefits that are based on the indi­
vidual-Ievel data are basically consistent with those from the company-Ievel analysis. 
Institutional arrangements, such as collective wage bargaining, union involvement 
and formalized personnel management have succeeded in altering the face of the 
labor market based welfare arena in Norway. Even so, welfare benefits are still pro­
vided more of ten to white-collar, high wage employees. 

Com paring the three models 

When we compare the three models, this analysis suggests (not surprisingly) that 
the underlying distributional process is very different across these benefit groups. 
An important conclusion is, therefore, that employee benefits - or fringe benefits 
as they are frequendy called - should not be regarded as a single mechanism of re­
muneration. Rather, employers have a number of very different indirect 
remuneration strategies that they can apply to reach their policy goals. Of course, 
the next question to be asked is: how do the effects of the different groups of inde­
pendent variables vary across the benefit groups? 

The most important differences 

In sharp contrast to welfare benefits, traditional fringe benefits (such as free car, 
phone and newspapers) are more strongly affected by individual characteristics . 
While gender has no impact on welfare benefits, a positive effect on traditional fringe 
benefits is found after control for other variables; i .e. ,  men get more fringe benefits 
than do women. with other variables held constant. In the case of symbolic com­
pany benefits, the effect of gender is negative - a somewhat surprising res ult since 
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one might expect that there would be no independent effect of sex. This res ult in­
dicates, nevertheless, that symbolic employee benefits such as rebated products and 
services, free coffee and tea are systematically used as a remuneration strategy for 
women. 

Moreover, occupational status has a positive effect on welfare benefits, and 
an even stronger positive effect on traditional fringe benefits . Especially higher 
white-collar employees have a significandy greater number of traditional fringe 
benefits. As expected, there are no differences in symbolic company benefits due 
to occupational status. . 

Age, on the other hand, has no effect on traditional fringe benefits and sym-
bolk company benefits, while there is a positive effect on welfare benefits . 

. 

Wage level has a positive effect in all benefits groups. The effect is, as ex­
pected, clearly smallest in the case of symbolic company benefits. As a part of the 
remuneration system, all employee benefits contribute to a widening of wage dif­
ferences compared to a comparison of direct wages . One should take into 
consideration that the dependent variable does not measure the actual costs of each 
benefit. To the extent that wage earners in higher income brackets receive benefits 
with a higher value (for example, in the case of pensions) the effect of the direct 
wage is underestimated in this analysis. 

Also as expected, union membership has no effect on the level of tradition­
al fringes or on symbolic company benefits. However, the level of traditional fringe 
benefits is significandy higher when wage determination is done individually. 

It is also interesting that company size actually has a negative effect on the 
level of traditional fringe benefits, while being part of a larger corporation has a 
positive effect. This indicates that individual remuneration through the use off ringe 
benefits is a management instrument used independent of company size. 

As could be expected, formalized personnel management also has an impor­
tant positive effect on symbolic company benefit provision, while there is no effect 
on traditional fringe benefits. Moreover, company size also contributes to a posi­
tive shift in symbolie benefit level. 

Taken together, the analysis of symbolic company beneflts and traditional 
fringe benefits shows that the underlying process is very different. Benefits such as 
company summer house, rebated products and services, free or subsidized cafete­
ria, are more frequendy offered to employees working in large companies that are 
part of bigger corporations with formalized personnel management. Traditional 
fringe benefits, on the other hand, are positively associated with individual wage 
determination, occupational status, wage level, sex and education. 

Compared to welfare benefits, the differences are striking. Both traditional 
fringe . benefits and symbolic company benefits are governed by distinct underly­
ing logics, compared with welfare benefits. This is panly because they serve different 
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purposes as management tools, and partly because employee demand and union 
involvement differ significandy. 

9.5 Conclusion - the social pol icy of the Norweg ian 
firm 

There are large differences across companies in their sodal policy, resulting in sig­
nificant differences in benefit levels across employee groups. 

The analyses of both company- and individual- Ievel data lend support to 
the conclusion also found in a growing number of international studies that con­
clude that the firm matters in remuneration dedsions. According to this analysis, 
the contents of the invisible handshake between employers and employees over 
welfare benefits in Norwegian companies can be divided into different elements: 

First, the establishment of formalized personnel structures increases the prob­
ability that companies will provide a broader range of welfare benefits to their 
employees. Professional human resource managers can use welfare benefits to gain 
results mainly from improved employee moral and productivity and favorable im­
ages in the community. Of special importance is the possible symbolic function 
attached to occupational welfare as a form of remuneration. Precisely because wel­
fare benefits supplement the public system, they can profit from the norms of 
security and justice attached to the public schemes. These findings stress the possi­
ble independent role played by the values of top managers and resulting 
organizational cultures. Whatever argument is used, it is clear that the provision of 
welfare benefits in an internal market setting cannot be fully explained by economic 
variables , bur must be supplemented by sodological and psychological 
considerations . 

Second, offering welfare benefits could allow the firm to attract and retain 
certain kinds of employees. This human capital perspective finds some support in 
the analysis through a significant effect of labor force structure on welfare level. 
Everything else constant, pensions are more frequendy offered in companies with 
a highly educated workforce and a higher wage level. From this perspective, it is 
especially interesting to see that a high level of female employees have a positive effect 
on welfare provision. In addition, female employment in combination with part­
time work have a strong negative impact on the social policy of the firm, all else 
constant. This indicates that employee demand can be important as a pressure for 
the introduction of welfare benefits. Highly educated full-time employed workers 
can put stronger pressure on employers to increase their welfare efforts. Of course, 
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one cannot conclude that these relationships indicate either employee demand or 
employer-motivated human capital efforts. 

Third, it is uncertain to what extent company size has a significant 
independent effect on welfare levels. Large companies tend more than others to 
contain elements such as unions, formalized personnel structures and so forth. When 
controlling for such factors, the effect of size disappears in the company study. In 
other words, size has an impact on remuneration results primarily through other 
mechanisms. 

Fourth, this analysis indicates that the social policy of the firm can only be 
understood as the combination of employer HRM strategi es with union pressure 
and collective bargaining. Employers adjust their welfare strategies when unions 
enter the picture, which res ult in different welfare levels and measures than would 
be the case in the absence of unions. This study supports conclusion drawn by, 
among others, Freeman ( 1 992) based on U.S. data. In other words, social partner­
ship unions and business unionism reveal common behavior at the local level. 
Business unions are traditionally seen to choose occupational welfare arrangements 
as their preferred strategy for welfare improvement. In the Norwegian labor mar­
ket, unions have also involved themselves actively to increase the welfare efforts on 
the company level, despite a very different public welfare state system surrounding 
the private sector companies. One could ask if company-based occupational wel­
fare benefits function as a valve for union local activity in a highly centralized 
collective bargaining system. On the other hand, the fact that professional unions 
have engaged themselves more actively in occupational welfare issues than have LO­
unions indicates that political loyalty actually does play a role when deciding upon 
union action at the local level. 

Fifth, the system of wage determination is of imponance for the social pol­
icy of the firm. The difference is not, as traditionally argued, between collective and 
individual wage determination. Rather, it seems that companies with centralized 
wage determination offer less than others . In other words, decentralization of wage 
determination, including elements of individual wage bargaining, seems to trigger 
a greater emphasis on company-based welfare arrangements as a remuneration 
mechanism. 

Sixth, firms that have a high average wage level offer, all else constant, a 
broader range of welfare benefits to their employees. The com bi nation of high wages 
and generous welfare policies is a characteristic of internal labor market in large­
scaIe, more profitable firms. It indicates that the answer to Freeman's ( 1 992) question 
- do different personnel practices tend to work as a package? - is yes . Positive la­
bor relations involves both high wages and good beneRts. 

Finally, a comparison of the three benefit groups indicates that the distri­
butional logic is distinctive in each benefit category. In other words, employee be-
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nefits should not be seen as constituting a single phenomenon governed by a com­
mon dedsion-making process. The effects of both individual characteristics and 
institutional variables vary across benefit groups. While there is no effect of sex on 
the provision of welfare benefits, a discrimination effect is found for traditional 
fringe benefits. In the case of symbolic company benefits sex has a negative impact, 
i .e. , women are more frequently offered rebated products and services, free coffee 
and tea. 

Moreover, industrial relations variables have very different impacts by be­
nefits group. Unionization has a positive effect on welfare benefit provision and no 
effect on either traditional fringe benefits or symbolic company benefits. In additi­
on, formalized personnel management increases the possibility that welfare bene­
fits and symbolic benefits are provided, while there is no effect on traditional frin­
ge benefits. 

Taken together, company welfare polides can be significantly influenced by 
factors other than those emphasized in traditional theories of wage determination. 
This analysis reinforces an institutionalist view - one that understands that elements 
of the employment relations system are important in explaining the sodal policy 
of the firm. More than being pure HRM strategies by the employer, company po­
lides are the result of the interplay between employee demand, union action, col­
lective bargaining systems, and the formalization of personnel polides. This indi­
cates that the system of labor relations constitutes an important filter for the 
relationship between state and market in sodal policy. 
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Table 9.8 Private secter empleyees. NSD employee benefit survey 1 992. Average i ndex score 

for we lfare benefit i ndex, othe r  benefits i ndex and  total benefits i ndex by i ndustria l  rel a -

t ions  var iables and  structura l  var iables .  I ndex val ues for  fu l l-time employees in  private secter 

a re shown i n  brackets. 

Variables: Welfare 'D'ad. Symbolic Total N 

benefits fringebene- company benefits 
index fits index benefits index 

index 

Total wage earners 5,3 (5,9) 0,8(1 ,0) 1 ,6 (1 ,6) 7,7 (8,5) 1 0 1 9  
(780) 

Sector: 

Production of goods 5,6 (6,0) 0,8(0,8) 1 , 5  ( 1 , 5) 7,9 (8,4) 454 (387) 

Prod. of services 5,0 (5,9) 0,9{1 , 1 ) 1 ,7 ( 1 , 7) 7,5 (8,7) 565 (393) 

I ndustry: 

Manufacturing/o i l  6,2 (6,7) 0,8(0,9) 1 ,6 ( 1 ,7) 8,6 (9,2) 336 (284) 

Construction 4,0 (4, 1 )  0,8(0,8) 1 , 1 ( 1 , 1 ) 5,9 (6, 1 )  1 1 3 ( 99) 

Retai l  3,7 (4,9) 0,9( 1 ,3) 1 ,8 ( 1 ,9) 6,4 (8,O) 276 ( 1 69) 

Transport 5,6 (5,9) 0,7(0,8) 1 ,6  ( 1 ,6) 7,9 (8,3) 63 ( 47) 

Bankffinance/insur 7,6 (8,0) 1 , 1 ( 1 , 2) 2,0 (2,0) 1 0,6 (1 1 ,2) 1 20 (1 00) 

Other services 4,8 (5,3) 0,6(0,7) 1 , 1  ( 1 ,2) 6,5 (7,2) 1 06 ( 77) 

Company s ize: 

1 -9 3,2 (3,8) 0,8(1 ,0) 1 ,3 ( 1 ,3) 5,3 (6, 1 )  243 ( 1 65) 

1 0-49 4,7 (5,4) 0,8( 1 .0) 1 ,4 ( 1 ,4) 6,9 (7,8) 287 (2 1 9) 

50- 1 99 6,0 (6,3) 0,7(0,7) 1,9 ( 1 ,9) 8,6 (9,0) 1 95 ( 1 58) 

200 + 8,5 (8,8) 1 ,0(1 .0) 2,0 (2, 1 ) 1 1 , 5  ( 1 1 ,9) 1 7 1  ( 1 5 1 )  

Wage determination: 

Col iective 5,4 (6,2) 0,5(0,5) 1 , 5  ( 1 ,6) 7,4 (7,5) 354 (254) 

Col l .+ind. supl. 6,2 (6,6) 0,7(0,8) 1 ,7 ( 1 ,7) 8,7 (1 2,2) 261 (221 ) 

Only individual 5,0 (5,7) 1 ,4(1 ,6) 1 ,7 ( 1 ,7) 8, 1 ( 1 2,2) 321 (259) 

Local wage barga in ing :  

Yes 6,5 (6,7) 0,9(1 ,0) 1 ,7 ( 1 ,7) 9,2 (9,5) 483 (426) 

No 4,5 (5,4) 0,8(1 ,0) 1 ,5 ( 1 ,5) 6,8 (7,9) 403 (282) 

Union membership: 

LO 5,2 (5,5) 0,5(0,5) 1 ,5 ( 1 , 5) 7, 1 0, 5) 320 (264) 

YS 8,9 (9, 1 )  0,7(0,8) 2,3 (2,3) 1 1 ,9 ( 1 2,2) 74 ( 59) 

AF 8,6 (8,7) 1 ,7(1 ,8) 1 ,7 ( 1 ,7) 1 2,0 (1 2,2) 54 ( 51 )  

I ndependent unions 8,3 (8,7) 1 , 1 (1 , 1 )  1 ,9 ( 1 ,9) 1 1 ,3 (1 1 ,7) 63 ( 55) 

Non member 4,0 (4,8) 1 ,0(1 ,2) 6,5 (7,6) . 480 (332) 
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Chapter 1 0  Attitudes on occupational 
welfare arrangements and union 
strateg ies 

1 0. 1  Introduction 

Few studies, especially in the Norwegian context, have focused on employees' knowl­
edge about their occupational welfare rights and their opinions on the role of occu­
pational arrangements in labor relations and in the welfare state. What we do know 
from both international and Norwegian research into political attitudes is that re­
spondents recoil from proposals that would fundarnentally reform public programsl .  
What we know very little about i s  how employees estimate the value of  their bene­
fits and how they think occupational arrangements should be controlled and gov­
erned. Research using American data has shown that both workers and employers 
have significant problems estimating the actual value of their pension rights and that 
workers tend to overestimate the value of the pension promis� (Mitchell 1 987, 
Gilarducci 1 990) . The aim of this chapter is to contribute to the scarce informa­
tion on opinions arnong Norwegian wage earners about occupational welfare provi­
sion; their value, governanee and interplay with public programs. By doing this, a 
final component is added to the broad picture of occupational welfare laid out in 
this work2• 

One should recognize that important limitations exist on this kind of anal­
ysis. Knowledge and public awareness are such that it is hard to poll attitudes in any 

1 Bogen og Langeland 1 989, F løtten 1 99 1 ,  Hassenfe ldt and Rafferty 1 989, Heijden 1 995, H ippe 
and Pedersen 1 988, Mart inussen 1 988, Todal  Jenssen and Mart inussen 1 994, Øverbye and Hat­
land 1 988 . 

. ' O ld  age pensions a re chosen as a test case for the more genera l question of knowledge and 

attitudes towards occupationa l welfare and the  publ ic-private interplay. Pensions a re, no doubt, 
the s ing le  benefit a mong publ ic and private welfare a rrangements that have received the the 
most attention .  And, more than 60 per cent of Norweg ian  wage earners are covered by an 
occupat iona l  pens ion p lan .  
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detailed way. Nevertheless, since so little is known of the publk's opinion concern­

ing the nature and role of occupational welfare, providing only a first broad picture 
is interesting. Social policy issues have reemerged as a core subject oflabor relations 
in Norway. At the same time, the postwar period of welfare state expansion has come 
to an end, dearly illustrated by the 1 992 cutbacks in National Insurance (Folketry­
gden) . No doubt, trade union leaders see possible positive impacts on unionization 
if the bargaining system again will be a main avenue for increasing welfare for trade 
union members. One reason is the increasing evidence that the Ghent system of union 
controlled unemployment insurance can explain large differences in unionization 
across countries (Western 1 993). 

Theoretically, this discussion sheds light on two very different research tra­
ditions. First, in the industrial relations and labor economics literatures occupational 
pensions are seen as personnel devices that attract and motivate workers (Lazear 1 983) 
and that help unions protect their members and survive as institutions (Freeman 1 98 1 ,  
1 984) . Both i n  theories of personnel management and of the union-voke model, 
employees' information and knowledge, and hence their ability to voke their true 
preferences, are crucial3• Furthermore, significant gaps in workers' information and 
knowledge of benefit rights, and their quality and value, would east doubt on the 
role of company-sponsored programs as a management instrument used to spur 
productivity and to attach employees to the firm, as weU as a flexible tool for union 
representatives for form stable relationships with their members. Due to the limit­
ed focus that has been on occupational arrangements in Norway, there is reason to 
believe that wage earners tend to under-appreciate the value of their pension rights 
and that both public and private employees feel, to a large extent, uninformed about 
vital aspects of their remuneration from work. This hypothesis is opposed to the 
situation found, among others, in the US (Gilarducci 1 990) and it may have signif­
icant consequences for personnel policies, labor costs, and labor relations in Norway. 

Second, a large body of international research has shown strong and consist­
ent support for the basic policy principles of the welfare state. No doubt, these public 
opinions serve as constraints on policy-makers in shaping the future, even though 
public opinion can be subjected to considerable manipulation by politkal elites 
(Ginsburg 1 986) . How these attitudes towards public policy have been shaped re­
mains, however, an area of disp ute. Broadly speaking, there is a conflict between the 
idea that selfinterest shapes political attitudes and the idea that attitudes are shaped 
by altruism and social enlightenment (Hassenfeldt and Rafferty 1 990) . A popular 
version of the self-interest perspective is the so- called « middle dass indusion» hy­
pothesis. In welfare state research, the universal character of the Scandinavian wel­
fare state is seen to produce middle dass loyalties as weU as working dass support 

3 See chapter 7 for a d iscuss ion of these theories. 
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(Esping-Andersen 1 992, Mishra 1 990, Korpi 1 983) . This indusion of the middle 
dass contributes to re-enforced support for public welfare programs. According to 
this thesis, sodal insurance that provide benefits for the middle and higher income 
brackets creates necessary support for the overall system, as weU as the basic bene­
fits provided to all members of sociery4. 

Even not spelled out, there is a dose link between the middle class indusion 
thesis and the notion of substitution between public and private pensions. In both 
theses it seems to be an implidt idea of a fixed demand for pensions, i.e. occupa­
tional pensions are seen only to fulfill a demand for retirement provision that is not 
satisfied by the public system (and cannot be met by individual arrangements) . 
Moreover, unions' interest to register and voice the dem and for old-age pensions is 
guided only by social policy motives rather than organizarional or industrial rela­
tions motives. In this rather simplified model, attitudes towards occupational wel­
fare are shaped by the quality of public pensions, and attitudes towards public pen­
sions are shaped by private pension rights. 

A tempting alternative hypothesis is that wage earners are not fully driven 
by self interest in their choice of pens ion policies. The support for National Insur­
ance is probably not weaker among those who are covered by occupational arrange­
ments than among those who must rely only on National Insurance, as one should 
expect if political support is guided only by narrow self interest. This is pardy due 
to the hypothesis that employees know very litde about their private pension rights, 
and pardy that several studies have conduded that attitudes among Norwegian vot­
ers to a large extent are driven by ideological or altruist motives (Martinussen 1 988, 
0verbye and Hadand 1 988, Todal Jenssen and Marrinussen 1 994) . Moreover, there 
is reason to believe that Norwegian wage earners do not see public schemes, on the 
one hand, and contractual occupational schemes, on the other, as distinct alterna­
tives. Rather, the important divide is probably between individually-based arrange­
ments and more collectively-based programs. 

The analysis in this chapter is based on a survey on occupational pensions in 
the public and private sectors, conducted in 1 995 .  A representative sample of 1 205 
employees were questioned on their opinions on the value of occupational pensions, 
their level of information, their beliefs about how occupational pension schemes 
should be controlled, and the extent to which they think that unions and govern­
ments should contribute to an expansion in occupational programs. In addition to 

4 E inar  Øverbye ( 1 995) undertakes a comparison between Denmark and Norway regard ing  the 
, flat-rate basic pens ion benfits in order to test this aspect of the midd le  d ass i n dus ion thesis .  

He  condudes that Denmark has the h ighest benefit level and, at the same ti me, the least com­
prehens ive supplementary pension system .  Hence, he fi nds that the support for transfers to 
the « poor» reti rees is  independent of the institut ional  des ign of statutory nationa l  i nsura nce 
system. 
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the 1 995 OPINION-survey, the 1 992 NSD-survey on fringe benefits and the 1 993 
MMI-survey on union strategies contained some questions regarding attitudes. In 
both surveys the sample consists of employees only. (The questions related to occu­
pational welfare in these surveys have so far not been analyzed. see Appendix 1 ) .  

This chapter discusses the results o f  these surveys i n  order to provide an 
empirical investigation into the following four questions: 

• How able are Norwegian wage earners to estimate the value of their pension 
benefits (section I O .2) ?  

• W'hat is the level of information and missing information across gro ups of 
employees (section 1 0.3) ?  

• To what extent do different groups of employees favor a reformed system of 
control and governance over existing occupational pension plans (Section 
1 0 .3) ? 

• And last, what are the differences in employee attitudes towards a policy shift 
changing the balance between individual savings, employer controlled occu­
pational schemes, contractual pension schemes, and National Insurance (Sec-
tion 10 .4) ? 

. 

Of course, these data cannot offer a full-scale test of either the middle dass indu­
sion thesis or the role of information and preferences in the use of pensions as per­
sonnd strategies and union voice. The main goal of the analysis is to map the cur­
rent situation in the Norwegian labor market. 1t is interesting in itself to know the 
extent of misinformation and lack of knowledge in a core area of the Norwegian 
welfare state. The chapter condudes with section 1 0. 5 ,  which sums up the theoret­
ical and policy implications of these findings. 

1 0.2 The va lue and qual ity of pension rights 

Employees' ability to voice their preferences directly or through union representa­
tives determines the extent to which pension provision can be a flexible mechanism 
for firms to lower costs and adjust to market change, as weU as how unions can uti­
lize pensions to protect their members and strengthen their organizations. lf em­
ployee estimation of pensions differs from the employer estimation, a situation of 
asymmetric information occurs. When workers over-evaluate their plans, it provides 
an opportunity for labor costs below the levd that would prevail if there were no 
pens ion prornise. Moreover, pensions would more efficiently serve as tools to attract 
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stable workers as weU as to improve the possibility of firms finding a compromise 
with unions. The tendency to overestimate the value of the pension promise creates 
a «fudge factor» because the ambiguity surrounding the pension estimation has ad­
vantages for both employers and unions and makes the contract look more lucrative 
than it is. If this is so, firms can use pension plans to lower labor costs and unions 
can welcome pensions as a source of bargaining flexibility because the value of the 
pension promise is vague. 

Theoretically, signiftcant gaps in workers' information and knowledge about 
beneftt rights raise doubts about the role of company-sponsored programs as a man­
agement instrument. Moreover, according to the middle dass indusion thesis, one 
must antieipate that people to a large extent know the nature of their soeial rights 
in order to make individually-based rational choices . If individual employees can­
not in anY adequate manner estimate the importance of occupational pension rights, 
how ean a «private pension right» shape politieal attitudes towards publie welfare 
polieies? 

A likely hypothesis regarding the situation in Norway would be that employ­
ees have very limited information about the nature and value of their oeeupational 
pens ion rights and that they tend to underestimate the value of their pension ben­
efits. This could be expected to be found both among public and private employ­
ees. This possibility of a«reverse fudge faetof» can indicate that coUective contracts 
look less lucrative than they are in Norway, espeeially for public employees. If so, 
this is a challenge both to union representatives and to employers. 

Several factors tend to work in the same direction in the Norwegian labor 
market. There has been a general focus on National Insuranee rather than on the 
occupational schemes. Private seetor eompany-based pension plans have not been a 
core aspect of remuneration or management policies. In the late eighties, there has 
been a negative focus on the quality of the survival pension beneftt in the public sector 
pension plans, leaving a very negative general impression of the pension plans eov­
ering state and local employees. And last, pension rules are complicated because 
government regulations, among othet things, require pension plans to be defined 
beneftr schemes in order to allow for tax deductions. Even though there has been a 
growing interest in oecu,pational pensions, there is reason to believe that there is still 
a sigriiftcant lack of information and misinformation among wage earners in gener­
al: To the extent that this missing information results in a tendency to underesti­
mate the value of pension plans, it can only be understood as a result of a three dec­
ade long foeus on building up supplementary pensions in the National Insuranee 
system. 

In Norway, a standard defined benefit scheme, providing 66 per eent of final 
wage after 30 years of contributions, will broadly speaking represent more than 1 0  
per cent of direct wage as a yeady premium for a 40 year-old worker. Because of the 
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reduced income replacement levels in the national insurance scherne, high-income 

earners have a higher yearly cost man do low income earners. In a fully funded scherne, 
a 40 year-old employee has a premium of around 50 000 Nkr if he or she has an 
income of 400 000; 25 000 Nkr if the income is 250 000; and 1 2 000 Nkr if the 
income is 1 75 000 kr. These ngures are meant only as an illustration or a point of 
reference for the actual cash value of a pension right5• It should be taken into con­
sideration that, among other things, some private plans have income replacement 
levels both at 70 and 60 per cent. 

Based on the 1 992 NSD-survey and the 1 995 OPINION-survey it is possi­
ble to get an impression ofhow employees actually estimate the value of their pen­
sion prornise. The 1 992 NSD survey contains a question of the yearly wage value of 
all the occupational benents that the employees receive. The respondent was asked 
the following question: 

«If you could have replaced the benents that you receive at your work place 
with cash wage, how much more wage per year would you have needed?» 

Only 25 per cent of the respondents were able to come up with an estimate of the 
cash value. Moreover, among these 25 per cent, there was a tendency to give a very 

Ta ble 1 0. 1 Self- reported est imates of the yea rly cash va lue  of a l l  semployee benefits in kroner 
and est i mated va lue  i n  per cent of d i rect wage.  1 992 NSD su rvey. A l l  employees, publ ic  and 

p rivate employees who were ab le  to provide a n  est imate. 

Al l employees Private sector Publ ic sector 

Estimated yearly costs 1 2 528 1 4 223 7 37 1  

Per cent of d irect wage 6 6 3 

Covered by oec. pensions: 13 252 1 6 893 6 240 

Men 1 4 449 1 8 245 6 061  

Women 10 1 1 8 1 2 687 6 587 

LO-unions 6 207 7 727 4 952 

VS-unions 1 0 966 1 2 482 8 3 1 2  

AF-unions 1 2 892 21 945 5 51 5  

Independent 1 5 667 1 6 983 -

Non-union members 1 5 650 21  229 -

N, a l l  employees 419  3 16  1 03 

(- few cases) 

5 These f igures a re s imply the yea r ly prem ium paid by Fafo to a private sector i nsura nce com­
pany for a fu l ly funded 66 per cent p lan  inc lud ing old age benefits, d isab i l ity, and surviva l 
pensions, at se lected i ncome l evels for persons at 40 yea rs of age. 
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low estimate of what the direct wage would have been in order to compensate for 
the employee benefits that they receive. 

Table 1 0. 1  shows the ave rage cash value estimated by different groups of 
employees. Looking only at those who are covered by a pension arrangement, the 
average estimate for all employee benefits, induding pensions, was 1 7  000 kr in the 
private sector. Among public employees, the corresponding estimate was only 6 000 
kr. Despite what should be expected, pension coverage has nearly no impact on the 
ave rage estimate. In other words, many of those who answer venture some wild 
guesses in response to the question. 

When comparing the estimates of those who are covered by an occupational 
pension plan, the difference between the public and private sectors is striking. On 
average, private employees estimate the value of their pensions and other benefits 
ro be 2.7 times as high on a yeady basis as do public employees. 

Moreover, men provide a higher estimate that women. And, LO-members 
have a much lower estimate than do other union members and non-union mem­
bers. Even though these differences cannot be seen as a measure of actual differences 
in indirect remuneration, they provide insight into the appreciation of the occupa­
tional welfare system in different groups. 

In order to conduct a more precise test ofhow employees estimate the value 
of their benefits, a survey was conducted in 1 99 5  focusing only on pensions. Lim­
iting the questions to pensions, as weU as offering a more precise introduction to 
the question, should make it easier for the respondent to provide an estimate. To 
those who are covered by an occupational pensions, the following question was asked: 

«Occupational pensions are financed by contributions from the employer and! 
or employee. If you as an alternative ro being a member of your occupation­
al pension arrangement could receive the value of your pension as a cash wage, 
how much more do you think you would receive? Estimate about how much 
you would receive each year before tax.» 

The results indicate that 54 per cent of employees who are covered (self-reported) 
by an occupational pension scheme were unable to present an estimate. In other 
words, every second member of an occupational pension arrangement cannot pro­
vide an estimate of the value ofhis or her plan. As shown in table 1 0.2  (next page) , 
a slightly higher proportion of private secror employees can give an estimate than 
found among state and loeal government employees6• 

In the proceeding analysis, only those who have been able to estimate the cash 
value of their pension rights are included. In order to remove the influenee of dif­
ference in work time, only full-time employees are included. Based on the wages of 

6 Teachers (pedagogisk personel l )  a re grouped as state employees because they are member of 
the SPK-scheme. 
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those who provided estimates, one should expect a yearly pension value, on aver­
age, of more than 30 000 for private sector employees and around 25 000 for pub­
lic sector employees1. This would be the necessary insurance premium in a fully funded 
pension scheme offering old-age pensions (66%) , disability, and survivors benefits. 
There is reason to believe that members of a pension plan know that a standard 
collective pension arrangement contains old-age as weU as disability and survivors 
benefits. 

Among full-time employees covered by a pension arrangement, the average 
estimate of yeady cash value is only 1 3  800 kr. Even though some private sector 
employees are covered by a 60 per cent scheme, one can conclude that the estimates 
are far less than the actual value of their pension rights. 

As expected there is a large difference between private and public employees. 
Perhaps most surprising, however, is the very small estimate that employees in local 
government service provide (only full-time employees with an average yearly income 
of235 000 are included) . 

Ta ble 1 0. 2  Per cent of wage earners who are covered by a n  occupat iona l  pensio n  a rra nge­
ment. Estimate of yearly cash va lue, by sector of employment. OPI N ION 1 995 

Esti mate Private State Loca l 

Yes 58 53 51 

No 42 47 49 

N 281 239 1 78 

Ta ble 1 0. 3  Est imate of yea rly cash va lue before tax of membersh ip  i n  a occupat iona l pension 
scheme, by sector of emp loyment. Fu l l -t ime employees. OPI N ION 1 995 .  

Estimate Nkr. 

% d irect wage 

N 

All 

1 3 800 

5.3 

271 

Private 

1 8 400 

6 . 1  

1 09 

Loca l 

8 800 

3.7 

80 

State 

1 2 500 

5.3 

82 

7 Among fu l l -t ime emp loyees in  the sample, the average i ncome is 240 000 kr. Private employ­
ees earn 267 000; loeal em ployees, 206 000; and  state employees, 229 000. If we look atJhose 
fu l l -t ime engaged who are eovered by a pension a rrangement, the yearly d i reet i neome in ­
creases to  30_J OOO' for p rivate employees, 235 000 for  loeal government employees, and 238 
000 for state employees. 
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The nature of pension estimates 

The costs of defined benefit plans can vary with salary, years of service of the group, 
fund performance and other contingencies that determine pens ion costs such as 
mortality and morbidity. This means that unlike other aspects of employee com­
pensation, the cost of the pens ion promise can vary, while the value of the promise 
to the worker remains stable. In Norway, one would find relatively small differences 
in return on pension capital due to strict regulations ofinvestment policies . The two 
most important determinants for pensions costs, given a certain benefit level, are 
the income and age of the members . This allows a test of the adequacy of the pen­
sion es ti mate provided in the survey. The 1 995 data offer an opportunity to test 
how employee estimates are related to income and age in the sample. With a rea­
sonably good flt for the model, one could compare the difference between actual costs 
and estimated costs for different groups. This is done by constructing a linear re­
gression model where the estimated pension cost is seen as a function ofincome and 
age (P-value = a + b l lncome + b2Age + e) . 

The regress ion analysis confirms the conclusion that employees cannot esti­
mate the actual value of their pension. First of all, the explanatory power of the models 
are very small. There is, however, a somewhat better fit (20%) among private em­
ployees than among public employees, bur still far from what one could expect from 
a model including the two most important variables determining the values of the 
dependent variable. Second, there is no effect of income, as one would have expect­
ed, in the three models . In other words, the pension estimates that are provided by 
full-time employees covered by an occupational pension arrangement are not sys­
tematicaUy related to the two most important variables affecting the cost of their 
pensions, namely income and age - as one would have expected. It is safe to con­
clude that members of collective pension arrangements are uninformed as to how 
the costs of their pensions rights are connected to their wage levels. 

Table 1 0.4 O LS regression model .  Dependent va r iable:  Esti mated pension va lue.  b-coeffic ient 
and R2. OPIN ION 1 995 .  

Al l - Private State Local 

b b b b 

Income .04·· .02 .03 .01 

Age .2 1 "  .63" .28 -. 1 2  

R2 .09 .20 , .07 .01 
N 268 1 07 81 84 

•• s ign if icant at 5 %  
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Com paring public and private sector pens ion plans 
The tendency among public employees to under-estimate the value of their pension 
rights is dearly confirmed when allowing,the respondents to answer a general ques­
tion about the quality of public sector occupational pensions. A survey conducted 
in 1 987 (Hippe and Pedersen 1 988) showed that only 14 per cent of public sector 
employees agreed with a statement saying that public schernes are of better quality 
than private sector plans . Furthermore, 28 per cent of public employees found the 
quality of their own pension plan to be equal to private sector schemes. Among private 
sector employees, on the other hand, 59 per cent responded that private plans were 
of equal or higher quality than public sector pensions. This gave an interesting in­
sight into a very negative set of attitudes towards public sector occupational pen­
sion plans. Clearly, public pens ion plans have some advantages seen from an employee 
perspective. The reason is that public sector schernes offer a 66 per cent replacement 
level, guarantee pension levels independent of National Insutance (gross pension prom­
ise) , guarantee full indexation of pension payments and include an especially favora­
ble early retirement benefit for large groups of public employees (Fløtten et al 1 996) . 
In the private sector, many plans operate replacement levels less than 66%, there is 
no guarantee for gross replacement leve!, no early retirement benefits, and no stand­
ard indexation .  

As found in  1 987, public sector employees tend to be less positive about their 
pension plans, compared with private sector employees today. An interesting change 
can, however, be seen when the 1 987 question is repeated. In 1 995 ,  a much higher 
proportion answers «do not know». This indicates that the conflict over survivors 
pensions in the SPK-scheme created negative sentiment in the late eighties . As this 
now draws less attention, attitudes are improved somewhat. Even so, the ignorance 
of the quality of public occupational pensions must be a challenge to public sector 
employers and unions who have increasingly engaged themselves in pensions issues. 

Ta b le  1 0 . 5  Com par ing the qua l ity of pub l i c  and private sector occupational  pension arra nge­
ments, among employees covered by occupational pensions arrangements. Per cent. MMI- 1 987 
and OPI N I O N  1 995.  

Public employees Private employees 

1 987 1 995 1 987 1 995 

Own scherne is: 

Better 1 4  1 3 36 1 8  , 
Equal 28 1 9  23 23 
Worse 35 1 2 1 2 1 3 
Do not know 23 57 29 46 

N 364 4 1 7  276 281  
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Taken together, these results show a reverse «fudge [actor» in collective bargaining 
in Norway. There is a general tendency among wage earners to underestimate actual 
costs and public sector employees are espeeially uninformed about the potential val­
ue of their occupational soeial rights. These data sets do not confirm that women 
tend to underestimate the value of their pension benefits more than men. 

Moreover, these findings indicate a possible employer advantage if employee 
benefits are more actively integrated into (direct) wage bargaining in Norway. In other 
words, the traditional reluctance among Norwegian employers to see the issue of 
employee benefits as a part of collective wage bargaining might be counterpraduc­
tive to their goal of cost control. In the US, dramatically ris ing health costs for 
employers, have triggered action to restrain costs . The intraduction of so-called 
cafeteria plans has been one way of achieving this . In the case of cafeteria plans, the 
employee is offered a fixed amount that can be used freely to design his or her own 
welfare package according to individual needs. The employer is thus offered impraved 
cost contral and the employee more individual choice (Meisenheimer Il and Wia­
trawski 1989) . 

The fact that workers are ignorant of many aspects of their benefit package 
is also a situation that unions can take more advantage of. Unions can build a strat­
egy araund their role as an agent for the «median» worker, improving access to in­
formation about benefit plans, increasing motivation to use available information, 
and strengthening the ability to calculate benefit values. On the other hand, bene­
fits can be an efficient way of «hiding wage differences» in a society that places much 
weight on an equal wage distribution (Høgsnes 1994). Wages are easy to observe 
and measure, while many benefits are hard to observe and quantify and can thus be 
used to increase compensation without violating solidaristic wage policies . 

1 0.3 I nformation and control 

Occupational welfare arrangements are traditionally viewed as a tool for employers 
for maintaining good labor relations, for promoting company loyalty, or at least for 
redueing staff turnover and resisting trade unions. Hence, welfare provision is guided 
by employer paternalism and contral that historically has challenged union goals to 
contral wage determination. On the other hand, union-related theoretical models 
view pensions as the product of unions' catering to a median voter or exerting 
monopoly power (Freeman 198 1, Ippolito 1985) .  In both traditions, the issue of 
information and contral over pension arrangements is crueial. Even so, based on 
analyses of US data Mitchell ( 1987) suggests that both misinformation and missing 
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information are quite widespread among employees and that high-educated, high­
income, employees are best informed and show the strongest support for employer­
sponsored sehemes. 

In the Norwegian context, general growth in the number of employees cov­
ered by an oecupational pension plan makes the question of information and atti­
tudes towards control especially important. To what extent do employees feel that 
they have adequate information concerning the nature of their pension plans? How 
do employees view the current control over benefit decisions? How would employ­
ees prefer employer and employee eontrol to be organized and what would be the 
role of unions and colleetive bargaining in this preferred model of governance? 

Misinformation or m issing information? 

The faet that employees cannot estimate the aetual value of their pension promise 
does not necessarily imply a general tendency to find information related to pension 
issues inadequate. Large groups of employees may weU feel that they are taken care 
of through National Insuranee and are in little need of detailed insight into oecupa­
tional arrangements. On the other hand, eeonomic seeurity and especially planning 
for retirement have proven to be issues that traditionally arouse interest among wage­
earners and trade union members (Fløtten 1 99 1 ) .  

I n  the 1 995-survey the respondents are asked about their degree of knowl­
edge of pension benefits and the rights of members in occupational pensions plans. 

F igure 1 0. 1  The level of knowledge related to benefits and member rights in occu pat iona l  
pens ion plans .  Per  cent of employees. OPI N I O N  1 995, N=1 205.  
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As many as 7 1  per cent of all wage earners responded that they have litde or no knowl­
edge of benefits and membership rights. Only six per cent believe that they have 
relatively good knowledge. 

The very high level of uninformed employees in this respect can, of course, 
be explained by the fact that these figures comain also private sector employees who 
are not covered by an occupational pension plan, and hence have less access to in­
formation. However, as many as 60 per cent of those who are members of pension 
plans answer that they have little or no knowledge. Table 1 0.6 shows the per centage 

Ta ble 1 0.6 Per cent of employees having l ittle or no knowledge of benefits and r ights i n  the i r  
occu pationa l  pension p lans, by  sex, ed ucational  leve!, i ncome, age and un ion  membe rsh ip .  
OPI N I O N  1 995 .  

Private State Loca l Al l 

60 58 75 

Men 59 46 62 

Women 63 68 82 

Education 

Basic 68 45 94 

1 0  - 1 2  years 69 64 75 

Un iversity 1 -3 47 46 75 

University 3 + 5 1  66 60 

Income in thousands: 

- 99 Be 1 00* 87 

1 00 - 1 49 f 1 00* 88 

1 50 - 1 99 i 7 1  7 8  

200 - 249 r 63 67 

250 - 299 39 63 

300 + 33 46* 

Age: 

- 30 75 9 1  87 

31 - 40 57 68 72 

41 - 50 53 58 7 1  

5 1  + 59 30 75 

LO-member 67 58 74 

Other union 44 54 69 

Not organ ized 67 78 88 

N 281 213 319 
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of employees reporring linle or no knowledge of their benefits and member rights 
in a pension plan, acrass different subgraups in the private, state, and local sectors. 
It is primarily among local government employees that the level ofknowledge and 
information is weak. As many as three quarters of ali local employees report that they 
have little or no information. There is no significant difference between the state 
and private sectors. 

The level of information and knowledge tends to be impraved as education, 
income, and age increase. And, women, especially in public employment, are less 
knowledgeable than are men. This is prabably the reason that members of unions 
ourside the LO-confederation are better informed as they, to a large extent, belong 
to prafessional unions with more highly educated members than traditionally found 
in LO-unions. To a large extent, these figures lend support to the conclusion by 
Mitchell ( 1 987) that the level of information is determined by education, age, and 
sex. However, the most striking conclusion is nonetheless that the mismatch be­
tween members' information on benefit rights and their actual rights in pension plans 
is very large in the Norwegian labor market. 

The governanee and control of occupational pensions 
Conflicts over contra l of occupational pension plans relate to issues such as the 
opening or closing of a scheme, decisions over benefit levels and pension rights, as 
well as contral over investments. In Norway, the trade union movement has to a 
very limited degree tried to gain contral over investments, as has been the case in 
Denmark. The main union strategy has been to secure employees, as a third part in 
the pens ion contract, direct legal entitlement to their pensions. Private sector occu­
pational pensions are still, however, under formal contral by the employer. Employees 
are beneficiaries in an agreement between an insurance company or pension fund and 
the employer. If pension rights are included in the wage agreement, however, un­
ions have a tool to demand negotiations before changes are made in the plan. 

In the public sector, the situation is very different. Public sector occupation­
al pension plans are based on both collective agreement and, for state employees, a 
separate pension law. The use of a separate law dates back to a time when there was 
no division between the rale of the state as regulator and as employer. Moreover, at 
that time, there was no system of collective agreements for state employees and hence 
pens ion rights could only be secured by law (0verbye 1 990) .  Today, pension rights 
in the public sector are seen as a part of the employment conditions and are inte­
grated into collective wage agreements both in the state and local sectors. 

When looking at the current practice for deciding which benefits employees 
are offered, it is striking to see that as many as 30 per cent of private sector employees 
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and 40 per cent of public secror employees do not know how decisions are made. In 
the public sector, as many as 1 3  per cent report that dedsions are raken by the 
employer alone and only 23 per cent introduce unions into the picture. Again, pub­
lic employees are, to a large extent, misinformed about the governance of their pen­
sion plans. For public sector unions, which have involved themselves in bargaining 
over occupational welfare issues, this must be a disturbing signal. 

Private sector employees have a somewhat more correct understanding of the 
current system of decision-making. Here, 30 per cent have the impression that oc­
cupational pensions are in the employer's domain and that decisions are made uni­
laterally by the employer. Only 1 7  per cent point to trade unions and employers or 
management in collaboration and 2 1  per cent to the individual employee and man­
agement in cooperation. 

Table 1 0.7 Who is decid i ng on issues related to occupational pensions? Employees in the private 
and pub l ic sector. Per cent. OPI N ION 1 995 .  

Private Public 

E m p l oyer a lone 30,0 1 3,2 

E m ployee and employer 2 1 .4 3.9 

Union and employer 1 6.8 23.3 

Parl iament* - 1 8.3  

Others 2.8 1 .7 

Do not know 29.7 39.7 

Total 99.9 1 00.1  

N 673 532 

* Only  answered by pub l i c  employees 

Table 1 0.8  Who should decide on i ssues related to occupational pensions? Per cent. Employees 
in the pr ivate and pub l i c  sector. Per cent. OPIN ION 1 995 .  

Private Publ ic 

Parl iament 8.9 8.3 

Employee and employer 44.0 27.5 

Union and empleyer 1 6.9 33.8 

Employer a lene 7.6 3.7 

Others 5.2 4.3 
Do not know 1 7.5 22.3 
Total 1 00 1 00 

N 673 532 
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Turning to how employees would prefer the governanee over occupational plans to 
be organized, a striking difference appears. The results indicate that private sector 
employees prefer more involvement of the individual employee as weU as a higher 
union presence. Public employees tend to put more weight on union involvement 
than do private sector employees . This could be due to a higher degree of unioniza­
tion and a longer tradition of union involvement in these issues. Nevertheless, there 
is a definite mismatch between the way that occupational pension plans are governed 
and the wav that private sector emplovees , in particular, would like them to be 
contraHed. 

A relatively similar question was included in the 1 993 MMI survey of trade 
union strategies . In this survey the respondents were asked: «In your opinion who 
is best suited to decide which occupational benefits should be pravided?». Regard­
ing union and employer contral the respondents could choose between union and 
employer contral at the company level and T the national ievel. The 1 993 survey 
also shows strang support for increased union involvement in the governance of 
current pension plans. Here, 6 1  per cent of all private sector employees advocate 
local or national union involvement. Of these, 32 per cent advocate local bargain­
ing, while 29 per cent prefers union involvement at the national ievel. Among pub­
lic sector employees the support for union involvement is also very high, 68 per cent 
- of which, 4 1  per cent favor national solutions between employer and employee 
organizations. 

More detailed analysis of this data set shows, not surprisingly, that there is 
stranger support for union involvement among trade union members than among 
the non-unionized parts of the work force. Among trade union members in the private 
sector, 73 per cent favor direct union involvement. Moreover, the support for un­
ion involvement is somewhat higher among LO members (8 1 %) than among mem­
bers of other unions (67%) . One could expect LO members to be more in favor of 
centralized national solutions. This is, however, not the case (MMI 1 993) . 

Ta ble 1 0.9.  Prefered contro l over occupationa l  welfare decis ions.  Employees in private and 
pub l i c  sector. Per cent.  MMI 1 993. 

Private Public 

Employee/management 22.4 1 5.9 

Local union/management 3 1 .9 27.4 

Company management 1 0. 1  6.4 

Organizations, national level 29. 1 41 .0 

Others 1 .0 1 .8 

Do not know 5.2 7 . 1  

N 309 249 
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There is relatively strong support among Norwegain wage earners for increased for­
mal control over occupational pensions, including union involvement. Moreover, 
there is significant support for the establishment of national collective agreements 
as found in the AFP-scheme for early retirement. There tends to be a significant 
mismatch between employee opinions and the actual situation, and hence unions' 
ability to gain control over occupational pension rights. 

1 0.4 Pol icy strateg ies 

Even though there is a strong support for more institutional control over occupa­
tional welfare issues and hence a more active union involvement in occupational 
pens ion plans, this should not be interpreted as support for a more fundamental shift 
in social policy strategies. It does not imply that occupational pensions should be 
expanded by a sacrifice of the National Insurance scherne. Therefore, in order to see 
if there exists broader popular support in favor of a policy shift, this section offers 
an analysis of employees' attitudes towards union and government choice between 
statutory, contractual and individual pension solutions. The analysis provides the 
opportunity to see if differences in opinions can be linked to individual pension 
coverage and/or to broader ideological statements. 

Previous studies have shown that a great majority of wage earners favor con­
tinued support for National Insurance. The support for National Insurance has been 
shown to be especially strong among LO-members, indicating that LO members 
represent the core proponems of social democratie welfare state arrangernems (Hippe 
and Pedersen 1 988) .  Correspondingly, a 1 99 1  survey showed that employees pre­
ferred support for National Insurance as the trade union strategy for improving the 
economic conditions of old-age (Fløtten 1 99 1 ) .  These results lend support to the 
basic hypothesis in welfare state research that the broad solidarity embedded in the 
public arrangements forges middle dass loyalties as well as working dass support and 
hence, one must expect union members to be the core supporters of a traditional 
statism in social policy. This is so because the establishment of national statutory 
schernes creates coverage and benefit levels that are either impossible or very hard 
to establish as labor market based social rights for traditional union members: 

«Unless social security could be upgraded, a massive exodus towards private­
market schernes would likely ensue, leading to new inequalities. Thus to pre­
serve the solidarity of a universalistie welfare state, the socialists were com­
pelled to align social benefits to middle dass standards. The formula was to 
combine universal entitlemem with high earnings-graduated benefits, thus 
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matching welfare state benefits and services to middle dass expectations. For 
the welfare state, the resuIt was the consolidadon of a vast popular majority 
wedded to its defense. Middie dass universalism has protected the welfare state 
against backlash sentiments (Esping-Andersen 1 990:69) .  

An important part of this argument is how the expansion of public pension pro­
grams links up with the self-interest of both traditional blue collar workers and 
employees in high er income brackets. Based on this perspective, one would expect 
that the support for national statutory programs is especially strong among organ­
ized (LO) workers, and furthermore, that those (still) covered by occupational pen­
sion rights would show less support for public programs. No doubt, Scandinavian 
unions are recognized for their long-sranding support and involvement in public 
welfare arrangements, in contrast to, for example, the alleged anti-statism among US 
union leaders and members. 

Regarding the Norwegian Iabor market, it must be recognized that all un­
ions are not alike. Anitudes could vary between private and public sector union 
members. between professional union members and non-professional, and so forth. 
Hence, there are probably greater differences internal to the trade union movement 
in a Norwegian setting than across the traditional unionized and non-unionized divide. 

Moreover, it seems reasonable that a large majority would give their support 
to the main features of the pension system when introduced. What is more doubt­
ful is the notion of a fixed demand for pensions where occupational pensions fulfill 
a demand for retirement provision that is not satisfied by the public system. In 
Norway, previous surveys did actually show that a great majority of the respondents 
wanted both an improved National Insurance scheme as well as improved occupa­
tional benefits (Hippe and Pedersen 1988). In other words, employees tend to re­
ply as Winnie the Pooh did when asked if he wanted milk or honey; «yes, thank 
you, both». 

Union response to reduced National Insurance 
In order to construct a situation where the respondent is forced to choose among 
concrete policy options rather than simply expressing a general view, the 1995-sur­
vey contains a question in which the respondent is asked to take a stand on how 
unions should react to the 1 992 reductions in National Insurance: 
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«The Parliament has dedded to reduce the accrual of future supplementary 
pension rights in National Insurance. This will imply reduced national in­
surance pensions for many employees. In your opinion, what should trade 
unions do in this situanon?» 



The respondents could choose among the following categories when answering the 
question: 

l .  Work to improve the National Insurance scheme. 

2.  Work to improve occupational pension benefirs through collective bargain­
ing. 

3 . Let the employers decide ifit is financially possible to introduee or improve 
collective agreements. 

4 .  Stimulate members to  establish individual pens ion accounts in  banks or in­
surance compallles. 

5 .  Otherldo not know. 

In light ofhow the question is posed, the fact that 47 per cent want trade unions to 
favor a restoration shows mong support for National Insurance (see Table 1 0. 1 0) .  
State employees show the weakest support for a union strategy to restore the pen­
sion accrual rules in the National Insurance system. This could indicate chat since 
the SPK-scheme offers a gross pension promise to all state employees it reduces their 
willingness to support the national scheme. It should be stressed that 2 1  per cent 
of all employees support an active bargaining strategy by the unions in order to secure 
compensation for the reductions in pens ion accrual through increased occupational 
pension rights . A more neo-liberalist view, based on increased individual savings or 

the option ofletting individual employers decide whether or not to compensate for 
pens ion losses, receives very litde support. 

A relatively similar question was included in the 1 993 MMI survey. That 
survey gave the respondents an opportunity to choose between local and central! 

Table 1 0. 1 0. Trade un ion  strategi  es as a response to the reduct ion i n  the nationa l  i nsura nce 
scheme (per cent) OPI N ION 1 995 

Al l Private State Local 

Work to i mprove 47.2 48.3 39.2 50.3 
nat.insurance 

Negotiate occ. pensions 20.9 1 8.0 28.6 2 1 .9 
Employers' choke 3.7 4.3 1 .8 3.5 
Individual savings 1 1 .3 1 3.0 1 0.9 7.8 

OtherlDo not know 1 6.9 1 6.3 1 9.5  1 6.5 

Total 100 99.9 1 00 100 
N 12.05 673 213 319 

S Report MMI march 1993. 
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national bargaining. The 1 993 survey showed basically the same result as was found 
in the 1 995  survey. What should be noted is that when there is an opportunity to 
chose between local and national bargaining over pension issues, there is a strong 
tendency to choose national solutions. 

These results could indicate that the important difference in attitudes is found 
between the large majority of wage earners supporting a collective strategy and the 
minority favoring more individualistic solutions. 

In order to assess the underlying strucrure of attitudes on union response to 
the reduction in National Insurance, the following variables are taken into account 
through a simple cross-tabulation: 
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First, according to the middle class inclusion thesis, the support for improve­
ment in National Insurance is strongest among those who are not covered 
by an occupational pension plan. This argument is of spedal relevance for 
public employees who are guaranteed a fixed replacement level, independent 
of pension rights in National Insurance. 

Second, it has been shown that public employees are espedally strong sup­
porters of the Scandinavian-styled welfare state (Bratterud 1 994) . No doubt, 
the expansion of the welfare state has made women increasingly dependent 
on the state as public sector workers and as consumers of sodal services (Si­
im 1 990) . Moreover, public employees vote more often do than private sec­
tor employees in favor of sodalist parties (Valen, Aardal and Vogt 1 990) . To 
some extent, this effect works against the effect of a generous state pension 
promise. Of course, it is vety difficult to know if the welfare state support 
among public employees is a result of self- interest (job security or pensions) 
or more ideologically-oriented factors. 

Third, a mobilization approach to the welfare state implies that organized 
workers are expected to be among the core supporters of public policy solu­
tions to welfare needs. Unions' interests as part of a larger labor movement 
to voice the demand for old-age pensions are guided only by sodal policy 
motives rather than by organizational motives. If this is the case, one would 
expect support for political solutions to pension needs to be stronger among 
union members than among the unorganized segments of the labor force. 

Fourth, attitudes on pension policy strategies could be expected to be deter­
mined by occupational status. White collar workers are traditionally covered 
by occupational pensions and they have long traditions of receiving employer­
sponsored pensions and of cooperating with management in these issues. 



In Figures 1 0.2 to 1 0.4, the sample is divided into private sector employees with 
occupational pensions, private sector employees who are not covered by a pension 
plan, and public sector employees (who are covered by a pension plan) . For each of 
these categories, the flgures show the per centage supporting improved union in­
volvement in restoring the national insurance scherne - by sex, occupational status, 
and organizational membership. 

Women tend to be somewhat more positive, than are men, toward a political 
strategy chosen by unions, which is in line with results from other studies (Bratter­
ud 1994) . Somewhat surprisingly, the strongest support is found among private sector 
employees covered by a pension plan. Moreover, one would expect that support for 
a political strategy. rather than an attempt to flnd solutions through collective bar­
gaining would be lowest among white collar workers compared to blue collar work­
ers. This is, however, not conflrmed by the data. And, last, there is not a stronger 
support for a strategy to improve National Insurance among LO-members than 
among the non-unionized segments of the labor force. What can be seen is that there 
seems to be a difference between LO-members and members of other union con­
federations. 

By these simple cross-tabulations, it is impossible to flnd indications that 
employee attitudes on pensions strategies are shaped by access to private pension 
rights, or that trade union members and public sector employees are the strongest 
supporters of a restoration of national insurance. 

F igure 1 0.2 Support for i ncreased union i nvolvement to improve the nationa l  i nsurance scheme, 
by sex and  pension coverage.  OPI N ION 1 995  

1 00.-------------------------------�------��--------� 
Man 

. Women 
80 

Private without occ. pension Public sector employees 
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Figure 1 0.3 Support for i ncreased union i nvolvement to improve the national  i nsurance scheme 
by pension coverage and occu pationa l  status. Workers (W), lower white col lar  workers (WC1 )  
and higher white col la r  workers (WC2). OPI N ION 1 995  

Private with OCC. pension Private without occ. pension 

. W  
III WC1 
D WC2 

Public sector employees 

Figu re 1 0.4 Su pport for i ncreased union i nvolvement to improve the national i nsurance scheme 
by pension coverage and union membersh ip.  LO-member (LO), other un ion (oth) and not or­
ganized (uno). OPI N ION 1 99 5  
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An alternative approach is to see if support for various strategies is linked to ideo­
logical considerations among wage earners. In order to id.entify differences in ideo-
10gicaI opinions an index measuring social democratic values is constrllcred. Respond­
ents were introduced to three statements, each representing what could be seen as a 

basic social democratic value. These statements cover solidaristic wage policies, the 
inclusion of explicit national economic goals and income distribution goals in col­
lective bargaining and wage determination, and the need to strengthen trade union 
confederations into fewer and larger unions: 

• Statement 1 :  High income earners must support low income groups so that 
they can receive a higher wage increase, relative to themselves, in collective 
bargaining. 

• Statement 2: Wage negotiations should be conducted at the nadonal level 
in order to achieve national economic ambitions and to prevent large wage 
differentials . 

• Statement 3: In order to reduce work conflict, wage earners should join 
fewer and larger trade union confederations. 

Respondents who do not agree with any of these statements are coded O; those who 
agree (fully or partly) with one statement are coded as 1 ,  with two statements as 2, 
and with all statements as 3.  

As shown in table 10 . 1 1 ,  there are distinet differences in support for indi­
vidual strategies as a response to the reductions in National Insurance. The category 
of «individual strategies» contains support for either «encourage individual saving» 
or «let individual employers decide whether to compensate the reductions in the na­
tional insurance scheme)) . 

Interestingly, the support for a bargaining strategy by trade unions is at its 
highest among those favoring traditional social democratie values. This would lend 
support to the conclusion that attitudes towards the role of occupational welfare are 

to a larger extent determined by ideological factors than by pure self-interest. More­
over, the core supporters of social democradc values favor collective solutions to 

Table 1 0. 1 1 .  Attitudes toward u nion strategy in response to reduced pension accrual i n  the 
national insura nce scheme, by Sodal  Democratic I ndex. Per cent. MMI 1 993. 

Soc.dem O Soc.dem1 Soc.dem2 Soc.dem3 

Pol itica l strategy 40 50 60 51 

Bargain ing strategy 39 35 33 44 

Individual strategi es 22 1 S  8 S 

N 81  1 54 201 1 16 

31 1 



pension needs - through bargaining or polities - rather than individualistic solutions. 
Employees tend not to see public and occupational welfare as distinct alternatives, 
in a Titmuss-oriented fashion, where only public programs represent sodal welfare 
and hence redistribution. 

Government response to occupational welfare growth 

Another measure of popular opinion on occupational welfare and its role in sodal 
policy results from asking how governments should respond to the increasing im­
portance of occupational welfare arrangements in the Norwegian labor market. This 
question was included in the 1 993 MMI survey and gave as a result that 25 per cent 
wanted the government to limit occupational schemes by, for example, redudng or 
removing tax advantages. However, 23 per cent favored stimulation of occupation­
al welfare and 26 per cent supported a government strategy to encourage the sodal 
partners to establish national agreements over occupational welfare. Only five per 
cent supported further reductions in public programs. In other words, every second 
employee advocates increased government stimulation of occupational welfare or they 
want governments to encourage the social partners to involve themselves more ac­
tively in occupational programs. 

The attitudes toward government strategies show no clear pattern when re­
lated to the Social Democratie Index. There is somewhat stronger support for at­
tempts by the government to reduce the importance of occupational welfare among 
the most sodal democratic-oriented employees. On the other hand, this group shows 
also the strongest support for collective bargaining over occupational welfare. Again, 
this can indicate that there is a division among the core segments of social demo­
cratic labor between a political strategy and a bargaining strategy as a means for 
increasing solidarity in sodal policy. It seems reasonable to conclude that there is 
ideologically-based support for choosing politics as a sodal democratic welfare state 

Ta ble 1 0. 1 2  Attitudes on government strategies towa rds the growth of occupational  welfa re . 
arrangements. by Sod a l  Democratic Index. Per cent. M M I  1 993. 

Al l SocDemO SocDem1 SocDem2 SocDem3 

Li mit occ. schemes 25 21  17  28  34 

Stimulate occ. schemes 23 24 23 24 22 

Encourage sodal partners 26 1 7  32 26 26 

Reduce publ ic programs 6 6 6 4 8 

Do not know 20 32 2 1  1 7  1 0  

Sum 1 00 1 00 99 99 1 00 

N 559 82 1 58 200 1 1 7 
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strategy. On the other hand, there is strong support among the core segments of 

organized labor to view collective bargaining as a equally important road for a soH­

daristic social policy strategy. One should also note that there are fewer who do not 

take a stand in these issues among those with the strongest social democratic 
opmlOns. 

One can conclude that these data show that an institutionalist perspective 
on social policy is dominant among Norwegian wage earners . One could ask if this 
is due to the fact that Norwegians have confidence in collective solutions to welfare 
needs. To some extent, the motive for not knowing about pension rights could be 
that there is less «need» to know. The wdfare state gives a signal of security and cit­
izens respond by reducing their individual engagement. If this is so, one would ex­
pect that the more unsafe the welfare state is, the more individual knowledge and 
activity one would expect to find among the citizens. 

1 0. 5  Conclusion 

In this chapter, four questions were asked about, first, employees' ability to estimate 
the value of their benefit rights; second, their levd of knowledge and information; 
third, their attitudes toward control and governance of occupational arrangements; 
and fourth, their attitudes toward a furure shift in the public-private mix of pen­
sions . The discussion has suggested that despite the fact that there is very high cov­
erage of occupational pensions in the Norwegian labor market, wage earners have 
Httle knowledge of the value, quality, and governance of these pension plans. On the 
other hand - or perhaps as a res ult - there is strong support for higher union 
involvement in occupational wdfare issues to increase control and improve employ­
ee knowledge. 

Rdated to the first question, one can conclude that there is a very strong 
tendency to underestimate the actual value of occupational benefits in general and 
occupational pensions in specific. The tendency to under appreciate the value of 
pension promises is especially strong among Iocal government employees. These 
findings are contrary to the findings that occupational pensions are generally strongly 
overestimated by workers (Gilarducci 1 990) . In Norway, there seems to be a revers ed 
«fudge factor», making the actual wage contract look less lucrative than it is . 

Second, as many as 7 1  per cent of employees respond that they have little or 
no information about pension benefits and member rights. The levd of informa­
tion increases somewhat with education, age, and income. This supports MitcheIl's 
( 1 987) findings that knowledge of pension provision increases as education and 
in come increases, and is higher among men than among women. 
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Together, these finding cast doubt on both micro-oriented explanations of occupa­
tional welfare as a management instrument as weU as macro-oriented theories of 
welfare state support. Both approaches are based on the premise that individuals have 
knowledge of the nature of their social rights and that, based on this knowledge, 
they make (rational) choices on their own behalf. For Norwegian unions, this con­
clusion does not support the view that unions prornote pension plans by coUecting 
and disserninating information from employees to employers. As agents, Norwegian 
unions have not succeeded in their non-wage engagement. Or, since many benefits 
are hard to observe and quantify, they can thus be used to increase compensation 
without violating solidaristic wage policies. For employers, these findings indicate 
possible advantages of integrating pension issues into wage bargaining. A strong 
tendency to underestimate the value of pensions could contribute to reduced labor 
costs and improved management strategies when knowledge is improved. 

Related to the third question, the analysis shows that there is a large mis­
match between how employees find pension plans to actually be controlled and how 
the majority of wage earners would like to see them governed. Private sector em­
ployees prefers more involvement of the individual employee as weU as a higher union 
presence. Public employees tend to put more weight on union participation than 
do private employees. Not surprisingly, there is stronger support for union involve­
ment among union members than among the non-unionized parts of the workforce. 
And, one should note the relatively high share of employees who advocate the es­
tablishment of national collectlve agreements as found in the ATP-scheme. 

These conclusions support a union voice approach to Norwegian unionism. 
When occupational welfare is seen as other than a choice between political or con­
tractual solutions, there is support for increased union involvement also at the local 
level. In other words, Norwegian wage earners see occupational pension rights as part 
of the labor relations system and, hence, advocate institutional control - rather than 
seeing pensions as a pure management instrument. This lends support to theories 
clairning that there is basically a positive attitude towards occupational welfare as a 
micro-oriented remuneration strategy and towards union involvement in occupa­
tional welfare at the company or industry level. 

And last, as shown in many studies, there is very strong popular support for 
National Insurance in Norway. Even when asked how to respond to the 1 992 
reduction in  pension accrual, nearly every second wage earner prefers unions to  work 
for a restoration of the national system rather than pursue other, and historically suc­
cessful, strategies. This lends support to the conclusion that the broad solidarity 
embedded in the welfare state programs results in a consolidation of a vast popular 
majority wedded to its defense. 

One should, however, recognize that contractual solutions are seen as a pos­
sible path to increased welfare rights also among the core supporters of social d�m-
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ocratic values. The results lend support to a more pragmatic understanding of social 
policy strategies among union and non-union workers. In Norway, the main ideo­
logical divide seems to be between individual (voluntary) solutions to welfare needs 
on one side, and contractual and political solutions on the other. Not even the core 
segments of organized labor view public and occupational welfare as distinet alter­
natives, in a Titmuss- oriented fashion, where only public programs represent soeial 
welfare and hence redistribution and solidarity. 

Despite the strong support for public programs, it has not been possible to 
flnd support for the hypothesis that those employees already covered by occupational 
pension arrangements have a signiflcantly different set of attitudes toward national 
insurance than do those who are not covered. Wage earners do not seem to be fully 
driven by a pure self-interest. Rather, these relatively limited empirical investigations 
offer some support to the many studies concluding that ideological variables (party 
vote and so forth) explain differences in popular attitudes. This should stimulate a 
new theoretical debate over determinants of welfare state support. 

Taken together, these results should encourage employers, union representa­
tives, and governments to reevaluate how occupational programs are regulated by 
the government, how they are used by employers as a management instrument, and 
the extent to which increased union involvement can increase member support and 
improve communication between workers and employers over social policy issues. 
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PART 4 
Conclusion 
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Chapter 1 1  Concl usion 

1 1 .1 Polities, bargaining and 50lidarity 

This work has demonstrated the complex nature of occupational welfare as a tool of 
employee remuneration and welfare provision, as weU as the mechanisms of public 
and private interplay in welfare production. By integrating both soeial policy and 
labor market approaches to the question of occupational welfare, the goal has been 
to offer a more accurate understanding of crueial processes at play in advanced wel­
fare states and their labor markets. 

The analysis has focused on the Norwegian experience in order to test theo­
retical perspectives on soeial policy and industrial relations. Even though the Nor­
wegian case can be seen to be of marginal importance in a comparative framework, 
it should be recognized that it offers an interesting opportunity to tell a different 
story - a story of occupational welfare and its relationship to public programs in a 
welfare state traditionally seen to provide inclusive and generous public soeial secu­
rity programs in a setting of centralized labor relations. This context makes the 
Norwegian case important to identifY how politics, bargaining and the goal of cre­
ating solidaristic solutions to welfare needs come together as a function of labor 
market structure, labor relations, and political conflict. 

The goal in this concluding chapter is not to review all of the evidence and 
conclusions presented earlier. Rather, I will concentrate on the argument that wel­
fare state and industrial relations approaches must be integrated in order to better 
grasp the nature of occupational welfare. By doing this we can broaden our revised 
understanding ofhow the Norwegian welfare state has developed and how occupa­
tional welfare decisions are taken at the company level. This again leads to theoret­
ical as well as policy implications. Thus, the remainder of this chapter will, first, 
concentrate on summarizing the main conclusions of the Norwegian story, based on 
the six research questions put forward in chapter one; second, discuss the extent to 
which general conclusions can be proposed; and, third, offer brief comments on the 
possible relevanee for future policy deeisions. 
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It will be dear that the overall argument put forward in this work is not an alterna­
tive to prevailing theoretical paradigms of social science, such as the mobilization 
approach or models of industrial relations. Rather, I argue that revising our under­
standing ofhow trade unions behave in social policy, the possible impacts of coUec­
tive wage bargaining on welfare state development, and the ways in which the rela­
tionship between public and private welfare production is filtered through labor 
market structures and institutions are necessary for the survival of a labor-oriented 
mobilizations approach to the Scandinavian welfare state. In other words, it is an 
attempt to adjust theoretical concepts in line with actual developments . By adjust­
ing the map, decisions makers - be they in political parties, employers' organizations, 
trade unions or companies - might improve their ability to respond to future social 
policy challenges. It goes without saying that the argument put forward here is di­
rected against theoretical paradigms on welfare state development such as Marxism 
or the orthodox modernization school, and argues against a variety of of theories 
that conclude that economic forces determine societal change in any preconditioned 
way. 

1 1 .2 The six research questions and the 
Norweg ian story 

The six research questions capture important traditional hypotheses on the nature 
of occupational welfare provision at the macro-Ievel as weU as at the company level. 
Hence, they serve as a guide to the theoretical issues that are the subjects of analysis 
in this work. By concluding how, and if, each of them fit the Norwegian story, they 
are treated as elements in an overall argument proposing that occupational welfare 
is neither a pure labor market phenomenon nor a simple function of public welfare 
provision. Rather, occupational welfare development in Norway has been governed 
by an interplay between local and centralized decisions in the labor market, as weU 
as the development of public schemes. 

1. Substitution between pub l ic and private welfare provision? 

The question of substitution has caused significant disagreement in the current ac­
ademic debate. The capacity to crowd out private welfare arrangements has, no doubt, 
been regarded as one of the features that typifies the Norwegian welfare state. Even 
so, the analysis of the Norwegian case and the comparison of Norway and Denmark, 
clearly point in the direction that the assumption of a negative interplay between 
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public and private welfare arrangements should be replaced by a more differentiated 
approach. 

An analysis of the post-war experience in Norway shows very different phas­
es in the development of occupational welfare, closely linked together in a dynamic 
process. First, a growth in company-based and employer-controlled schernes is found 
in the early post-war period. A shift from these voluntary company-based arrange­
ments to contractual schernes started in the late 1 950's due to the high level ofinte­
gration of social policy in collective bargaining. A third phase can be found in the 
process of the gradual socialization of the contractual occupational schernes and a 
general growth in public programs in the 1 970's .  And, last, new growth in the em­
ployer- controlled, company-based welfare arena has taken place in the last fifteen 
years or so. This Norwegian story points to two conclusions - first, that generous 
public schernes can be the res ult of a highly developed private welfare arena (rather 
than the assumption that a weak private welfare sector opens the way for generous 
public programs) ,  and second, that in the 1 960's and 1970's, expansion of statutory 
social securiry tended to crowd out occupational provision. Based on this analysis, 
no simple answer to the question of substitution in Norway can be given. 

This flexible approach to public-private substitution has three main elements 
in the Norwegian case: 

• First, it should be recognized that a positive interplay between public and 
private schernes daes not rule out the possibiliry of a relative substitution 
effect, i .e. the growth of private schernes in Norway could have been strong­
er if it had been fueled by, for example, reduction in public schemes. The 
comparison of Danish and Norwegian pension development indicates that 
private pension expansion in Norway has been offset, since 1 967, by the 
expansion of the Folketrygd scherne. In other words, even though public and 
private pensions in Norway have grown in tandem in absolute terms, an off­
setting effect of public pensions expansion is probably also at play. 

• Second, it should be recognized that the conclusions drawn on the nature of 
the public-private interplay rely strongly on how private welfare is measured. 
For example, private pension coverage shows a very different picture than do 
premiums and contributions. When public programs expanded In Norway, 
coverage of private pensions increased more than in Denmark because it 
became relatively cheaper to offer occupational pensions and because indi­
vidual expectations may have risen as a result of an increased focus on pen­
sion needs. On the other hand, aggregated premiums paid to occupational 
schernes increased more in Denmark than in Norway. 
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• And third, the unique shape arid strength of the public.- private inrerplay in 

Norway is dependent on economic, structural and industrial relations varia­
bles. Economic affluence, industrial structure, the magnitude of public sec­

tor employmenr, female labor force partidpation, and the nature of trade 
unionism and wage bargaining are key factors that influence the nature of 

public-private interplay. Under certain conditions public expansion of wel­
fare efforts do crowd out private welfare arrangements. In the Norwegian case, 
these conditions are (O be found in the 1 960's and 1970's in a combination 
of economic growth, prior successful establishment of broad conrractual 

welfare schemes and strong political competition to promote welfare state 
expansion. 

One can condude mat the relationship between public and private welfare provi­
sion in Norway has beenfar from mechanical in the way that the thesis of substitu­
tion could lead one to think. Even though the Norwegian case conformed with the 
proposition of substitution over two decades of welfare state expansion, a broader 
analysis suggests that no general proposition on the inrerplay should be made based 
on this very brief period. 

2. The underlying logie - politieal obstrudion? 
Closely linked to the hypothesis of substiturion is the notion of how welfare state 
expansion (and the crowding out of private welfare) comes about. This perspective, 
which is often implicit, on the role of [fade unions and employers in sodal policy 
developmenr, has far reaching consequences for understanding the forces at play: a 

united and weU organized labor force uses political means in order to satisfy its welfare 
needs. Hence, the key explana(Ory factor is the strength of the Sodal Democratic 
Party, as trade unions primarily mobilized votes for the party. As a result, employers 
and companies only respond to changes in public programs by rolling back occupa­
donal we1fare when public schemes are expanded. And, the state as employer receives 
little attention. 

Analysis of the post-war welfare expansion in Norway lends support to a 

somewhat different understanding of the underlying logic of welfare state expansion 
than is found in a traditional labor mobilization approach. The political nexus of 
the public-private mix has not been recognized by unions, union members and 
e,mployers as comprising distinct categories with fundamenrally differenr effects on 
economic redistribution and working class solidarity. Alternatively, the division of 
public and private has been conceptualized as a continuum ranging from individual 
insurance and company plans over broader conrractual agreemenrs (O public systems 
with universal coverage. Norwegian unions have pragmatically seen both politics and 
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bargaining as means ofimproving the soeial standards of their members. Among other 
things, the Norwegian LO demanded that national eontraetual pensions and siek­
ness benefit sehemes should be made exdusive for trade union members - a posi­
tion far from the view that Seandinavian-styled unions, opposed to, for example, 
business unions, seek only solidaristie welfare solutions for all wage earners. At the 
same time, the Norwegian story dearly shows the importanee of both the state as 
employer and of the eentralized organization of private sector employers. The em­
ployer side took part in an expansion and eentralization of oecupational welfare, but 
strongly opposed attempts to make occupational welfare exdusive for trade union 
members . This became an important determinant for the Norwegian welfare state 
development. 

To a large extent, it has been Norwegian trade unions' ability to be, in eoop­
eration with the employers, self-reliant - in Baldwin's ( 1 990) terms - that has been 
an important driving force behind welfare state expansion. Trade unions tri ed firm­
ly to anchor their soeial policy interests to labor market arrangements because of 
possible positive organizational spinoffs. However, this capaeity of the working dass, 
and its allies, espeeially among public employees, to be self-reliant provided impor­
tant elements in the later non-Socialist support for the soeialization of the public 
schemes. The crux of the matter seems to be that unions were not fully self-reliant. 
Some groups of union members were still ieft out off the contractual schemes. There­
fore, socialization of contractual schernes meant reduced internal conflict across in­
dustries and sectors of the trade union movement. This, in turn, reduced the po­
tential for individual union exit from the national federation and increased the basis 
for internal union loyalty buildup. 

This understanding of welfare state development differs fr.om the heroic So­
cial Democratic version of welfare state development as the result of a grand strate­
gic plan in which a homogeneous labor movement consolidates its political power 
and quite simply legislates the "new society" . 

3.  Re-distribution - is the provision of occupational welfare dass 

distinct a lso in Norway? 

Both in a macro-oriented welfare state tradition and in micro-oriented perspectives 
one condudes that occupational benefits of all kinds are traditionally seen as prima­
rily benefitting upper level white-collar employees. Titmuss ( 1 976) conduded a gen­
eration ago that occupational welfare is intimately connected to a dass-distinct pro-

. vis ion of welfare, a condusion that is still dominant in welfare state research. One 
should recognize however, that occupational welfare provision of any importance is 
typically found in societies with a decentralized system of industrial relations, ones 
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that are fragmemed and occupationally segmented, and with so-called residual pub­
lic welfare policy. Based on this perspective, one should expect that in the Norwe­
gian context occupational benefits of all kinds and occupational welfare benefits 
specifically show a highly uneven distribution. The fact that these arrangements are 
expected to be of marginal importance as a remuneration instrument in Norway 
should only contribute to a even more starus-based distribution of employee bene­
fits in the Norwegian labor marker. 

Of course, a general answer to the question of re-distribution demands a full 
scale comparative analysis ofbenefit coverage across countries. Even so, the analysis 
of Norwegian data provide indications of the prevalence and distribution of occu­
pational benefits with a broader theoretical relevance. 

It is definitely more to employee benefit remuneration in Norway than one 
traditionally should think when approaching this phenomenon as only a matter of 
fringe benefits offered by the employer to the chosen few in the company. Benefit 
provision is a multifaced phenomenon serving different purposes for employers and 
for employees. In the private sector, three different underlying dimensions of em­
ployee benefit remuneration in the Norwegian labor market can be identified: wel­
fare benefits supplementing or complementing public sodal policy; traditional fringe 
benefits (such as free cars, free telephones and newspapers) ; and 'symbolic company 
benefits' (such as free coffee and tea, and rebated products or services) .  This analysis 
shows that welfare benefits constitute a separate and important dimension of em­
ployee benefit arrangements, representing a distinct social component of private sector 
remuneration. It is therefore impossible to conclude, as is traditionally done, that 
there is a general manner in which employee benefits are distributed. Rather, the 
distributional outcome varies significantly across categories ofbenefits. This analy­
sis has shown that welfare benefits are significantly more equally distributed than 
are other benefit categories . 

An important aspeet of the distributional outcome of occupational welfare 
benefits in the Norwegian Iabor market is the long tradition to offer welfare benefit 
arrangements in the public sector. Today one can find a nearly full coverage of pen­
sions, Iife and accident insurance and extra sickness benefits in the public sector. With 
public sector empIoyment at around 35 per cent, and with nearly every second women 
in public service employment, welfare state employment expansion has contributed 
to a relatively wide distribution of oceupational welfare benefits in the Norwegian 
labor market. 

In the private sector it is true that occupational welfare benefits are more 
equally distributed than are other benefit categories. Nevertheless, occupational welfare 
benefits remain a remuneration strategy in the private seetor where high ineome 
earners, well-edueated white-collar workers, and to some extent men receive more 
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benefits than do others. In other words, perceived as a sodal policy phenomenon 
occupational welfare provision in the private sector has a negative distributional 
impact. White-collar workers receive nearly twice the number ofbenefits as do blue­
collar workers . This is in itself not surprisingly because occupational welfare provi­
sion is an integrated part oflocal company-based remuneration strategies. Only cen­
tralized wage and benefit agreements could significantly alter this picture. 

One can condude that a large number of employee benefits are offered to 
Norwegian wage earners as a part of their work contracts. Opposed to what could 
be expected, this analysis shows that it is welfare benefits, from old-age pensions to 
child care, that constitute an important part of the employee benefit menu in Nor­
way. Moreover, compared to benefit coverage in other countries, there is reason to 
believe that, despite generous public sodal policy, the incidence of several welfare 
benefits is relatively high in Norway. Recent developments in employee benefit re­
muneration suggest that the coverage of welfare benefits is growing, while other 
benefit (non-welfare) categories are becoming less likely to be induded in the bene­
fit package. 

4. Is there a union voice effed in Norweg ians companies7 

Another question within the micro-oriented perspective on occupational welfare is 
if, and how, trade unions engage themselves in the issue of employee benefit remu­
neration at the company level. In the Norwegian con text, the de bate over unions 
and social policy is focused on processes at the national ievel (see research question 
2) . Hence, we have litde knowledge of what could be called the union voice effect 
in Norwegian companies. Typically, work on employee benefits in Norway does not 
indude a possible union effect in the analysis. Theoretically, this implies that involve­
ment in decentralized occupational welfare arrangements is not seen as a trade un­
ion task and, as a result, this part of the remuneration strategy of Norwegian em­
ployers is perceived as fully controlled by employers. A positive impact of unions 
on the range of employee benefits and their share of the total wage packet at the 
company level has been found in decentralized and fragmented systems oflabor re­
lations and in a suurounding of less developed public social policy programs than 
those found in Scandinavia. 

However, this analysis does conclude that, as found in other countries, pen­
sions and other benefits are being integrated into collective bargaining in Norwe­
gian companies. Somewhat surprisingly, nearly half of private sector companies with 
1 0  employees or more report that one or more of the welfare benefits are induded 
in contractual arrangements. There are, however, uncertainties as to the extent of 
this pro cess and also concerning the nature, and form of, negotiations. Clearly, in 
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most cases, employers have formal control over benefit arrangements. On the oeher 
hand, the hisforical tradition ofwelfare benefits as a white-collar phenomenon where 
unionization was virtually unknown is giving way to the development of formal rights 
which are linked to the lab or contract. It seems logical that this evolution is accom­
panied by the inclusion of employee benefit issues in collective bargaining. 

Every fourth company in Norway reports that they have been met with di­
reet demand from employees to introduce or to improve welfare arrangements. Direct 
employee demand can be effective. Among companies reporting direct employee 
demand, 60 per cent have included occupational welfare arrangements in their col­
lective agreements. In companies where no demands have been made, 45 per cent 
report that welfare arrangements are contractual. Moreover, multivariate analysis of 
private companies' welfare benefit provision shows that unionization has a positive 
impact on the number of benefits offered, all else constant. 

Another aspect of trade union influence on the social policy of the firm should 
be stressed. The analysis shows that professional unions have engaged themselves 
more acdvely in occupational welfare issues than have LO-unions. This can indicate 
that political loyalty actually does play a role when deciding upon union action also 
at the local level. It points to the conclusion that Norwegian unionism is far from 
homogeneous and that a shift towards more professional unionism can change the 
basis for the present public-private mix in Norway. 

Moreover, it should be recognized that the "union voice effect" is found when 
analyzing occupational welfare benefits . In other words, other employee remunera­
tion forms, such as free cars or newspapers, is not in the same way affected by trade 
unionism at the company level. In this respect there is a striking difference when 
comparing welfare benefits to other benefit categories . 

One can condude that analyses ofboth company- and individuaI-based data 
sets show that unions have an impact (ceteris paribus) on the social policy of the 
Norwegian firm, bur not on all employee benefit strategies . Norwegian employers 
tend to adjust their welfare strategies when unions enter the picture, which results 
in different welfare levels and measures than would be the case in the absence of unions. 
This is especially true in the case of professional unions. This study supports q:m­
dusion drawn by among others Freeman (1 992) based on American data. In other 
words, social partnership unions and business unions have common behavior at the 
local level. Traditionally, however, business unions, unlike social parmership unions, 
are seen to choose occupational welfare arrangements as their preferred srrategy for 
welfare improvement. One could ask if company-based occupational welfare bene­
flts· function as a valve for union Iocal activity in a highly centralized collective bar­
gaining system. 

The extent to which this implies that companies can not use welfare as an 
instrument of control - as did Bismarck on behalf of the state - is more uncertain. 
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Richard Titmuss ( 1 976) referred to the sodal policy of the fum as the 'undivided 
loyalty tranquillizer of the corporation' . No doubt, hisrorical shifts. in Norway and 
elsewhere, have pushed benefits, over time, from the employers' domain into the 
arena of industrial relations. This is true in boch the private and public sectors. 

5. Is occupational welfare provision determined by factors 

internal to the firm? 

The discussion of a union effect at the company level is dosely linked to the broad­
er question of how institutional factors internal to the firm determine remunera­
tion. The analyses ofboth company- and individual-levd data in Norway lend sup­
port to the condusion found in a growing number of international studies that the 
firm matters in remuneration decisions. According to this analysis, company wd­
fare poIicies are significantly influenced by factors omer man those emphasized in 
traditional theories ofwage determination. These results reinforce an institutional­
ist view that aspects of the employment relations system are important elements in 
an explanation of the sodal policy of Norwegian firms. More than being pure HRM- . 
strategies by the employer, it is the res ult of an interplay between employee demand, 
union action, collective bargaining system and the formalization of personnel poli­
eies. Moreover, this indicates how the system of labor relations constitutes an im­
portant filter for the relationship between state and market in soeial policy. 

The analysis shows that the establishment of formalized personnel structures 
increases the probability that companies will provide a broader range of welfare ben­
efits to its employees. Professional human resource managers can use welfare bene­
fits to gain results mainly from improved employee morald and productivity, and 
to create a favorable image in the community. Of special importance is the possible 
symbolic function attached to occupational welfare as a form of remuneration. Pre­
cisely because the welfare benefits supplement the public system, they can profit from 
the norms of security and justice attached to the public schemes. These findings stress 
the possible independent role played by the values of top managers and the resulting 
organizational cultures. "Whatever argument is used, it is elear that the provision of 
welfare benefits in an internal market setting cannot be fully explained by economic 
variables, but must be supplemented by sociological and psychological considerations. 

Offering welfare benefits could allow the firm to attract and retain certain 
kinds of employees. This human capital perspective finds some support in the anal­
ysis through a significant effect oflabor force structure on welfare level. All else con­
stant, pensions are more frequently offered in companies with a highly educated work 
force and a higher wage level. In this perspective it is espeeially interesting to see 
that a high levd offemale employees has a positive effect on wdfare provision. It is 
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female employmem in combination with part-time work chat causes a strong nega­
tive impact o'n the social policy of the firm, all else constant. These results could 
indicate that employee demand can be important for the introduction of welfare 
benefits. Highly educated full-time employed workers can put stronger pressure on 
employers to increase their welfare efforts. Of course, one cannot conclude if these 
relationships indicate employee demand or employer- motivated human capital ef­
forts, or both. 

The system of wage determination is of importance for the social policy of 
the Norwegian firm. The difference is not, as traditionally argued, between collec­
tive or individual wage determination. Rather, it seems as if it is companies with 
centralized wage determination that offer less than others. In other words, decen­
tralization of wage determination, induding elements of individual wage bargain­
ing, seems to trigger more focus on company-based welfare arrangements as a re­
muneration mechanism. As already noted, the presence of unions , especially 
professional unions, can increase the number of welfare benefits offered. 

Traditionally, large companies are seen to offer more welfare benefits than do 
others . This is the case also for Norwegian companies . This size effect can be attrib­
uted to severai aspects of the firms. When controlling for typical elements of large 
companies such as unionization, formalized personnel structures and so forth, the 
analysis shows no separate effect of size. In other words, size is important for remu­
neration policies because of the correlation between size and certain institutional 
characteristics of companies . 

Not surprisingly, firms that have a high average wage level offer, all else con­
stant, a broader range of welfare benefits to their employees. The combination of 
high wages and generous welfare policies is a characteristic of the internal iabor market 
in large scale, more profitable firms. It indicates that the answer to Richard Free­
man's ( 1 992) question, asking if different personnel practices tend to work as a pack­
age, is yes, in Norway. Positive labor relations involves both high wages and good 
benefits. 

Last, it should be recognized that these conclusions are relevant for the pro­
visjon of welfare benefits in Norwegian firms, rather than for all benefit types . An 
important aspect of this analysis is the conclusion that the underlying logic is dis­
tinctively different across employee benefit categories. In other words, employee 
benefit remuneration should not be seen, as is traditional, as a single phenomenon 
governed by a common decision making process. The effects of individual charac­
teristics and institutional variables are different. This is clearly illustrated by the fact 
that while there is no direct discrimination effect for women in the provision of 
welfare benefits, there is a strong (ceteris paribus) negative effect of being female on 
the number of traditional fringe benefits offered as a part of the work contract. 
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6. Reinforcement of pol itica l support - attitudes towards 

occupational welfare and the role of unions in social pol icy. 

A central idea in current welfare state research is that the broad solidarity embedded 
in the public arrangements forges middle dass loyalties as weU as working dass sup­
port. According to Esping-Andersen ( 1 985 :245) the establishment of Scandinavi­
an-styled public welfare arrangements manufactures broad dass solidarity and sodal 
democratic consensus . Closely connected to this approach is the view found in po­
litical sdence and sodology that "sodal partner unions" regard sodalization of wel­
fare polides as an important factor underlying the transformation of the capitalist 
system of production. Together, these approaches represent a distinct, and popular, 
understanding ofhow public welfare policies help to reproduce and re-enforce po­
litical support for a combination of universal and generous (income-related) public 
sodal policy. This approach has far reaching implications, among others that differ­
ences between welfare state models will remain and even grow wider in the future. 

Of course, an analysis of only the Norwegian case cannot provide answers to 
aU aspects of this hypothesis . Nevertheless, this analysis has shed light on two ele­
ments. First, the nature of political conflict over pension issues in Norway does. not 
conform with the notion ofhow a traditional dass-based political conflict over pen­
sions produced a solidaristic public pension system, again laying down the ground 
for a broad sodal democratic consensus in pens ion polides . Second, analysis of at­
titudes towards and knowledge of occupational welfare and overall union welfare 
strategies among Norwegian wage earners do es not provide us with a dear cut pic­
ture of a highly conscious labor movement actively supporting political solutions 
before occupational solutions . Again, the results lend support to a more pragmatic 
understanding of attitudes on public, contractual, and company-based welfare. No 
doubt, there is strong political support for the Norwegian welfare state . The crux of 
the matter is that it is hard to find evidence that clarifies whether this support is 
the res ult of individual selfinterest, connected to sodal rights, and whether it is more 
firmly anchored among trade union members, as one should expect from a labor 
mobilization perspective. 

First, according to traditional mobllization theory, expansion of public re­
sponsibility is the subject of a conflict between left and right wing political parties. 
The Swedish struggle over ATP in 1 959 is used as a typical example of this conflict 
(Heclo 1 974) . In the Norwegian case, however, it is the strong political consensus 
that is most striking. I will argue that the notion of conflict and consensus can be 
recondled by looking at pension policy as the result of an interplay between state 
and market. To a large extent, the conflict unfolds in the labor market between the 
sodal partners . It started out at the local level and moved gradually into the central­
ized bargaining system. One example is the importance of equal treatment of 
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white- and bIue-colIar workers that was agreed upon in the bargaining system, after 
a long period of disagreement. Equal treatment in pension policies was actually first 
fully introduced by the state as employer in 1 962. When partly or fully introduced 
in the labor market, the basis for political consensus was laid down. In the 1960's, 
as today, the non-socialist parties could not accept that core groups of their elector­
ate were exduded from important welfare benefits, hence supporting the expansion 
of public welfare programs. 

Does this imply that the Labor Party has not been the driving force in, for 
example, pension politics. As an a priori general rule, the concept of Labor Party 
dominance is not acceptable. The Norwegian story shows that first, the introduc­
tion of universalism in Norway must be viewed as the result of a broader political 
alliance. Second, expansion of public pension responsibility is more adequately un­
derstood as the result of trade union ability to expand occupational arrangements 
and thereby create a broader political basis behind pension reform. Taken together, 
there has been a striking political consensus on the expansion of the Norwegian 
welfare state. This consensus is not solely the result of a victorious Labor Party cre­
ating statutory arrangements that also ties the interests of high income earners to 
the public system. 

Second, the study of micro-Ievel data lends support to this somewhat more 
pragmatic perspective on wage earners' attitudes towards welfare policies and the 
choice between individual, occupational, and public welfare programs. No doubt, 
the main condusion is that there is strong support for public welfare arrangements, 
such as the Folkertygd scherne. When asked about the trade union position on the 
1 992 reductions in the old-age pension system (Folketrydgen) , dose to 50 per cent 
of Norwegian wage earners expect unions to argue for a reversal of this decision. 
Around 35 per cent report, however, that they favor the establishment of contrac­
rual pens ion agreements to compensate for the 1992 cutbacks. Only a small minor­
ity prefers individually-based solutions to the increased pension need. In other words, 
there is strong support for the public system. But, contractual agreements are even 
today regarded as a possible avenue for trade union social policy strategy. 

The core of the political support hypotheses is however not the simple fact 
that, when introduced, statutory schemes have large popular support. ane should 
expect that the core supporters of public solutions are found among organized labor 
and among those groups traditionally not benefiting from private welfare arrange­
ments. Since public schernes are both generous and universal and occupational ar­
rangements are expected to be of marginal importance, the result is believed to be 
high popular support for public solutions. It is however, very hard to identify the 
structure of (hese underlying mechanisms of political support for public solutions 
tO welfare needs: 
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• First, there is reason to believe that Norwegian wage earners do not see pub­
lic schemes and contractual occupational schemes as distinct alternatives. 
Rather, they seem to want more welfare benefits, be they public or contrac­
tual. What could be seen is a tendency to nearly fully disregard individual 
responsibiliry as a preferred welfare strategy. 

• Second, it is not possible to find stronger support for public schemes among 
those who are not covered by occupational arrangements. Neither is there 
any difference berween organized and unorganized workers . 

• Third, Norwegian wage earners find themselves in a situation where they do 
not have enough information on the nature and value of their occupational 
benefits - a situation that the large majoriry of wage earners would like to 
see changed. Again, there are only small differences across groups of wage 
earnerSj only among the absolutely highest paid do a majority have adequate 
knowledge of the qualiry of their occupational welfare benefits. 

Therefore, it is not possible to establish a direct link berween individual self inter­
est and the choice of political strategy when analyzing individual wage earners' atti­
tudes towards occupational welfare. What one can see is that attitudes towards so­
cial policy are, to some extent, guided by overall ideological support. Among public 
employees with a high proportion of left wing voters, there is a somewhat stronger 
support for public solutions (even though they are covered by generous occupational 
schemes) . In this respect, this analysis lends support to conclusions drawn by other 
studies of attirudes towards social policy in Norway, namely that political support 
is guided by ideological motives more than by selfinterest (Martinussen 1 988, Jenssen 
and Martinussen 1 994) . 

On the other hand, the fact that wage earners have very litde knowledge is a 
tremendous challenge for trade unions to improve their performance in the eyes of 
their members .  Moreover, employers have the interesting option of better inform­
ing their employees on the actual wage value of occupational benefits. lf this is done, 
attitudes on occupational and public welfare solutions could be significandy altered 
in the future, and may produce larger differences in attitudes berween covered and 
not covered. 

Taken together, the concluding discussion of the six research questions do 
not alter the fact that Norway is a welfare state largely dominated by public welfare 
schemes and that these schemes have favorable effects on poverry among the elderly, 
for example, or on income distribution at large. What they do is to adjust what seems 
to be the dominant academic and political view on how this welfare state came to 
be and how the arena of private social policy functions in the Norwegian labor mar­
ket. This again implies a revised understanding of important elements of trade un­
ionism and indirect remuneration in Norway. 
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1 1 .3 Can genera l conclusions be drawn? 

A discussion of the Norwegian experience alone does not allow for firm condusions 
about the general nature of occupational welfare or condusions on a general relation­
ship between public and private welfare provision. Even so, some propositions dearly 
should be the subject of further research. 

The nature of occupational welfare 

Indirect remuneration is becoming increasingly important in modern economies. An 
improved understanding is important as to why such benefits are offered and their 
effects on income distribution and the distribution of social rights. Based on the 
analysis conducted in this work some general proposals are dose at hand: 

• Employee benefirs may perf orm a variety of functions. Therefore, voluntary 
and contractual employee benefits do not work as one single phenomenon 
governed by the same underlying logic. I will suggest that benefits that can 
be dosely linked to social policy arrangements are governed by other factors 
than are fringe benefit remunerarion in general or direct wage remuneration. 
As a consequence, the payback to the employer from welfare efforts in the 
form of employee loyalty and increased motivation could be stronger in sur­
roundings where social security is not taken as a given (or dose to given) . 
On the other hand, when public welfare is relatively generous the provision 
of welfare benefits could be less costly for employers and therefore contrib­
ute to a high level of coverage. This could imply little difference in coverage 
(as in the case of occupational pensions in the US and Norway) even though 
there are large differences in the effect that employers gain from offering ben­
efits. One indication of this is the fact that while American workers tend to 
over-estimate the value of their pension benefits, Norwegian workers under­
estimate the value. 

• Analysis of Norwegian companies indicates that the provision of occupational 
welfare benefits is determined by factors internal to the firm, such as person­
nel policies, company size, the organization of labor relations at the compa­
ny and the system of wage bargaining. The extem to which economic and 
market conditions explain variation in benefit provision across companies is 
uncertain. Benefits are provided on a long-term basis, typically pensions and 
life and accident insurance. Hence short run fluctuations can more easily be 
regulated through employment or direcr wages. This could mean that struc­
rural and institutional factors have a general impact on welfare benefit levels 
across labor markets. However, one could expect that favorable economic 
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conditions can lead to interaction effects by, for example, strengthening 
employee demand for welfare benefits. This general condusion is dose at hand 
because the findings from Norwegian firms to a large extent conform with 
condusions drawn from American research. There is, however, reason to 
believe that the effect ofinstitutional variables are different across labor mar­
kets. A possible hypothesis is that education give a higher benefit payoff in 
countries where professional unions are stronger and labor relations are more 
decentralized. And, that mechanism of exdusion from welfare benefits, for 
example, for women who work part-time are significantly different across 
countries. 

• As a general rule, there is a positive correlation between direct wage levels 
and the possibility of being covered by occupational welfare arrangements. 
Even 50, there is reason to believe that there is a negative tradeoff between 
direct wage levels and benefit levels. Theoretically, one would expect that 
workers pay for their benefits by a proportional reduction in direct pay. This 
predietion is, however, based on conditions not met in most labor markets. 
Among other things one should expect a tradeoff to be dependent on infor­
mation among employers and employees on the actual costs involved.  Thus, 
a temp ting hypothesis is that the possible negative tradeoffis dependent on, 
among other things, knowledge of the actual value of benefits and the inte­
gration of these issue into the proeess of wage determination. Hence, the 
strength of the tradeoff would vaty across industries and companies and over 
time. 

• Even though occupational welfare provision is seen as a synonym for a sta­
tus-based distribution of social rights, a possible hypothesis is that the dis­
tributional effect varies across labor markets depending on the degree of in­
tegration into collective bargaining and the conditions set for tax deduction 
in national legislation. On one end of the scale there are benefits controlled 
fully by the employer, and on the other end of the scale, we will find benefits 
based on industry-wide or even centralized agreements. Moreover, one could 
expect that the tendency to use social policy motivated conditions for tax 
deductions is positively correlated with factors such as union membership 
and the centralization of labor relations. lf this is the case, distributional 
outeornes would be far from identical across countries. Rather, one would 
find that since these factors pull in the same direction, the distributional 
outcome is found to be most equal in economies with strong public welfare 
policies and centralized labor relations. In this respect, the social policy "threat" 
caused by increased occupational welfare provision is largest where it is least 
needed, and the other way around. 
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Taken together, one can condude that there are important aspects of remuneration 

through occupational welfare benefits chat we have very little knowledge of, and, 
hence, should be made the subject of future research. Methodologically, this makes 
access to data measuring the actual costs of benefits vital. Moreover, one needs to 
distinguish voluntary, contractual, and statutory indirect wage costs. If this can be 
done in a set of countries representing different sodal policy and labor relations 
surroundings, a large step can be taken towards empirically testing propositions on 
the nature of occupational welfare and its distributional effects. In the Norwegian 
case, this means significantly improving the quality of data on indirect labor costs. 

The effect of shifts in public welfare programs 

A5 noted severai times in this work, there is a tendency to view public and private 
solutions to we1fare necds as functional equivalents and hence dose substitutes in 
quantitative terms. From a micro-oriented perspective, on the other hand, private 
welfare production can be seen as largely independent of public schemes. A general 
tradeoff between public and private solutions does however appear to exist so that 
expanding (or redudng) the level of public pensions does tend to produce a smaller 
(larger) scope for private provision than would otherwise be the case. 

The important point to be made is that the tendency for a relative substitu­
tion is far from invariant because the relationship between public and private provi­
sion is not purely mechanic. There is reason to believe that the shape and strength 
of the relationship is affected by a set of intermediate variables. Moreover, one should 
expect that this relationship is dependent on whether there is an upward or down­
ward shift in public welfare provision. Hence, some important modification of the 
general tendency of a relative substitution effect should be suggested: 

• The substitution effect is to a large extent dependent on the nature oflabor 
market institutions and industrial structure. It is, however, difficult to make 
a general prediction as to how this filter affects the tradeoff. Nevertheless, 
some propositions can be made. There is reason to believe that in the ab­
sence of public schemes, occupational programs are more developed in coun­
tries with strong peak organization that are able to define and implement a 
common bargaining platform on behalf of unionized workers, a strong na­
tional employers organization and a strong position of the state as employer. 
Moreover, industrial structure and company size must be expected to play 
an important role in shaping the tradeoff. This is illustrated by the fact that 
large companies offer more welfare benefits to their employees than do smaller 
companies and that industries which require highly skilled and educated 
workers are more welfare-oriented than others .  lf this is the case one would 
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expect that occupational pensions would haveheen more highlydevdoped 
in Norway than in Denmark, given the hypothetical situation that no pub­

lic superannuation scheme had been introduced in Norway. This could also 

contribute to an explanation of why occupational welfare coverage has been 
reduced in the US without a corresponding reduction in public schemes by 
linking this development to reduced unionization, and growth in small firms 
and low paid jobs. 

• The institutional design of the public system must be taken into considera­
tion as a determinant of the nature of the public-private interplay. A typical 
example is how means testing in public schemes can have the effect of dual­
izing participation in private schemes and depressing coverage among seg­
ments of the lab or force. The lifting of means testing is a type of expansion­
ary reform that is likely to boost the participation in private schemes, and 
thus a special case where the general tradeoff does not apply. And, the other 
way around, introducing means testing does not necessarily trigger private 
sector compensation strategies, as is often expected. 

• Also the character of the occupational welfare system can be important for 
the tradeoff. The closer occupational schemes are designed to fit or build on 
existing public schemes the stronger a possible tradeoff will be. If occupa­
tional pension schemes are designed as defined benefit plans it is reasonable 
to expect that reduction in public schemes triggers demands by employees 
and their representatives for compensation. Defined contribution plans on 
the other hand are not de�igned to link public and private pension accrual 
and must be expected to have looser ties to shifts in public pension rights. 

• It is also reasonable to expect that the expansion of public welfare programs 
shapes expectations and preferences in a way that the demand for private sup­
plements does not necessarily decrease. However, while there is reason to 
believe that people have increased their taste for pensions and other welfare 
benefits as public systems expanded in the post-war period, it does not fol­
low that people will downgrade their expectations in tune with present or 
future cut backs. As pointed to by Liberson ( 1986) we cannot assume that 
all causal relationships work in the same way for upward and downward 
changes in the treatment variable. 

Methodologically, these considerations point toward the need for multivariate sta­
tistical analysis in order to recognize how intermediate factors affect the public-pri­
vate tradeoff. Simple cross-national data do, however. have the problem that there 
is a restricted number of country cases available for analysis. Time series data could 
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therefore be a possible avenue of future researeh if one can solve problems of meas­
urement and eomparability. 

The determinants of union social pol icy adion 

Attempts to understand the development of occupational welfare and its relation­
ship to public programs must establish a theoretical and empirical basis for union 
action in social policy. One of the major problems with the maero-oriented welfare 
state and industri al relations perspectives on unions is that the preferenees and be­
havior of organized workers are simply taken as given. Not surprisingly there are 
striking differences between eeonomic theories and ratio nal choice approaeh to un­
ions and the implications of the traditional macro-oriented mobilization approaeh. 
With a micro-oriented approach, the socialization of welfare arrangements could be 
seen to negatively influence union strength by removing vital funetions from the trade 
union movement. This theoretieal divergence and the conclusions from the Norwe­
gian case should stimulate a renewed debate on the nature of union action. 

Again, it is difficult to propose general conclusions about what governs un­
ion members and union officials in social policy. We can, however, put forward a 
eoneeptual argument on elements that must be taken into eonsideration in future 
analyses. In this work, it has been argued that a theoretical approach, with special 
relevanee to a Scandinavian-styled unionism, can be developed from Hirschman's 
( 1 970) concept of exit, voice and loyalty to create a micro-oriented basis for union 
action in social policy. The concept of exit links. union action to the need to survive 
as a membership organization and forming union action by individual motives and 
behavior. The coneept of voice captures the idea that there is a broader individual 
dimension to unionism. By using voice, members can express their dissatisfaetion, 
unions can communicate with employers, and national confederations can have a 
dialogue with employers' organizations and governments. Hirschman's ( 1 970) main 
point is that the choice between exit and voiee is determined in a dose interplay 
with loyalty. 

If the coneept of "exit, voice and loyalty" is combined with the simple faet 
that these decisions are implemented at different levels of decision making, it be­
comes possible to more adequately conceptualize how unions act, especially in a 
Scandinavian welfare state setting. The choice between exit, voice and loyalty is played 
out between individual union members and the union, between unions and a na­
tional confederation of unions and between national confederations and the govern­
ment which again is often turned into a tri-parrite relationship between unions, 
employers and governments. 
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By attaching the idea of loyalty to the overall ideas of the union, the notion of self 
interest becomes muddled. Members and unions are still to be seen as rational at 
the micro-Ievel, but their exit choices are governed by more than just the union's 
ability to produee individual goods to utility- maximizing members. An analysis of 
unions must therefore take into consideration the possibility of interaction effects 
across levels of decision making. The national welfare solution must deliver benefi­
cial results both on the individual level and at the union leve l. The extent to which 
union members, and unions, are loyal supporters of the main features of the exist­
ing welfare institutions is a more complicated question than aggregating individual 
preferences concerning social policy. The individual approach does, however, point 
to the fact that unions are membership organizations and must put survival on the 
top of the agenda. Clearly, a strategy that removes vital functions of the union and 
hence reduces individuals' rationale for joining the union is not viable in the long 
run. However, with a broader set of individual motives for union membership un­
ion leaders must balanee purely economic interests with a more ideological approach 
without losing sight of union survival. 

Based on this concept, it is possible to claim that union action in social pol­
icy across countries is not distinetly different only because ideological motives dif­
fers, but because the institutional structure, the labor relations system and the pos­
sibilities of trading (loyalty) with the government varies. Therefore, trade unionism 
in advanced market economies varies significantly as a result ofhow certain histor­
ical parhs have created labor marker and sodal policy institurions . Future analyses 
of trade union behavior need, therefore, to take into consideration the interplay that 
is caused by institutions on different levels of decision malång. No doubt, the shifts 
that are tiling place in international unionism should trigger comparative-oriented 
analyses into how exit, voice and loyalty are preconditioned not only by member­
ship attitudes but also by the institutional surroundings of trade unions. A tempt­
ing hypothesis for this research is that union strength is determined more by un­
ions' ability to create labor market and social policy institutions that make union 
membership and action important (as, for example, the Swedish system of unem­
ployment insurance) and the possibility of establishing a national arena for two-part 
and tri-part dialogue more than ideological elements as such and their ability to simply 
increase the wage of their members (which is the basic assumption in pure econom­
ic theories on trade unions) . 
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1 1 .4 A .comment on policy implications 

At the end of this work I will briefly comment on two policy implications which 
are at the hart of the analysis. The first policy question, of course, concerns possible 
avenues of future developments in the public-private mix in Norway. The second, 
closely related policy question is the furore social policy strategy chosen by the trade 
unions. 

Avenues for private welfare provision 

The issue of occupational welfare and other private welfare eomponents is high on 
the political agenda in many countries. This is so basically for four reasons. First, 
governmenrs seek alternative ways of securing the welfare of their citizens without 
increasing pressure on public finances. Second, employers are seekingways of reducing 
the cost of production in a climate of stronger global competition over both prod­
ucts and services. Third, the increased foeus on private welfare provision triggers a 
debate of possible increased sodal inequality and gender differences and activates 
political eounter forces of different kinds. And fourrh, a stronger political and aca­
demic position of neo-liberalist arguments in favor of"welfare societies" rather than 
"welfare states" should also be debated. In other words, employers will not necessar­
ily find the possibility of increasing their welfare responsibility attraetive compared 
to a siroation where eosts are distributed not only among employers, but also among 
taxpayers in general. And, governments may not be willing to increase their politi­
cal responsibility for the welfare needs of their citizens. 

To a large extent, the issue of furore policy options relates to a overall ques­
tioris. Namely, is there a "third way" for furure welfare societies - between a model 
of primarily public regulation and production of welfare, on one end, and a decen­
tralized market-based system of welfare production involving both company and 
individual payment, on the other? In other words, does Titmuss' idea of distinet 
models of welfare produetion represent a good description of today's policy ehoic­
es? 

This study has not shed light on all of the relevant controversies in the de­
bate over private alternatives to public welfare. Hopefully, this work will contribute 
to the understanding among policy makers that there are severai options open to 
governments, employers, and unions. Of course, not all opdons are equally satisfy­
ing if the goal is to increase both the efficiency and the distriburional effectiveness 
of tomorrow's welfare state. 

Both the theoretical discussion and the empirical analysis in this work have 
as their main conclusion that the welfare state should be seen as a regulatory regime 
with the ability to influence the dimension and shape of public-private interplay in 
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welfare production. In other words, one must differentiate between the regulatory 
role of the state and the production role of the state. In the regulatory perspective, 
two dimensions determine the nature of the public-private mix: ( 1 )  if provision or 
production takes place in the public sector or is done privately (commereial or non­
commereial) , and (2) if the nature of soeial rights - their formal and financial bases 
- is determined by law, by collective agreement, or by employers and individuals. 
The regulatory role of policy makers consists of their ability to control or change 
how welfare is provided, according to these two dimensions. This is illustrated in 
figure 1 1 . 1 .  Position A in the figure marks the dominant position in the current 
welfare mix in Norway. 

Historically, there has been movement from voluntary private schemes, via 
intermediate solutions where soeial rights are linked to collective agreements, to­
wards a situation where welfare schernes are not only statutory, but also publidy 
provided. Of course, ane could discuss the actual need to seek alternative solurians 
to the present soeial policy regime. This is not the topic here. Rather, the issue is 
what are the likely policy implications if a role back in public responsibility takes 
place. Possible future policy roads are basically to move in the direction of the low­
er part of the figure (marked by position B, C and D) . Voluntary supplements to 
statutory public schernes have been proposed in Norway, among others in the case 
of old-age pensions. However, it does not seem as a likely policy option to be pro­
posed by either socialist or non-soeialist governments in the near future. 

In recent years, Norway has seen three different cases of shifting public-pri­
vate mixes : occupational injury and disease insurance is (still) statutory but flnanc­
ing is done directly by employers and production is done by private insurance com­
panies (position B) . Early retirement is based on a system of national contractual 
rights and provided in dose cooperation with the public soeial security institution 
(Rikstrydeverket) (Position C) . In the case of old-age pensions, the reduction in the 
public system from 1/ 1 - 1 992 has largely been compensated voluntarily by employers 

F igure 1 1 . 1  Com b in ing  two d imensions:  provis ion of welfare and the scope of welfare rig hts. 
Three possi b le avenues of welfare state development. 

Publ ic  

Vol u ntary 

Private 
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or by individuals themselves (Position D). Of course, the distriburional effects of 
these strategies are very different as are the cost effects for employers and employees. 

Three important policy implications for a future shift in public responsibil­
ity based on the conclusions in this study should be taken into consideration: 

1 .  Renewed focus on the design of public schemes 

Politieians should increasingly acknowledge that the design of public welfare reforms 
shapes the possible roads of private response. A tempting tool for reducing costs in 
the public sector is the introduction ofincome testing, of ten proposed by both left 
and right wing politieians. Income testing may result in increased administrative 
expenses, but it is easy to gain popular support for providing for low-income indi­
viduals and groups. As noted, this would - as with pensions - significantly reduce 
the possibility for building broad supplementary occupational pension arrangements 
on top of a new income tested scherne. In other words, reduction in public pension 
expenditures would probably produce a reduction in occupational pensions expend­
iture as weU. The res ult can be a distributional effect, when the whole public-pri­
vate system is taken into consideration, that is far from the original goal of creating 
more equality in pension rights. 

Another alternative that has seen increased popularity in recent years is to 
introduee (higher) us er payments for public welfare services. This is, in itself, priva­
tization because more of the finaneing is done privately. However, this development, 
combined with waiting lists or quality complaints in public services, will stimulate 
demand for company-bas ed or other forms of private provision. Moreover, one should 
take into consideration that the demographic changes taking place in most western 
countries in the next decades will dramatically increase individual savings because 
an increasingly larger proportion of the population is in their 50's and 60's. In these 
age groups, rates of income, wealth and savings tend to be the highest. This devel­
opment will stimulate individuals' ability to cater to themselves through private 
solutions and will increase their interest in using pensions and life annuities as tools 
of savings and investment. 

No doubt, user payments and income testing will make the borders between 
public and private provision increasingly blurred. When the general demand for welfare 
services grows (because of real income growth and demographic changes) , the result 
will likely be an increase in both occupational and individual welfare provision. From 
a soeial policy perspective, the important question is how and if governments will 
engage themselves in regulatory attempts to govern the nature of this private provi­
sion and their ability to create new institutions that stimulate solidarity also in 
non-public welfare provision. In this debate, it must be taken into consideration 
that increasingly international capital and insurance markets and a possible intro-
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duction of a joint European monetary system, will make unique national regulations 
of private service production and private insurance increasingly more difficult. In­
surance risks and welfare services are today increasingly traded in international mar­
kets - trades in which Norwegian companies already take part. 

To some extent, governments have two important options. The first is to 
focus only on how to finandally and politically secure the public statutory system 
of basic health and social security. The second is to actively engage themselves in an 
attempt to design public systems, and to regulate private sector and provide target­
ed tax incentives in order to secure a private welfare sector that conforms largely with 
solidaristic social policy standards. An attempt to overlook the challenges in creat­
ing a positive public-private interplay can easily lead to a private we1fare sector ex­
pansion far from the basic values of the sodal democratie welfare state of today. 

2. Labor market pol icies are a lso social pol icies 

The furure nature of occupational we1fare provision, be it health care or old-age 
pensions, is also determined by factors outside traditional sodal policy, such as lev­
e1s of employment, income distribution, industrial structure and the system of la­
bor relations. Paradoxically, one can conc1ude that the success of tomorrow's wel­
fare policies is determined by the ability to influence or even control the developments 
of labor markets; A development towards de-unionization, decentralizations of la­
bor relations, increased wage differentials and an increase in what Americans have 
come to call "bad jobs" would have significant impact on the possible effects of shifts 
in the public-private division of work. To a large extent, the nature of industrial 
relations and the nature of new firms will shape the conditions for alternative pro­
visions of welfare. What we have seen in the US and Britain is that labor market 
developments can explain reduced coverage of, for example, occupational pensions. 

Therefore, privatization of welfare responsibility would look very different 
as part of a general deregulation strategy than in a situation where Scandinavian-styled 
labor market polides prevail. 

3. Social pol i cy can be elements in a reenforcement of labor 

relations 

Then, the next question to be asked is whether the development of social policy can 
contribute to a full employment labor market with weU organized and positive la­
bor relations. Of course, this is a very broad debate where both the effects of in­
creased (or reduced) tax levels and labor costs as weU as sodal policy goals should be 
taken into consideration. Clearly, no easy way out exists when future welfare poli­
des are to be dedded. Even so, the structure of the Norwegian labor market and of 

341 



its labor relations make possible arrangements
· 
and institutions where both financ­

ing and provision of welfare is done in the labor market, linked to collective bar­
gaining and wage determination. The crux of the matter is that if such institutional 
solutions could stimulate the development of labor relations and at the same time 
offer efficient provision of welfare, there could be added value to gain for the soci­
ety in large. On the other hand, privatization linked with a deterioration of labor 
relations could result in a pure starus-based social policy, where women and low-skilled 
workers would be the losers. 

It should be recognized that the issue here is a shift in public and private welfare 
responsibility, not an argument for a full scale privatization. Obviously, a removal 
of, for example, flat-rate old-age pensions to all citizens will not be picked up by 
collective bargaining or by individual compani�s. The same argument could be made 
for basic health care for all and so forth. On the other hand, a full scale tax financed 
universal basic security system, in combination with statutory and/or contractual 
arrangements as weU as individual supplements, could create a three-level welfare state 
with a broad solidariry embedded. The success of this system is based on the im­
portance premiss that both the quantiry and quality of employment can be secured. 

To a large extent this is a paradox for the Scandinavian- styled welfare state. 
Even though this model precisely aims to break the link between social policy and 
(status-oriented) labor markets, the integration of social policy and labor market 
developments have grown. The distribution of production (employment) , as Gøsta 
Esping-Andersen ( 1 9%) argued, determine distribution in the society. This is typ­
ically seen when comparing employment structures in Scandinavia (public sector 
employment) , Germany (early retirement) and the US (bad jobs) . Moreover, labor 
market institutions, be they trade unions or systems of collective bargaining, repre­
sent counterforces in a capitalist economy. Lester Thurow's ( 1 996) argues that the 
future of capitalism calls for the development of forces that can counteract the forc­
es embedded in the logic of free markets. In this respect, social policy aiming at 
separating labor markets (and hence labor marker institutions) and social policy can, 
in the longer perspective, weaken important counterforces in a capitalist economy. 

Future trade union policies 

Norwegian trade unions, both LO and the other national confederations, have grad­
ually moved into a position where social policy and full employment policies are 
governmental responsibilities. Trade unions focus on wage bargaining (and wage 
control) and on actively using the union voice related to industrial democracy, training, 
and education. However, trade union officials seem to be increasingly ambivalent 
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in their attitudes towards this union strategy. There is reason to believe that the years 
to come will create pressure to shift trade union social policy strategies: 

1 .  Recent political debates over the future of the welfare state have shown that 
there are very few ambitions to increase public welfare schemes. This will force 
unions to place more weight on how to meet the demand for welfare servic­
es with other than political means. The alternatives to collective bargaining 
are either locally-based and employer-controlled schemes, or increased indi­
vidual responsibility. This development will represent a challenge to the trade 
union movement that cannot be overlooked. The recent debate over early 
retirernem in Norway is one of several examples indicating that the condi­
tions for sodalization of welfare need has changed. All the national union 
confederations in Norway advocate a developmem of the contractual AFP­
scheme as the future policy road. 

2.  At the same time, Norwegian unions are increasingly competing with each 
other. Even though the aggregate level of unionization has not been reduced, 
the LO leadership must take imo consideration the growth in competing un­
ions - among others, in professional unions. We do know that professional 
unions put more weight on occupational welfare as a remuneration strategy 
and that their support for a traditional solidaristic wage policy is weak. Choos­
ing bargaining, and not politics, as the road towards solidarity must be un­
derstood as the result of changing conditions for exit, voice and loyalty in 
the Norwegian lab or market. 

3.  Unions need alternative tools to recruit members because the room for nom­
inal wage increases has been reduced. The ten- year period from 1 986 to 1 996 
clearly showed the strain on union member support and loyalty stemming 
from a low nominal wage increase despite the accompanied reduction in prices 
and in unemployment (and actual real wage success of this policy) . 

4.  Employers argue in favor of  decemralization ofwage bargaining and oflabor 
relations. The NHO in Norway have argued more strongly in favor of a sys­
tem of decemralized wage determination. A cemralized comractual welfare 
strategy is therefore more than solidarity; it is a strategy to keep a vital 
institution in the labor relations system imact as weU as a mechanism for 
strengthening the position of the union movemem and, of course, a mecha­
nism for achieving sodal policy goals. 

These are arguments in favor of a shift in union action. When choosing policy strat­
egy, however, one must take imo consideration that the developmem towards con­
tractual welfare schernes also represems a significant challenge to traditional trade 

343 



union values. First, a shift from tax-financed welfare schernes to occupational schernes 
(statutory or not) will reduce the possibilities for cost-shifting and hence increase 
the cost of production. As a result, employers will demand more individual 
contributions to occupational plans and/or reduced direct wage claims. In this re­
spect trade unions will meet the demand for what in politics takes the form of user 
payments, also in collective bargaining. On the other hand, increased co-payments 
could strengthen the nature of the sodal right and increase workers' awareness of 
actual costs connected to a well-developed sodal security system. 

Second, there is no doubt that employers will try to link occupational wel­
fare schernes more directly to wage developments and to the economy of the firm. 
Their goal is cost control in the long run. Increased cost control for employers could 
typically be achieved through the introduction of, for example, defined contribu­
tion pension plans as an alternative to the current defined benefit plans. Norwegian 
employees may weU see that employers propose that a fixed per centage of wages is 
used for welfare provision and that each employee individually can dedde upon their 
preferred combination ofbenefits . This is already introduced by American employ­
ers to control rising health costs. The system is offered tax deduction in the US . If 
such systems should be introduced and accepted by the legislators in Norway, un­
ions must significantly change their view on the role of individual choice compared 
to coUective decisions. 

Third, a growth in occupational pension schernes would imply increased 
pension funding. The combination of increased integration of pension issues into 
collective bargaining and oflarger pens ion funds will force the issue of control over 
investments to move higher on the union agenda. Traditionally, the Norwegian trade 
union movement has not followed in the footsteps of Danish and Swedish unions 
in their attempts to influence capital accumulation and investment dedsions. Re­
forms of the public old-age system towards a (partly) fund- based system opens up 
an interesting possibility to again raise the question of economic democracy. 

Taken together, there might be favorable effects for unions in reforming their 
traditional social policy strategy. This would, however, demand that union policy 
makers construct an overall philosophy that combines growing individual choke, 
increased flexibility; and bargaining control over welfare with an explanation ofhow 
this would strengthen solidarity among union members and wage earners in general. 
This could be a nearly impossible task for a traditional sodal democratic oriented 
trade union movement. Hence, a combination of reduced public welfare goals and 
increased individual demands for welfare benefits does not necessarily have to pro­
duce a new combination of politics and bargaining where solidarity prevails. Rath­
er, the result can easily be reduced union influence and a much more fragmented and 
individually-based private welfare arena. In other words, it is uncertain whether in­
dividually-motivated demand for welfare services and benefits will be articulated 
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individually or collectively. Only if one can develop new forms of transforming in­
dividual demand through collective institutions of different kinds, will the welfare 
society of tomorrow be solidaristic. There is an open room to 611 in the civilian society 
by institutions outside the traditional welfare state that link individual needs with 
broader societal interests . 
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Appendix 1 

Surevy Data 
This appendix provides an overview of the main - mai! and telephone - surveys used 
in this work. The following data sets on occupational welfare in Norway have been 
used: 

1 .  The 1 990/9 1 company survey - chapter 7, 8 and 9.  

2 .  The 1 992 NSD survey - chapter 7, 8 and 9. 

3. The 1 993 MMI survey - chapter 1 0 .  

4 .  The 1 995 OPINION survey - chapter 1 0. 

5 .  The ABU survey - chapter 8 

(MMI = Markeds og Mediainstituttet NS and OPINION = OPINIONS AlS Men­
ingsmålingsinstitutt) 

In addition to these surveyes, in the comparison of Norway and Denmark 
conducted in chapter 5, the source of the Norwegian figures is a data base containing 
aggregated measures of expenditures, premiums, members and so forth in the national 
insurance scherne, in private group based pension arrangements as weU as in single 
pension funds. This data base is put togrher by Jon M. Hippe based on information 
from the SSB, The Norwegian Federation of Insurance Companies and The 
Organization ofIndependent Pension Funds. 

1 .  The 1 990/91 Company survey 

The company survey was conducted as a part of a research project on occupational 
welfare financed by the Norwegian Research Council (See final report Hippe and 
Pedersen 1 992) . The survey covers only issues related to occupational welfare in 
private sector companies. 

MMI carried through the survey. The interviews were done by phone in 
december 1 990  and january 1 99 1 .  The MMI-interviewers were instructed to 
establish contact with the person responsible for personneI or finance/accounting in 
the company. 

The populations was limited down to companies with more than 1 0  
employees and the company was to be registered in the standard industrial 
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dassification (SIC) codes from 2 to 8 .  The following major divisions exists in the 
sic system: 

1 .  Agriculture, hunting, forestry and fishing 

2 .  Oil extraction, mining and quarrying 

3 .  Manufacturing 

4.  Electricity, gas and water supply 

5 .  Construction 

6. Wholesale and retail trade, restaurants and hotels 

7. Transport, storage and communication 

8 .  Financing, real estate and business services 

9 .  Community social and personal services 

Category 1 was exduded from the sample because farming and fishing are traditionally 
dominated by small, often one person companies. Category 9 was exduded because 
it consists mainly of public administration and defence, social and related commu­
nity services, health services and research and scientific institutions. In category 9 
also many non-public activities have their pension arrangements in the state pen­
sion scherne (SPK) because of their of ten dose relationship with state, Le. they are 
fully or partly financed by the government or they have earlier on been fully inte­
grated into government administration. 

A simple random sample was drawn from the MMI-register of Norwegian 
companies in four groups dependent on number ofemployees: 1 0-19 , 20-49, 50-
1 99 and 200+. Each category should contain at least 1 00 interviews. 

A total of 683 companies were phoned. 243 did not answer at first try. 37 
companies refused to take part in the survey. The net sample consists of 403 cases . 
This provides us with a response rate of 60 percent. 

Because of the dis-proponional character of the sample two sets of weighing 
procedures was constructed. First the results can be weighted in order to achieve 
proponionality related to population distribution of companies with more than 1 0  
employees. I n  this procedure it is first of all small companies that counts relatively 
more. Frequencies based on this weighing procedure provide an opportunity to 
condude in the following manner: X percent of companies in private sector (with 
more than 1 0  employees) offers Y benefits to their employees. 

The second weighing procedure was constructed to achieve proportionality 
related to the population distribution of employees in the different company 
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categories. In this weighing procedure companies with a relative large number of 
employee counts relatively more than smaller companies. Frequencies bas ed on this 
weighing procedure provide an oppoftunity to conclude in the following manner: 
X percent of employees (in companies with more than 1 0  employees) work in 
companies that offer benefit Y to their employees. 

See next page for complete questionnaire: 
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1 

Oppdragsnr. 01-04 0430 
Respondentnr. 05-08 

Korttype 09 

God dag.  mitt navn er .. ..  Jeg ringer fra M a rkeds- og Med iainstituttet I Oslo. Vi holder for tiden på med en 
undersokelse om ( S E  B R I E F I N G  l. o g  vil gjerne stille noen spørsmål. Svarene vII selvsagt b l i  beha ndlet 
konfidensielt slik at ingen kan knytte ditt navn eller din bedrift III svarene som gis.  

�. Reg'istrer bransjekode fra listen. 

NOTER�' .��1 �I=I �I �I=I �I �1
---=

1=10=- 1 6=---1 
irR

-
egistrer postnummer fra listen. 

NOTE=-R .�=.:.:.:.=.:.:.:..::::::....:j =1=1 =1=-1 =1 1=7-2�0� 
'-JfHva er din plassering organisasjonsmessig i 
U din bedrift? 

1 2 1  

Toppsl l l l l l1g /lop p l e d er . . .  1 

(1v rig l e d e r . 

M e l l o m ,t i l l i n g /avd . leder .  

i U n d e rordl1"t 

2 
3 

4 
Annet .  notE r 5 
4I��'�ke av de følgende funksjoner arbelde;';;;-­. .:'. J spesielt med på din arbeidsplass? 

[LES"OPP SVA R E N E .  

Inn kjop . . 

Ad m i n i s t ras jo n/ l e d e l s e  . .  

Pe rson a l  . .  

Prod u ksjon/d rift . . . . . .  

Fors kning/prod u ktutvi k l i n g  . . . . . . . . . . . . . . . . . . . . . .  . 
Kontrol l . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
S � l g  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
M a rked s fori n g  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . .  . 

L�ger  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
E D B  
Okonomi/re g ska plfi n a n s  . . . . . . . . . . . . . . . . . . . . . . . .  . 
A n net . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

« ' Markeds- -og Mediainstituttet AlS 
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1 22 

1 23 

1 24 

1 25 

1 26 

1 2 7  

1 28 

1 29 

1 30 

1 31 

1 3 2  

1 33 

5 I Hvilken type bedrIfUarbeidsplass er du ansatt 
--=-.J på? 

J o rd bruk/skog bruk 
Utvi n n i n g  a v  olje/g ass 

B e rgverksdr i ft  . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
Næri n g s-/nyte lses m i d d e l p ro d u ksjon . . . . . . .  . 
Te ksti I1 b e k l e d n i n g / l æ rv a re p ro d uksjon . . . .  . 
Treva reprod u ksjon . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
Trefore d l i n gl g rafi s k  for l a g  . . . . . . . . . . . . . . . . . . . . . . . .  . 
K j e m i s k/tekn i s k  prod u ksjon . . . . . . . . . . . . . . . . . . . . .  . 

M i ne ra l s ke p rod u kt e r/ g l a s s p rodu ksjon . . 
Prod u ksjon av m e t a l l e r  . . . . . . . . . . . .  . 
I n d u s t r i p rod u ksjon e l l e rs . . . . .  . 
K raft- og v a n n forsy n i n g  

Bygge- og a n l e g g svi rksoi ll h e t  . . . . . . . . . . . . . . . .  . 
E ngro s - og a g e n t u rh a n d e l  . . . . . . . . . . . . . . .  . 
Hole l l - og reslo u r a n t d r i ft  
Tra n s port og l a g e r  . .  

Post o g  t e l e kom m u n i kasjon . 
B a n k- og fi n a n s i e r i n g sv i rksom het 
Fors i kr ingsvi  rkso m h e t . .  . 
Forre t n i n g smessig tje nesteyt i n g  . . .  

Offe n t l i g  a d m i n istrasjon . . . . . . . . . . . . . . . . . . . . . . .  . 
U n d e rv i sn i n g /fors k n i n g s i n st i t usjon . . . .  . 
Fore n i n g /org a n i sa sjon . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
S h i p p i n g  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
A n net.  noter: . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
Jobber i kke . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . � O mtrent når ble bedriften etablert? 

NOTER ÅRSTALL: I 1 1 1 I l2J Hva var bedriftens omsetning i 1 989? 

NOTER I M I LLIONER 
KR: I 1 I 1 1 I 

1 34-35 
01 

02 

03 

04 

05 
06 

07 
08 

09 
1 0  
1 1  
1 2  

1 3  
1 4  
1 5  
1 6  
1 7  
1 8  

1 9  
20 
2 1  
22  
23  
2 4  

25 
26 

1 36-39 

1 40-44 



� Hva var bedriftens såmlede lønnsutgifter I 
1 989? 

I �:A N  AN GIS I OMTRENTLIG SUM. I 
NOTER I MILL IONER 
K R :  . . . . . . . - . . . . . . . . . . . . . . . . . . . . . . . I I I I I I 145-49 

�--
---

9 Hvordan bedømmer man fra ledelsens side 

lonnsnivået I bedriften sammenlignet med 

and,·e bedrifter Innen samme bransje? 

I LES op p  SVARENE. I 
1 50 

Betyd e l i g  hoyere e n n  gjennom s n ittet . . . . . . . . . . .  1 
Noe hoye re e n n  gjennomsnittet . . . . . . . . . . . . . . . .  2 
Omtre n t  som gjennomsn ittet . . . . . . .  • • • •  0 . . . . . . . . . . . . 3 
'-Ioe lavere e n n  gjen nom snittet . . . . . . .  . . . . . . . . . . . . . .  4 
Mye l a v e re e n n  gjennomsn itte! . .  . . . .. . . . . . . . . . . . . . . . 5 
(Vet ·i kke) . .  . . . . . . . . . . . , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . , 6 

� Hadde bedriften et positivt eller negativt 

driftsresu ltat l 1989, eller var det omtrent I 
balanse? 

Pos i t iv! . .  . . . . . .  
N e g a t i'/t 
I b a l a n s e  . . . . . . " . .  

. . . . . . . . . . . . . . . . . . . . . . . . . . - . . . . . . .  

. . . . . . . . . . . . 

. . . . . . . . .  . . .  
. . . . .  . . . . . . . .  

� 
1 
2 
3 ��.::,;=��::�:.�:;�=,.�.�:;� 

bedriften? Er de!.".  

I LES O P P  
.
SVAR ENE. I 

1 52 
Person l ig e i e t  firma . . . .  , . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . 1 
Borsnotert a ksjes e l s ka p  . . . . . . . . .  . . . . . . .  . . . . . . . . . . . . . . . . 2 
A n n et aksj e s e l s ka p/andels lag e . L  . . . . . . . . . . . . . . . . . . 3 
St ifte lse . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4 
( A n net .  noter:) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . - . . 5 

� Er selskapet et datterselskap, dvs. at det 

finnes et moderselskap som eler mer enn 
50% av bedriften. I såfall er det et norskt 

eller utenlandsk moderselskap? 

153 
Datters e l s k a p  med norsk moderselskap . . . . . . .  1 
Datters e l s ka p  m e d  ute n l a n d s k  moders e l s ka p  2 
Ikke datterselskap . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  3 
Annel. noter: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  4 

l2:J O mtrent hvor mange personer var ansatt I 
bedriften I 1 989 (gjennomsnittstall)? 

NOTER ANTALL: . . . . . . . . . . . . . . I I I ! I 1 54-57 

� Omtrent hvor stor prosent-andel av de ansatte 

er kvinner? 

NOTER %·ANDEL KVINNER: . . . . .  m 158-59 

i�' Markeds- og Mediainstituttet AlS 

2 
� Hvor stor andel av de ansatte menn jobber 

deltid, og hvor stor andel av de ansatte 
kvinner jobber deltid? 

NOTER %-ANOE L M E N N :  . . . . . . . . . . . DJ 1 60-6 1 

NOTER %o-ANDEL KV INNER: . . . . . .  DJ 1 62-63 � Omtrent hvor stor prosent-andel av de ans alte 

har høyere formell utdanning, dvs. utdan nelse 

på høyskole og universitetsnIvå o.l. 

NOTER °/o-ANDEL:  . . . . . . . . . . . . . . . .. . . . . . .  
OJ 164-65 

� Hvor mange av de ansatle har fagutdannelse 

eller spesiell yrkesutdannelse? 

NOTER %-AN DEL:  . . . . . . . . . . . .  . . . . . . . . . . CD 1 66-67 

� E r bedriften organisert I NHO eller I en annen 

arbeidsgiverorganisasjon? 

Ja, NHO . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  , . . . . . 

J a ,  a n ne n  a rbeidsg iverorg . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . 

N e i  . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

168 
1 
2 
3 

�. O mtrent hvor stor prosent-andel av de ansatle 

er fagorganisert? 

NOTE R %-AN DEL: . . . . . .  . . . . . . . . . . . . CD ,169-iO � Fastsettes lennen til de ansatte gjennom 
kollektive tariffavtaler, eller blir lennen 
uteluk kende avtalt Individuelt med den 
enkelte a nsatte? 

I LE S Opp SVARENE.  I 
ill 

Helt gjennom kol l ektive tariffavt a l e r  . . . . . . . . . . . . . . 1 
Delvis gjennom kol l e ktive t ariffavta ler  . . . . . . . . . . .  2 
Bare ved i n d iv i d u e l l e  avt a l e r  . . . . . . . . . . . . . . . . . . . . . . .  3 
(Vet i kke) . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4 

� Har bedriften eller konsernet tariffavtale med 

forbund tilknyttet .... 

I LES OPP SVARENE. I 
LO - ( L a n d sorg a n i s asjonen)  . . . . . . . . . . . . . . . .  . . . . . . . . . . .  1 72 
AF - (Akadem ikernes Fel lesorgan i s asjon) . . . . .  1 73 
VS - (Yrkesorga n isasjonenes Sentralforbund)  1 74 
A n d re org a n i sasjoner . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . .  1 i5 
Nei  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . - 1 i6 

� Foretas det lokale lønnsforhandlinger I 
bedriften eller konsernet, og er dette I såfa" 

en tarillestet rett? 
Ja.  d e t  er ta riffestet rett t i l  loka l e  1 77 
forh a n d l i n g e r  . .  . . . . . . . . . . . . . . . . . . . . . . - - . . . . . . . . . . . . . .  - - _  . .  - . . . .  1 
J a ,  det  foreg å r  va n l igvis loka le forh a n d l i ng e r  2 
N e i  . . .  - - . . . . . . . . . . .  � . .  . " . . .. . . . . . . . . .. . . .  -- . . . . . . . . . . . . . .  . . . 3 

351 



� Har bedriften innenfor de siste lo år tatt i bruk 

Innlelet arbeidskraft? 

I L E S  Opp SVA R E N E .  I 
J a .  I stor g ra d  
J a .  i noe g ra d . 
N e i . 
(Vet  i kk e ) . 

. . . . . .  . . . . .  . . . . . . . . . . . . .  . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  , . .  

. . , . . . . . . . . . . . . . . . . . . . .  . . , . . . . . . .  

1 78 
1 
2 
3 
4 � Når det gjelder konkurransesituasjonen, vi l  

d u  s i  at denne bedriften er utsatt for svært 
stor, ganske stor, ganske l iten el ler  svært liten 

konkurranse fra norske eller utenlandske 

bedrifter? 

Svæ rt s tor kon kurra n s e . 
G a n ske stor kon ku rra n s e  . .  
G a nske l i t e n  kon k u r ra n s e . 
Svært l i t e n  kon ku rra n s e  . . . .  
I kke a k t u e l t . . .  
V e t  ikke . 

. . . . . . 

. . . . . . . . . . . . . . . . . . . . 
. . . . . .  " . . . . . . . . . .  

. . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . .  . . . . . . . 

��vordan vil  d u  all i all  vurdere bedriflens 

okonomiske resultat de s iste 5 år, 

1 7 9  
1 
2 
3 
4 
5 
6 

sammenlig net med andre bedrifter i samme 

bransje? 

I LES OPP SVARENE.  I 
1 80 

Godt ove r  g j e n n o m s n i tt e t  . .  1 
Noe over g j e n noms n i tt e t  2 
Omtrent  som g J e n llonl '3 n it tet  . . . . . . . . . . . . .  3 
Noe svakere e n n  g j e n n o m s n it tet  . .  . . . . . . . . . . 4 
M y e  svakere e n n  g j e n n o m s n it tet  . . . . . . . .  5 
(Vet i kke/a n n et)  . . . . . .  . . . . . . . . . . . . . 6 � Har bedriften innenfor de siste 2 årene økt 

el ler redusert antal l  ansatte, el ler har antall 
ansatte vært omtrent stabilt? 

I LES O P P  SVARE N E  

S t erkt o k n i n g  . . . 
Sva k ø k n i n g  
Sta b i l t  . .  
Sva k redu ksjon . .  
Sterk redu ksjon . 
(Vet i kke)  . . .  

I 

. . . . . .  

2 10 
1 
2 
3 

4 
. . . . . . . . . . . . . . . . 5 

6 

� Uavhengig av hvor mange som har s luttet i 

1 989/90, hvor mange personer er bl itt ansatt I 
bedriften i løpet av 1 989/90? 

NOTER A N T A L L  iTTl 2 1 1 - 1 3  

cf )  Markeds- o g  Mediainstituttet AlS 

352 

3 
� I hvilken grad har bedriften i de s iste årene 

hatt vanskeligheter med å skaffe seg nok 

kval ifisert arbeidskraft? 

I LES opp SVARENE. I 
2 1 4  

I stor g ra d  . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . .  1 
I noen g ra d  . . .  2 
I kke s æ rl i g e  v a n s ke l ig h e t e r  . . . . . . . . . . . . . . . . . . . 3 
(Vet i kke) . . .  . . . . . . . . . . 4 � Har bedriften opprettet en 

tjenestepensjonsordning, dvs. pensjonskasse 
eller �ollektlv pensjonsforsl�rlng for de 

ansatte? 

2 1 5  
J a .  pensjonskasse . .  . . . . . . . . . . . . . . . . . . . . .  1 
J a .  kol l e kt i v  pensjonsforsikri n g  . .  . . . . . . . . . . . . . . . . . . .  2 
N e i .  i n y e n  t jeneste p e n sj o n  (GÅ T I L  SPM.33) 3 

�I HVIS  JA . I 
Hvor stor omtrent b l i r  samlet alderspensjon 

for medlemmer med full  opptjeningstid? 

I A N G I  STO R R E L S E N  S O M  PROSENT AV 
r tDlIGERE LON N .  I 

N OTER S A M LET P E N S J O N  I % DJ AV TIDLl G"RE L Ø N N :  . . .  2 1 6-1 7 
�

.

�-;-�ange a v  de a nsatte er omfattet-:--
denn .. ordningen? 

I L E S  O P P  SVAR E N E .  I 
2 1 8  

Al le  e l l e r  n e s t e n  a l l e . 1 
Omtrent to-tre d e l e r  . .  2 
Omtre n t  h a l v p a rte n .  3 
Omtrent  e n  t re-de J  e l l e r  færre . 4 
B a re l e d e l s e n  5 
(Vet i kke) . 6 

l::J Omtrent hvilket år ble pensjonsord ningen 

etablert? 

NOTER ÅRSTA L LET: . . . . . . . .  I I I I I 2 19-22 � Har bedriften tegnet frivi l l ig u lykkes- eller 

gruppelivsforsikring på vegne av de ansatte? 

223 
J a  . .  . .  . . . .  1 
N e i  (GÅ T I L  S P M .  35) . . . . . . . . . . . . . . . . . . . . . . . 2 
Vet ikke (GÅ T I L  S P M .  35) . . . . . . . . . . . . . . . . . . . . . .  3 



34 I Hvor mange av de a.nsatte er omfattet av 
...::...:..J denne ordningen? 

I LES O P P  SVARENE. 

Al le e l l e r  nesten al le  . . . . . . . . . . . . . .  . 
O m t rent  to-t re d e l e r  . . . . . . . . . . . . . . 
Omtrent  h a lvparten . .  
O m t re n t  e n  tre-del  e l l e r  fæ rre . . . . . . . . . .  . 

B a re l e d e l s e n  . . . . . . . . . . . . . . . . . . . .  . 

(Vet  ikke) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

2 
3 
4 
5 
6 

Nå følger noen spørsmål om 
fortidspensjonsordninger. Her tenker vi  
ikke på ordningen med avtalt 
fortidspensjonering,  altså den såkalte 
AFP-ordningen som er avtalt mellom NHO 
og LO, men på andre ordninger som er 
opprettet av bedriften. 

Har bedriften permanente ordninger eller har 
man i løpet av 1 989/90 hatt m idlertidige 
ordninger med førtidspensjon? 

225 
. I� . p e r m a n e nte . . . .  1 
. Ia .  m i d l ert i d i g e . .  2 
.l � .  begge d e l e r  . . . 3 
N e i .  m g e n  av d e l e n e  (GA T I L  S PM .  45) . . . . . . . . . 4 
Vet i kke . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  5 

Nå kommer det noen spors mål om krav til alder 

og ansettelsestid i forbindelse med 

fortids pensjonering. 

36 I E r det krav til nedre aldersgrense for å få 
--=--::.J tilbud om førtid spensjonering? 

226 
� . . .  1 
N e i  2 
Vet ikke . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

� I HVIS JA. 

Hva er den nedre aldersgrensen? 

NOTER ANTALL A R : . . . . . . . . . . . . . . .  . . . .  rn 227-28 

I 38 I Er det krav til en minste ansettelsestid for å 
� få til bud om førtidspensjon? 

.Ia . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

I �:; ikk� : : · : : : · .. : . : : : : : : : : : : : : : · 

�' Markeds- og Mediainstituttet AlS 

229 

2 
3 

4 

�I HVIS JA. I 
Hva er den m inste ansatteisestiden? 

N OTER A NTALL ÅR: . . . . . . . . . . . . . . . . . . . .  [JJ 230-31 

�. Får alle ansatte som fyller de forutsetningene 
vi snakket om, tilbud om førtidspensjon, eller 
har tilbudet bare gått ut til bestemte g rupper 
eller bestemte personer? 

I "LES O P P  SVARENE. I 
232 

Alle a n s atle . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Bestemte gru pper . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . 2 
Bestemte personer . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3 
(Vet i kke)  . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . 4 
(Annet .  noter:) . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 5 

� Er det frivillig for den enkelte ansatte å ta I 
mot tilbudet om førtidspensjon? 

233 
Ja . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  1 
N e i . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . .  . . . . . . 2 
Vet ikke . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3 

� Betaler bedriften hele førtidspensjonen alene 
eller gis førtidspensjonen I kombinasjon med 
arbeidsledighetstrygd? 

I LES O P P  SVA RENE. I 
234 

Dekkes av bed riften a l e n e . . . . . . . . . . . . . . . . . . . . . . . 
Gis b a re i kom b i n asjon m e d  
arbeids led ig hetstryg d . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . 
Både og . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . 

� Hvor stor er førtidspensjonen (eventuelt 
sammen med arbeld�ledlghetstrygden) I 
prosent av bruttolønn det første året etler 
yrkesavgang? 

Hvis det er  ulik kompensasjonsgrad for 
arbeidere eller funksjonærer oppgi 
prosenten for hver kategori. 

Pros e n t  av bruttoløn n for 

1 

2 
3 

a rbeidere . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  CD 235-36 
Prose n t  av bruttoløn n for [JJ fu n ksjonærer . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  237-38 

I Hvis -VET IKKE", ring 2/39 

44 Angi omtrent hvor mange ansatte som ble 
førtidspensjonert I 1 989/90? 

NOTER ANTALL: . . . . . . . . . . . . . . . . . . . 'I 'TI--r-I -'1 � 
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� An91 omtrent hvor mange av bedriftens 
ansatte som I. løpet av 1989/90 har gAtt av med 
alderspensjon? 

NOTER ANTALL: . .  " . . . . . . . . . . . " . . .  I I I 1 243-45 
� Angi omtrent hvor mange av bedriftens 

ansatte som i løpet av 1 989/90 har gAtt av med 
avtalefestet førtidspensjon (AFP-avtale)? 

NOTER ANTALL: . . . . . . . , . . . . . , . . . . . I I I I 246-48 � Angi omtrent hvor mange av bedriftens 
ansatte som i løpet av 1 989/90 har gått av med 
uførepensjon. 

I HVIS O GÅ T I L  S P M .  49 1 
N OTER ANTALL 

UFOREPENSJONERTE:  . " " " " .  I I I I 249-51 �J Har bedriften I løpet av 1 989/90 utbetalt 
gavepensjon til a nsatte som går av med 
uførepensjon? 

Ja . . . . . . . . . . . . . , . . 
Nei  . . . . . . . . . " . .  

0 . 0  • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •  

. . . . .  . . . . . . . . . . . . . . . . . . . . . . . . , . . . . . . , . . . . . . 

Vet ikke . . . . . . . . . . . • . . .  . . . .  " . . . . . . . . . . . . . .  , . . . . . , . . . . . . , . . . " . . . . 

252 
1 
2 
3 

_� UtbetA ler bedriften full lønn ved s ykdom (lgså 
for inntekt utover 6 ganger folketrygdens 
g runnbeløp (G)? Hvis ja. gjelder dette bare I 
arbeidsgiverperioden eller under hele 
sykefraværet? 

253 
Ja .  men bare i arbeidsgiverperiod e n  . . . . , . . . . . . . 1 
Ja .  under  h e l e  sykefravæ ret .""  .. . . . . . . . " " "  . . " " . 2 
Både og " . .  . . . . . . . . . . . . . .  . , . . . . . . . . , . . . . . . . . . . . . . . . . . " . . . . . . . . . . . . 3 
N e i . . . . . . .  , . . . . . , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4 
Vet i kke " .  , .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . , . . . . . . . . . . 5 � Utbetaler bedriften ful l  lønn ved 

svangerskapspermisjon også for Inntekt 
utover 6 ganger folketrygdens grunnbeløp 
(G)? Hvis ja. gjelder dette barø I 
arbeidsgiverperioden eller under hele 
svangerskapspermisjonen? 

Ja. men bare i arbeidsg iverperiod e n  . . . . . . . . . . . . . 
J a .  u nd e r hele sva n g e rskapspermisjonen . . . .  

B å d e  og , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. 

N e i . . . . . . . . . . . . , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Vet i kke . . , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  , . . . . . . . . . . . . . 

254 
1 
2 
3 
4 
5 

I� Har ansatte tilbud om lønnet 
svangerskapspermisjon utover den lovfestede 
perioden som for tiden er på 28 uker? 

255 
Ja . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Nei (GA T I L S P M .  54) . . " . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 
Vet i kke (GÅ T I L  S PM 54) . . . . . . . . . . . . . . . . . . . . . . . . , . . . . , 3 

'--o 
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5 
I 52 I Hvor mange av de ansatte kvinner er omfattet p av denne ordningen? 

I LES opp SVARENE.  1 
256 

Alle eller nesten alle . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  1 
Omtrent to-tre deler  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 
Omtrent halvparten . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  3 
Omtrent en tre-de l  e l l e r  fæ rre . . . . . . . . . . . . . . . . . . . . . . . .  4 
Bare l edelsen . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . .  5 
(Vet i kke) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  6 

I 53 I Hvor lenge vII disse motta lønn utover den 
� lovfestede svangerskapsperioden? 

NOTER ANTALL UKER: . . . . . . . . . . . . . . . CD � 
I 54 I Betaler bedriften lønn til mannlige ansatte p som tar ut sin lovfestede rett til 14 dagers 

(ulønnet) permisjon I forbindelse med 
barnefødsel? 

259 
Ja . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  1 
Nei {GÅ T I L  S P M .  56) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 
Vet i kke (GÅ T I L  S P M .  56) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  3 

�VIS JA· I 
Hvor mange av de ansatte menn er omfattet 
av denne ordningen? 

[LES OPP SVARENE.  1 
A l l e  e l l e r  nesten a l l e  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 

Omtrent to-tre deler . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 2 
Omtrent halvparten . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3 
Omtrenl en tre-de l  e l l e r  færre . . . . . . . . . . . . . . . . . . . . . . . . 4 
Bare ledelsen . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 5 

(Vet i kke) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6 

56 I Er det ved bedriften etablert permanente 
...:..::..J tilbud om omsorgspermisjon uten lønn for 

småbarnsforeldre utover den lovfestede 
perioden på ett år? 

261 
Ja . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  1 
N e i  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 
Vet i kke . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  3 

I 57 I Har bedriften et tilbud om � bedriftshelsetjeneste for de ansatte? 

I LES OPP SVARENE. I 
Ja.  har eget ansatt helsepersone l L  . . . . . . . . . . . . . .  . 

Ja. kjøper i n n  h elsetjeneste ulenifra . . . . . . . . . . . . . .  2 
Nei  {GÅ TIL S P M .  59) . . . . . . . . . . . . . . . . . . . . . . . . . . � . . . . . . . . . . . .  3 
(Vet i kke) (GÅ TI L S P M .  59) . . . . . . . . . . . . . . . . . . . . . . . . . . . .  4 



58 I Kan de ansatte på egef Initiativ benytte 
...::..=..J bed riftshelsetjenesten til konsultasjoner? 

J� . 
Nei  . "  
Var ierer  . . . 
Vel I kke 

263 
1 
2 
3 
4 

59 I Har bedriften tegnel en egen helseforsikring 
_:::.J eller sørget for medlemskap i en privat 

helseinstitusjon for deler av de ansatte? 
264 

Ja . .  . . . . . . . . . . . . . . . . . .  1 
Nei  ( G Å T I L  S PM .  6 1 ) .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 
Vet i kke ( G Å  T I L  S PM .  6 1 ) . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  3 

� I HV I S JA PÅ S P M .  59 I 
Hvor mange av de ansatte er omfattet av 

. den ne ordninge n? 

I LES o p p  SVAR E N E .  

A l l e  " I l e r  n e s t e n  a l l e  
Omtrent  to-tre d e l e r  . .  
O m l r<'' ' 1  I l a l v p a rt e n . 

O m t r " n l  en Ire-del e l l e r  fæ rre . . . . . . . . . . . . . . . . . . . .  . . 
B a re I " d e l � e n  . . . . . . . . . . . . . . . . . . . . . . . .  . . 
(Vet i kke) . 

265 
1 
2 
3 
4 
5 
6 

-611Drlver bedriften en egen ba rne hage eller på 
� ;nnE'n måte bidrar med støtte til 

barnehageplas ser for de ansatte? 
2 6 6  

Ja . . . . . . . . . . . . . . . . . . . . 1 
Nei ( G Å  T I L  S PM.  65) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 
Vet i kke/ubesvart ( G Å  T I L  S P M .  65) . . . . . . . . . . . . . .  3 

l� I HVIS JA. I 
Er dette en ordning som alle de ansatte kan 
benytte seg av, 'eller er ordningen kun for de 
som oppfyller visse krav ti l anslenltet og/eller 
fartstid? 

267 
Ord n i n g e n  er  for a l l e  . . . . . . . . . . . . . . . . . . .  1 
Ordni n g e n  er for de som oppfyl ler  v isse krav 2 
Vet i kke/u besvart . . . . . . . . . . . . . . . . . .  3 

1 63 I Hvor mange barnehageplasser omfatter 
p den ne ordningen? 

1-2 p lasser . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
3-5 p l ass er . . . 
6-9 p l a s s e r  . . . . . . . . . . . . . . . . . . . . . . .  . . 

10- 1 9  plasser 

20 pl a s s e r  "I ler m er . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Vel i kke/u besvart . . . . . . . . . . . . . . . . . . . . . . . . . . . 
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1 
2 
3 
4 
5 
6 

6 
� Må de ansatte betale for barnehageplassen? 

I HVIS JA. NOTER BE LØP. I 
NOTER KR.:  . . . . . . . . . . . . . .. . . . . . . . .  I I I I I 269-72 � Har bedriften en egen personalavdeling eller 

personalsjef? 
273 

Ja . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Nei  " " "." . . . . .. . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . .  , . . . . . . . . . . . . . . . . . . . , 2 
Vet i kke . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . 3 � Er det ved bedriften utarbeidet en 

persona l håndbok? 
2 74 

J a . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Nei  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 
Vet i kke . . . . . . . . . . . . . . . . . . . . . , . . . . . . . . . . . . . . . . . . . . .  , , ,  . . . . , . . . . . . . . . 3 � Har bedriften I løpet av de siste 5 årene hatt 

utgifter til noen av de følgende formål 

I LES O P P  OG M E R K  AV FOR HVERT SVAR. I 
I J A  I N E I  I 

• Stølte t i l  
bed rins i d retts l a g  . . . . . . 1 2 275 

• Perso n a lhytte e . l .  
fri ti d st i l bud . . . . . . . .  . . . . . . . 1 2 276 

• Støtte t i l  opplæring og 

v id (,reutda n n ing . . . 1 2 277 
r---' --

• Pe rson a l l ån . . 1 2 278 
• K u m  i forbe r e d e l s e  t i l  

pensjonsaldere n  . . . . . . .  1 2 279 � Er det I lokale tariffavtale eller I særavtater tatt 
inn bestemmelser om de ansattes rettigheter 
innen ett eller flere av de følgende områder? 

I LES O P P  ETT OG ETT SVAR OG MERK AV I FOR JA SVARE N E .  

J JA I N E I  I 
• Tjenestepensjon,  l ivs-

og u ly kkesfors i kr ing . 1 2 3 1 0  

• Førtidspensjon . . . . . . . . . . . 1 2 ill 
• Sykelønn og 

permisjonsord n i n g e r  1 2 3 12 

• Helsetjenester, 

he lse fo rs i kr ing . . . . . . . . . . 1 2 3 1 3  
• Opplæring og 

utd a n n i n g  . . . . . . . . . . . . . . . . . . .  1 2 3 1 4 
• B a r n e p a s s  . .  . . . . . . . . . . . . 1 2 3 1 5  

• Fri t i dl i d rett . . . . . . . . . . . . . . . . 1 2 3 1 6  
• ( I kke loka le tarilT e l le r 

særavta ler) . . . . . . . .  . . . . . . 1 2 � 
'---o 

3 5 5  



-.!!J Har de ansatte Innenfor de siste par år, I 
forbindelse med lokale lønnsforhandlinger 
eller I andre sammenhenger, reist krav om 
større Innsats fra bedriftens side på ett eller 

flere av dø følgende områder: l LES O P P  ETT OG ETT SVAR OG MERK AV I FOR JA SVARENE. 

I J A  I NEI  I • Tje nestepensjon. l ivs-

og u lykkesrorsikring . 1 2 3 1 8  • Førtid spensjon . . . . . . . . . . .  1 2 3 1 9  • Sykelønn og 

permisjonsord n i n g e r  1 2 320 
• Helsetjen ester, 

helserors ikring . . . . . . . . . .  1 2 321  • Opplæring og 

utd a n n i ng . . .  " . . . . . . . . , . . . . .  1 2 322 • Barnepass . . . . . . . . .  " . . . .  , . , 1 2 323 
· Frit id/ i d reU . . . . . . . . . . . . . . . . .  1 2 324 

'-o 
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7 
70 I Har du Inntrykk av at bedriften bruker mer 

� penger eller mindre penger på sosiale tiltak I 
forhold til andre bedrifter Innen samme 
bransje? 

[LES OPP SVARENE. I 
B etyde l i g  m e r  enn vanl ig  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . 
Noe m e r  e n n  vanl ig . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 
Omtrent som va n l i g  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  3 
Noe m i n d re enn vanl ig . . . .  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  4 
Mye m i n d re e n n  vanl i g . . . . . . . . . . . . . .  .. . . . . . . . . . . . . . . . . . . . 5 

Bruker ingent ing . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . . 6 

(Vet i kke) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7 

I 71 I Hvordan har bedriftens utgifter til sosiale � tiltak utviklet seg over de siste 5 årene? 

I LES Opp SVARENE. I 
Sterkt økende . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . 
Svakt øke n d e  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ... . . 2 
Stort seU u e n d ret . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  3 
Svakt fa l l e n d e  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4 
Sterkt fa l l e n d e  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 5 

(Vet i kke)  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  6 

I TUSEN TAKK FOR HJELPEN. I 
DETTE INTE RVJU ET ER UTFØRT I HENHOLD TI L  

I NSTR UKSER GITT AV M M I .  

I ntervjuers signatur: 



2 .  The 1 992 NSD wage earners survey 

The 1 992 survey was conducted by Norwegian Social Science Data Service (NSD) 
as a mail survey. The survey was financed by the Norwegian Research Council (NFR). 
NFR invited a number of researchers to propose issues for a social science survey. A 
proposal to study employee benefits proposed by Hippe and Pedersen (FAFO), Ryen 
(ADH) and 0verbye (INAS) won. The questionnaire was designed by this group 
and they had an exclusive right to the use of the data set for two years. 

The field work was done from February to June 1 992 by the NSD. The sample 
was collected from the national register of employees (Arbeidstakerregisteret) at the 
Statistics Norway (SSB) . The sample is a simple random sample of employees bome 
1 926 to 1 974 who was living in Norway at the time. 

A Gross sample 2 698 

B Non response 1 009 
( 1 )  Refusa ls 56 

(2) Death, sickness 4 

(3) Returned mai l  19  

(4) Questionnaires no accepted 3 

(5) Persons in the sample outside target group 57 

6 No response 870 

C Net sample 1 689 
Response rate 62.6% 

Adjusted response rate 64.5 

(A - 8.2 - 84 - 8 5) 

See next page for complete questionnaire ofNSD survay: 
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NSD N O R S K  S A M F U N N S V I T E N S K A P E L I G  D A T A T J E N E S T E  
. N O R W E G I A N  S O C I A L  S C I E N C E  D A T A S E R V I C E S  

Etablert av  Norges a l lmennvitenskapel ige forsknIngsrad - Establ lshed by the Norweg i a n  Research Counci l  for SCience and the Human 

Hans Holmboesgt. 22 
N·5007 Bergen 
NORWAY 
Telefon (05) 21 21 1 7  
TelefaJ< (05) 96 06 60 

J.nr.: 1393/92/KKS/AMD 
26. mars 1992 

UNDERSØKELSE OM TILLEGGSGODER PÅ ARBEIDSPLASSEN 

Norsk samfunnsvitenskapelig datatjeneste gjennomfører nå en undersøkelse om tilleggsgoder på arbeids­
plassen. Til undersøkelsen er det trukket et utvalg på 2500 personer. Du er kommet med i dette utvalget, 
og vi ber vennligst om at du svarer på spørsmålene i dene skjemaet 

Det hevdes ofte at vi i de siste 20 år har fån et større innslag av tilleggsgoder. eller frynsegoder. i 
arbeidslivet Disse tilleggsgodene har betydelige konsekvenser for fordelingen av goder mellom ulike 
arbeidstakere. og det er et stort behov for en undersøkelse om utbredelsen av tilleggsgoder og folkS' syn 
på bruken av dem. 

Det er frivillig å svare på spørsmålene. men for at undersØkelsen skal bli pålitelig og av virkelig verdi . er 
det viktig at så mange som mulig besvarer og returnerer spørreskjemaet. De som er med i utvalget kan 

ikke erstattes av andre. og det er kun den personen som spørreskjemaet er adressert til som skal fylle det 
ut. 

Svarene du gir vil bli behandlet strengt fortrolig. og vil bare bli brukt til forskningsformål. Resultater fra 
undersøkelsen vil bli offentliggjort på en slik måte at det er umulig å identifisere enkeltpersoner. 
Løpenummeret på spørreskjemaet brukes til å registrere utsending og mouak av spørreskjema. og det er 
kun prosjektleder og en medarbeider som har tilgang til navnelisten. Når undersøkelsen er avsluttet. om 
ca. et halvt år. vil spørreskjema. navne- og adresselisten bli tilintetgjort I undersøkelsen inngår det to 
purringer. 

Vi ber vennligst om at du svarer på spørsmålene og returnerer spørreskjemaet i vedlagte svarkonvolutt 
innen en uke. Porto er allerede betalt. Dersom du har spørsmål om undersøkelsen eller spørreskjemaet. 
kan du ringe (05) 21 21 17. gjeme på noteringsoverføring. 

På forhånd takk for hjelpen! 

Med vennlig hilsen 

r?i'cJ2 '- b{,LA. J 
�jørn Henrichsen 
DirektØr V...J �1.:'-U �l:.<.k. 

I&'ut Kalgrall sljåkj 
Prosjektleder 

Undersøkelsen er finansiert av Norges allmennvitenskapelige forskningsrdd (NAVn og Norges rdd for anvendt 
samfunnsforskning (NORAS). Utvalget pd 2500 personer er trukket tilfeldig fra Arbeidstakerregisteret, og opplegget 
for innsamling og oppbevaring av opplysninger er godkjent av Datatilsynet. 

Avdelingskontorer: OSLO NSD TROMSØ NSD TRONDHEIM NSD 

3 5 8  

PostbokS 1 055 Blindern 

031 6  Oslo 3 

Ilf. (02) 85 52 1 1  

iSV UnIversitetet i Tromsø 

Breivika 

9000 Tromsø 
tlf. (083) 44 336 

Universitetet i Trondheim-) 
7055 Dragvoll 

tlf. (07) 59 1 9 07 



Dersom du 
-+ av ulike årsaker har sluttet i inntektsgivende arbeid i løpet av det siste halve året, lam du svare på spørsmålene 

ut fra den jobben du hadde før du sluttet 

-+ har omsorgspermisjon, er permittert e.l., kan du svare ut fra den jobben du vanligvis har 

-+ hovedsakelig er hjemmearbeidende, under utdanning e.l., og har inntektsgivende arbeid bare noen få timer i uka 
eller deler av året, kan du svare ut fra dette inntektsgivende arbeidet 

l. Først vil vi stille noen spørsmål om deg og din husstand. 

1 .  Bor du i by eller på landet? 

1 
O Bor i Oslo, Bergen eller Trondheim 

2 O Bor i by/tettbygd strøk med 2000 innbyggere 
eller mer 

3 O Bor i tettbygd strøk med under 2000 innbyggere 

4 O Bor i spredtbygd strøk: Færre enn 200 innbyggere 
i klynge 

2. Hva er dilt hovedyrke? 

Gi en kort beskrivelse av dine arbeidsoppgaver 

Hvis du er gift eller samboer: 

6. Har din ektefelle/samboer inntektsgivende arbeid? 

8 
O Ja 

O Nei 

2 

3. Vil du karakterisere ditt hovedyrke som et funksjonær­
eRer arbeideryrke? 

5 
1 O Funksjonær, høyere (avdelingssjef eller tilsvarende) 

2 O Funksjonær, mellomnivå 
3 O Funksjonær, lavere 

4 O Faglært arbeider 

5 O Ufaglært arbeider 

4. Har du inntektsgivende arbeid ved siden av ditt hovedyrke nå? 

6 
O Ja 

2 O Nei 

5. Hva er din sllIile status? Er du 

7 
O Gift 

2 O Samboende 

3 O Ugift 

4 O Tidligere gift (separert. fraskilt enke, enkemann) 

7. Hllis ja på spørsmål 6: Hvilket yrke har din ektefelle/samboer? 

9 
O Selvstendig næringsdrivende 

2 O Funksjonær, høyere (avdelingssjef eller tilsvarende) 

3 O Funksjonær, lavere 
4 O Faglært arbeider 

5 O Ufaglært arbeider 

359 



8. Vi vil gjerne vite �dselsår på de andre medlemmene i din husstand 

Fødselsår husstandsmedlem nr. 1 10 

Fødselsar husstandsmedlem nr. . 2 12 

Fødselsår husstandsmedlem nr. 3 14 

Fødselsår husstandsmedlem nr. 4 16 

Fødselsår husstandsmedlem nr. 5 18 

Fødselsår husstandsmedlem nr. 6 20 

Fødselsar husstandsmedlem nr. 7 22 

Fødselsår husstandsmedlem nr. 8 24 

Fødselsår husstandsmedlem nr. 9 26 

Fødselsår husstandsmedlem nr. 1 0  28 

9. Hva er d"1Il høyeste fullførte utdanning? 

30 
1 O Utdanning på ungdomsskolenivå eller lavere ( 1 ·9 år) 

2 O Utdanning på videregående skole · nivå I (10 år) 

3 O Utdanning på videregående skole • nivå I l ( 1 1 - 12  år) 

4 O Utdanning på universitets· og høgskolenivå I ( 13·14 år) 

5 O Utdanning på universitets· og høgskolenivå Il (1 5-1 6 år) 

6 O Utdanning på universitets· og høgskolenivå I II ( 17·18 år) 

7 O Utdanning på forskernivå (over 18 år) 

1 0. Omlrenl hvor mange år tilsammen har du hatt iMtektsgivende 
arbeid? 

Antall år: _____ 31 

1 1 .  Er du medlem av en fagforening eller yr1\esorganisasjon? 

33 

O Ja 

2 O Nei 
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12. Hvilken hovedsammenslutning tilhører cfll1 fagforening( 
yrkesorganiso �on? 

31 

O LO 

2 O VS 
3 O M= 
4 O Frittstående forbund 

8 O Vet ikke 



13. Omtrent hvor stor var din samlete brutto inntekt (Iør fradrag og 
skatt) i 1 991 medregnet inntekt fra biyr1ær. renteinntekter ol? 
Rund av til nærmesle 10 000. 

Brutto inntekt: 35 

14. Hva var din skatteprosent ved overtidsarbeid i 1 99 1 ?  
(EventueR din marginalskatteprosent?) 

38 
O Under 20 prosent 

O 20·29 prosent 

3 O 30·39 prosent 

4 O 40·49 prosent 

5 O 50·59 prosent 

6 O Over 59 prosent 

8 O Vet ikke 

15. Omtrent hvor stor var husstandens samlete inntekt i 1 991  (før fra· 
drag og skatt)? 
Rund av til nærmesle 10 000. 

Husstandens samlete inntekt: 39 

16. Betrakter du deg for tiden hovedsakelig som 
(Sett kryss bare i en rute) 

42 

1 O Yr1<esaktiv 
2 O Har omsorgspermisjon 

3 O Permittert 

4 O Arbeidsledig 

5 O PensjonisWygdet 

6 O Hjemmearlleidende 

7 O Skoleelev/student 

Il. Nå følger noen spørsmål om den bedriften du arbeider i (hovedbeskjeftigelse>. 

17. Hvilken bransje tilhører bedriftenMrksomheten? 

43 
1 O Jordbruk, skogbruk, fiske 
2 O Oljeutvinning og bergverllsdrift 

3 O Industri 

4 O Kraft· og vannforsyning 

5 O Bygg og anlegg 

6 O Varehandel, hotell og restaurantvirksomhet 

7 O Transport, lager, post og telekommunikasjon 

8 O Bank, fll1ans, forsikring,eiendomsdrift o.l. 

9 O OffenUig, sosial og privat �enesteyting 

10 O Annet, spesifiser: 

3 6 1  



18. Arbeider du I offenUlg eller privat virksomhet? 

4S 
O Privat virksomhet 

O Privat organisasjon, stiftelse o.l. 
3 O Kommune 

4 O Fylkeskommune 

5 O Stat 
6 O Offentlig forretningsdrift eller annen offenUig virksomhet (offenUig aksjeselskap 0.1.) 

8 O Vet ikke 

Til dem som er ansatt I privat sektor eller offentlig fo"etningsdrift (svar 1, 2 eller 6 1  spørsmM 18) 

19. Er arbeidsgiver 

46 
1 O Personlig firma 

2 O Ansvartig selskap (stiftelse 0.1.) 

O Aksjeselskap 

4 O Annet 

8 O Vet ikke 

20. Er bedriften en del av et større konsem? 

47 
O Ja 

2 O Nei 
O Vet ikke 
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21 . Hvordan vil du vurdere bedriftens/virksomhetens økonomi? 
Er den 

48 
1 O Svært god 

2 O Nokså god 

3 O Middels 

4 O Nokså dårtig 

5 O SvæI1 dår�g 

6 O Ikke relevant 

8 O Vet ikke 



Til ,Il, 

22. Hvor mange ansatte er det ved bedrifterWirksomheten? 

.jg 
l O 1 -9 
2 O 1 0·19 
3 O 20-49 
4 O 50-99 
5 O 100-199 
6 O 200-499 
7 O Over 500 

O Vet ikke 

23. Omlrent hvor stor andel av de ansatte ved bedrifterVvirksomhe1en 
er organisert i en fagforening ener yrkesorganisasjon? 

se 
l O Nesten alle 

2 O Over halvparten 

3 O Omtrent halvparten 

4 O Under halvparten 

5 O Nesten ingen 

8 O Vet ikke 

24. Omtrent hvor stor andel av de ansatte er henholdsvis menn 
og kvinner? 

51 
l O Stor overvekt av menn 

2 O En viss overvekt av menn 

3 O Omtrent �ke mange av hvert kjønn 

4 O En viss overvekt av kvinner 

5 O Stor overvekt av kvinner 

O Vet ikke 

6 

25. Er det �g med lokale lønnsforhandlinger ved bedriften? 

52 
O Ja 
O Nei 

8 D Vet ikke 

26. Har bedrifterJvirksomheten en egen personalavdeling? 

53 
O Ja 

2 O Nei 
8 D Vet ikke 

27. Er det ved bedrifterVvirksomheten utarbeidet en personal­
håndbok som deles ut til de ansatte? 

54 
O Ja 

O Nei 

8 D Vet ikke 
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28. Hvilket ar begynte du i den bedriftenlWksornheten du arbeider 
i nå? 
Hvis du har arbeidet i denne bedriftenMrksomheten i flere 
perioder. men arbeidet andre steder i mellomtiden, oppgi 
nar du sist ble ansatt her. 

Årstall: 55 

29. Hvor mange ganger har du skiftet arbeidssted i løpet av de 
siste 5 årene? 
Vi tenker her på skifte av arbeidssted der du samtidig skiftet 
arbeidsgiver, ikke intemt opprykk eller ny stilling i annen 
virksomhet drevet av samme arbeidsgiver. 

Antall jobbskift: 

33. Hva slags lønnssystem har du? 

64 
1 O Bare last løm 

2 O Fast lønn og bonus eller prOduksjonspremie 

3 O Fast lønn og akkordtillegg 

4 O Ren akkord 

5 O Ren provisjon 

6 O Annet 

3 64 

30. Hva slags ansettelsesfonn har du? 

Si 
O Fast ansatt 

2 O Midlertiatgltidsbegrenset ansatt 

3 O Vikar/ekstrahjelp 

4 O Amet 

31 . Jobber du heltid eller deltid? 

60 
O Heltid 

O Deltid 

32. Hvor mange timer i uka jobber du vanligvis? 

___ timer/uka 61 

34. Er din lønn helt eller delvis bestemt ved tariffavtale eller 
utelukkende ved personlig avtale med arbeidsgiveren? 

65 
O Helt ved tariffavtale 

2 O Ved tariffavtale supptert med individuelle tillegg 

3 O Utelukkende ved ind'lVidueU avtale 

8 D Vet ikke 

35. Hvor mye hadde du i lønn i 1 991 (Iør avdrag og skatt) 
i ditt hovedyrke? 
Rund av til nærmeste 1 0 000. 

lønn 199 1  66 



36. Hvor arbeider du mest? 

69 
l O I bedriftens lokaler 

2 O Ute hos bedriftens kunder 
3 O JObber for bedriften hjemme hos meg selv 

37. Er din stilling på noen måte overordnet? 

70 
O Ja 

2 O Nei 

40. Mener du at du står i fare for å bli omptassert, bli permittert 
eller miste ditt nåværende arbeid på grum av nedlegging. inn­
skrenking eller omlegging i løpet av de 2 nærmeste årene? 

73 
O Ja. å bli omplasserVfå nytt arbeidsområde! 

nye arbeidsoppgaver 

2 O Ja. å bli permittert 

3 O Ja. å miste nåværende arbeid 

4 O Nei 

41 . Har du noen gang i denne bedriftenMr1Isomheten blitt 
forfremmet eller fått opprykk til en en stilling med 

. 

høyere lø nn eller større ansvar? 

74 
O Ja. flere ganger 

2 O Ja. en gang 

3 O Nei 

42. Hvordan vurderer du muligheten til å få en form Ior opprykk 
eller forfremmelse i løpet av de nærmeste 2 årene? 

75 
O Svært sannsynlig 

O Nokså sannsynlig 

3 O Ute sannsynlig 

4 O Helt usannsynlig 

8 O Vet ikke 

8 

38. Hvis ja på spørsmAl 37: Vil du si at din stiUng tilhører 

71 
l O Albeidsledelsen 

2 O Mellomledelsen 
3 O Toppledelsen 

39. I hvilken grad kan du selv planlegge dine arbeidsoppgaver 
i løpet av dagen? 

72 
l O I høy grad 

2 O I noen grad 

3 O I �ten grad 

43. Har du planer om å skafta deg ny jobb i en annen bedrift! 
virksomhet i løpet av de nærmeste 2 årene? 

76 
l O Ja. heR sikkert 

2 O Ja, kanskje 

3 O Nei, trolig ikke 

4 O Nei, helt sikkert ikke 

8 O Vet ikke 

44. Hvordan vil du vurdere din arbeidsgivers muligheter til å 
finne en tilfredsstillende erstatning for deg, hvis du skulle 
slutte i jobben? Har du en arbeidskompetanse som det vil 
være lett eUer vansketig å finne erstatning for? 

n 
l O Meget lett 

2 O Forholdsvis lett 

3 O Forholdsvis vanskelig 

4 O Meget vanskelig 
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45. Nå kommer vi med 7 påstander om din nåværende jobb, som vi ber deg ta stilUng til. I hvilken grad er du enig eller uenig i påstandene? 
(Merk av svaret ved A sette kryss i en rute for hver av pAstandene A. -G.) 

Helt Delvis Verken enig Delvis Helt Vel 
enig enig eller uenig uenig uenig ikke 

2 5 8 
A Jobben er godt betalt O O O O O O 

B. Arbeidsmiljøet er godt. O O O O O O 

C. Arbeidet er in:" 3ssant. O O O O O O 

D. Ledelsen viser interesse for at de ansatte �ives på O O O O O O jobben. 

E. Jeg ville skifte jobb, dersom jeg kunne få en 
tilsvarende jobb hos en annen arbeidsgiver på hjem· O O O O O O 
stedet. 

F. Jeg jobber ofte hardere eller lenger enn det som O O O O O O 
strengt tatt er nødvendig i min jobb. 

G.  Det hender at jeg går på jobb, selv om jeg strengt tatt O O O O O O 
burde være hjemme på grunn av sykdom. 

Ill. Nå vil vi stille noen spørsmål om du mottar ulike typer tilleggsgoder ved siden av lønn. 

46. Har du pr. idag tilgang på noen av de følgende fordeler 
i ditt arbeid? 
(Sett kryss ved de fordelene du har.) 

85 O Fli bolig eller støtte til bolig 

86 O Tjeneslebif til privat bruk 

87 O Støtte til bilhold 

as O Fri telefon eller støtte til lele!on 

89 O Fri reise ti l arbeid 
90 O Fri bruk av bedriftsferiested 

91 O Gralis kaffe/te 

92 O Gratis eller subsidiert kantine 

93 O Kjøp av varer eller tjenester til redusert pris. 

94 O Gratis eller subsidiert reise med familie 

95 O Fri livs· eller ulykkesforsikring 

96 O Gratis aviser eller tidsskrifter 
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47. Hvis du er gift eller samboende: Har din ektefelle eller 
samboer noen av de fø lgende fordeler i sitt arbeid? 
(Sett kryss ved de fordeler hunlhan har.) 

97 O Fli bolig eller støtte til bolig 

98 O Tjenestebil til privat bruk 
99 O Støtte til bilhold 

100 O Fli telefon eller støtte til  telefon 

78 

79 

ao 

81 

82 

83 

84 



48. Har du lått noen fonnetl u1danning I form av lus eJ. i din 
bedtiltMrksomhet I løpet av den tid du har vært ansatt? 
Regn ikke med læretid eller lus i foIbindelse med tiUils· 
mannsarbeid. atbeidsmljølov eJ. 
Ta bare med lun som helt eller deMs er betalt av 
bedriltenMrksomheten. 

101 
1 O Ja 
2 O Nei 

49. Har din bedrift noen ordning med bedriftshelsetjeneste eller 
helsekontroll som du kan bruke til gratis eller subsidlerlS 
konsuHasjonerAegebesøk? 

102 
1 O Ja. egen bedriltshelse,enesle 
2 O Ja. avtale om helsekontrollerlhelseqenester 
3 O Nei 

O Vet ikl<e 

52. På mange arbeidsplasser er det som et tillegg til folketrygden 
opprettet egne pensjonsordninger for de ansatte. Vi tenker blant 
annet på Statens Pensjonskasse for statsansatte. og ulike 
qenestepensjoner og bedriftspensjoner for kommunalt og privat 
ansatte. SDke pensjoner gir løpende u1betalt pensjon i tiUegg til 
folkelrygden. 
Er du medlem i eller blknyttet en slik pensjonsordning? 

105 
1 O Ja 
2 O Nei 

O Vet ikke 

53. Hvis du er gift eller samboende: Er din ektefeUe eller samboer 
tilknyttet en slik pensjonsordning ved sin arbeidsplass? 

106 
O Ja 

2 O Nei 
8 O Vel ikke 

1 0  

50. Ale atbeidstalære har rett I I  svangerskapspenlsjon i 30 uker 
(Ira 1 .4.92 33 ukar). Enkelte bedrifter gir de ansatte mulighet 
til å ta permisjon med løm lengre enn 30 uker. 
Finnes det en slik utvidet ordning ved dln arbeidsplass? 

103 
1 0 Ja 
2 O NeI 
8 O Vet ikke 

51. Har du regulær lønn (før skatt og fradrag) på over 200 000 kr.? 
Hvis ja: Får du u1betalt ful lønn ved sykdom eller får du bare 
ut sykepenger du har krav på i folketrygden? 

104 
Får fuU lønn under sykdom O 

2 O Får bare ut de sYkepenger jeg har krav på i 
folketrygden (fuf løm bare opp \il 213.000 kroner) 6xG 

O Vet ikke 

54. Er det ved din bedriltMrksomhet tilbud om førtidspensjon 
som gjør det mulig for deg å slutte før du er 65 år? 

107 
1 O Ja 
2 O Nei 
8 O vet ikke 

55. Har du mu6ghet til å oppta lån på din atbeidsplass direkte 
eller via bedriftens pensjonsordning? 

108 
1 O Ja 
2 O NeI 
8 O Vet ikke 

56. Hvis ja på spørsmål 55: Har du benyttet deg a'l et slikt tilbud 
om lån? 

109 
1 O Ja 
2 O Nei 
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57. Har du mulighet til å få barnehageplass via ditt arbeidss1ed? 

1 10  
O Ja 

O Nei 

O Vet ikke 

58. Hvis du er gift eUer samboende: Har ålll ektefelle mulighet 
til å få barnehageplass via silt arbeid? 

111  
O Ja 

O Nei 

D Vet ikke 

61 .  Har du i din jobb noen mulighet til å ta ut lengre ferie eM 
fire uker pr. år? 

1 17  
O Ja,  med full IøM 

O Ja, med redusert lønn 

O Nei 

D Vet ikke 

62. Er det ved din bedriffMrksomhet organisert bedriftsidrettslag eller 
annen idrettsaktivitet som har økonomisk støtte fra bedriften? 

1 18  
O Ja 

O Nei 

D Vet ikke 

63. Har du gjeMom din jobb tilgang til bedriflshytte, båt med køye· 
plass eller campingbil? Fagforeningslhytte regnes ikke med. 
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1 19 
O Ja 

O Nei 

O Vet ikke 

1 1  

59. Hvis ja på spørsmål 57 eDer 58: Benytter dere i dag slik barne­
hageplass til ett eDer flere barn? 

1 12  
O Ja 

2 O Nei 

60 Hvis ja på spørsmål 59: Hvor mye befaler dere pr. barn pr. 
måned for en slik barnehageplass? 

kroner pr. måned 1 13  

64 Har du gjennom din jobb tilgang til  teater·. konsertbilletler e.l. 
som er økonomisk støttet av arbeidsgiver? 

1 20  
O Ja  

2 O Nei 

3 D Vet ikke 

65. Dersom du skulle ha erstattet tilleggsgodene du har på din 
arbeidsplass med 18M. hvor mye mer IØM ville du måtte ha 
pr. år? Angi omtrent hvor mye mer IøM pr. år før skatt. 

_____ kroner pr. år 1 21 



66. Er noen av de følgende fordeler i ditt arbeid Innført/utvidet i 
løpet av de lo siste årene (1990 og 1991)1 
(Sett kryss ved disse fordelene.) 

124 O Fri bolig eller støtte til bolig 

1 25 O Tjenestebil eller stø tte til bilhold til privat bruk 

126 O Fri telefon eller støtte til telefon 

1 27 O Fri reise til arbeid 

1 28 O Fri bruk av bedriftsferiested 

129 O Gratis eller subsidiert kantine 

130 O Kjøp av varer eller ljenester til redusert pris 

131 O Fri livs· eller ulykkesforsikring 

132 O Gratis aviser eUer tidsskrif1er 

133 O Tjenestepensjonsordning 

134 O Førtidspensjonsordning 

135 O Barnehageplass 

ffI. Er noen av de følgende fordeler i ditt arbeid qemetlredusert I 
løpet av de lo siste årene (1990 og 1991)1 
(Sett kryss ved disse fordelene.) 

136 O Fri bolig eUer støtte til bolig 

137 O Tjenestebil eller støtte til bilhold til privat bruk 

138 O Fri telefon eller støtte til telefon 

139 O Fri reise til arbeid 

140 O Fri bruk av bedriftsferiested 

141 O Gratis eUer subsidiert kantine 

142 O Kjøp av varer eller ljenester til redusert pris 

143 O Fri livs· eller ulykkesforsikring 

144 O Gratis aviser eller tidsskrifter 

145 O Tjenestepensjonsordning 

146 O Førtidspensjonsordning 

1 47 O Barnehageplass 

Iv. Nå følger noen spørsmål om fordelingen av tilleggsgoder, om de har hatt noen betydning for 
ditt valg av arbeidssted, og dine synspunkter på forholdet mellom tilleggsgoder og lønn. 

68. Har noen av de ekstra goder du mottar ved siden av lønn hatt 
betydning for ditt nåværende valg av arbeidssted? 

148 
O Ja. stor betydning 

2 O Ja. en viss betydning 

3 O Nei 

69. Hvilke av de følgende ekstra goder var spesieR viktige? 
(Sett kryss ved disse godene) 

149 O Mufighet for lån via arbeidsstedet 

150 O Mu6ghet for bamehageplass 

1 51 O Tjenestepensjonsordninger 

1 52 O Tjenestebil. støtte til bilhold 

153 O Tjenestebolig, støtte til bong 

154 O Annet, spesifiser: 

1 2  

70. Har utsikten til å miste noen av d e  ekstra godene d u  nå 
mottar ved siden av lønn avholdt deg fra å seke arbeid 
hos andre arbeidsgivere? 

155 
O Ja 

O Nei 

71 . Hvis ja på spørsmål 70: Hvilke av de følgende ekstra goder 
har du vært redd for å miste/lå redusert utbytte av? 
(Sett kryss ved disse godene) 

156 O Muighet for lån via arbeidsstedet 

1 57 O Mulighet for barnehageplass 

158 O Tjenestepensjonsordninger 

159 O Tjenestebil, støtte til bilhold 

160 O Tjenestebolig, støtte til bolig 

161 O Annet, spesifiser: 
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72. I hvilken grad er du enig eler uenig i følgende utsagn: 
De som mol1ar 1i1Ieggsgoder bør lå lavere løm ilM sammen­
liknbare grupper som lcke  har tilsvarende goder. 

162 
1 O Helt enig 
2 O Dillvis enig 
3 O Hver\(en enig eller uenig 

.. O Dillvis uenig 

5 O Hell uenig 
8 O Vet ikke 

73. Er det grupper på din arbeidsplass som mottar vesentlig flere 
tilleggsgoder eM deg? 

163 
O Ja, ledelsen 
O Ja, både ledelsen og andre grupper 

O Nei 

4 O IkI<e relevant 

8 O Vel ikl<e 

74. Gis det I din bedrift åpen informasjon om hvilke tilleggsgoder 
ledelsen har, eller er det noe man prøver å holde hemmeng? 

1&1 
1 O Dilt gis åpen informasjon 
2 O Dilt holdes hemmelig 
8 O Vet ikke 
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75. Er den lokale fagforenIngerVklubbøn opptatt av å sikre at 
de ansatte skal få tIIeggsgoder gjennom jobben? 

165 
O Ja 

2 O Nei 
8 O Vet ikl<e 

76. Har du selv tatt initiativ overfor ledelsen på din bedrift! 
virksomhet får å lå el bestemt tilleggsgode? 

166 
O Ja 

2 O Nei 

77. Hvem er det som i praksis bestemmer hviike tilleggsgoder 
de ansalte får på din arbeidsplass? 

167 
1 O Diln enkelte ansalte sammen med ledelsen 
2 O Fagforeningenlklubben sammen med ledelsen 
3 O Ledelsen alene 
4 O Andre 

8 O Vel ikke 

78. Hvem burde etter din mening bestemme hvilke tilleggsgoder 
de ansatte skal få? 

1 68  
O Den enkelte ansatte sammen med ledelsen 
O Fagloreningen/kJubben sammen med ledelsen 

3 O ledelsen alene 

4 O Anåe 



79. I hvilken grad er du enig eller uenig i følgende utsagn: 
(Merle av svarene ved A selte kryss i lin rute for hvert av utsagnene A. og B.) 

Helt Delvis Hveri<en enig Delvis Helt Vet 
enig enig eller uenig uenig uenig ikke 

2 3 4 5 
A. FordeDngen av tiUeggsgoder har skapt misunnelse 

O O O O O O og splid blant kollegene på arbeidsplassen. 169 

B. Arbeidsgiver burde kutte ut slike tilleggsgoder O O O O O O og heller belale de ansatte mer i IØM. 170 

Eventuelle kommentarer: 

TAKK FOR HJELPEN! 

14 
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3. The 1 993 MMI survey 

The 1 993 MMI-survey was conducted by FAFO in order to establish a broader 
documentation of wage earner attitudes to trade union strategies. As a part of this 
study I was able to include questions in the questionnaire that dealt specifically with 
occupational welfare. 

The question regarding occupatiolnal welfare have onIy been presented to those 
respondents who reports that they fuHy or panly are in paid work Wage earners 
constitutes 54% of the sample or 660 cases. 

These questions have not been used for analytical purposes before this work. 
The 1 993 MMI-survey is a general population sUrvey chosen from a random 

sample of Telenors list of private phone subscribers . 1 1 73 persons over the age of 
1 5  was interviewed. A total number 1 85 1 people was randomly chosen over the 
age of 1 5 . Of these there were no answer in 480 cases. In 1 98 cases the respondent 
refused to answer. The response rate is 63%. 

The interviews were conducted by the MMI from February 9 .  to 1 5 .  1 993. 
The data has been weighted by sex, age and geography by the MMI. For more 

detailed information see MMI report March 1 993.  

See next page for selected questions from MMI- questionnaire: 
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SPØ RRESKJEMA 

SPØR R E S KJEMA 
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i Så over til et annet tema 

VIS KORT l 
samfunnsområder. Hvi lke områder mener du at 

I
" "', .. � " .. ,,' '" " ." 

myndighetene bør øke bevilgningene til hvis d e  
s k a l  øke d e offent l ige utg ifter . 
Les gjennom listen og anal tre områder. 

I�k� de offentl ige 171 .A I uta ifter. � 
'" 

Øke Skjære ned 
H elsevesenet . . . . . . . . . . . . . . . . . . . . . . .  F79 G23 

Skole og utdanning . . . .  . . . . . .  . . . .  F80 G24 

Syke· og uføretrygo . . . . . . . . . . .  G l O  G2S 

Arbeidsledig hetst rygd .. . . . . . . G l '  G26 

Boligstøtte . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  G 1 2  G27 

Forsvaret . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  G 1 3  G2B 

Samferdse l  . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  G 1 4  G29 

Barne hage r . . . . . . . . . . . ... . . . . . . . . . . . . . .  G 1 S  G30 

Utviklingshjelp . . . . . . . . . . . . . . . . . . . . . . . .  G l 6  G31 

Eldreomsorg . . . . . . . . . . . . . . . . . . . . . . . . . . .  G , 7  G32 

Offentlig støtte til jOJ'dbruket. . .  G 1 B  G33 

Offentl ig støtte t i l  industrien . . .  G 1 9  G34 

Kultursektoren . . . . . . . . . . . . . . . . . . . . . . . .  G20 G35 

Tiltak mot arbeidsledighet . . . . . .  G21 G36 

Ingen oppgitVVet Ikke . . . . . . . ..... G22 G37 

... 

�I VIS KORT I 
Hv is mynd ig hetene skulle skjære ned på d e  

offentlige utgifter. hvilke a v  d e  samme 
områden e  mener du de burde skjære ned på? 

Les gjennom l isten og angi tre områder. 

VIS KORT I 

1 4  

� �I vII be d eg ta st i l li ng til noen påstan der om forskj e ll ige samfunnsforhold. Hva mener du om de fø lgende 
påstander? 

I LES Opp I H elt DelvlsDeivls Helt Vet 
e n tg en ig uenig LO enrg ikke • Utjevningspolit ikken I Norge har gått for langt ... ................. _ ..... ............... ............. 1 2 3 4 5 l:Ua • I de siste årene har den norske velferdsstaten b litt svekket på flere områder ... 1 2 3 4 5 m.a • Ingen enkeltperson burde tjena mer enn 350.000 kr. I å rel . .................................. 1 2 3 4 5 � • Mange som har tang utdanning tjener lar Ilte i forhold til Industriarbe idere •••••• 1 2 3 4 5 � • Høytlønte arbeidstakere må støtte opp om at lavtlønnsgrupper får større 

lønnstlll.gg ann de selv ved tarifloppgjør.ne ...... ......................... _ .................. __ , 2 3 4 5 � 
VIS KORT I � Hva mener du om de fø lgende påstand.ne angående lønnsoppgjørene og streik? 

I LES OPP I Helt O .lvis O.lvis HeIt Vet  
.nig en ig uenig uenig ikke • V.d lønnsoppgjør.ne brukes det ofte ord som "ramme". " overheng" osv. Oet 

er dermed blitt vanske l ig Il fø lge m.d . ................. ............ _ .................. _ ................ 1 2 3 4 5 � • I dagens samfunn er det Ikke nødvend ig  å stre ike. Oet finnes så godt som alltid 
andra måtar å vinne frem på . ..................................... ....... __ ......... _ ....................... 1 2 3 4 5 � • I fremtid en bør streikeretten begrenses sterkt ved skjerpede lovreg ler  . ............. , 2 3 4 5 � • Streikeretten e r  ikke ree l l  nar regjeringen raskt gr ipe r  i n n  m e d  tvungen 
l øn nsnemnd . ................................................................... _ ................ .......................... , 2 3 4 5 � • For å m in ske anta l l  arbeidskonfl ikter bør lønnstakerne g å  sammen I færre og 
større organ isasjoner . ............................................................. , ........ _ ....................... , 2 3 4 5 � 
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V IS KORT I [ 74 I Ved de siste årenes tariffoppgjør har bruken av 
, tvungen lønnsnemnd i forbindelse med lovlige 

I, arbe id konfl ikter bl itt aktualisert. Hvilket av 
utsagnene på kortet dekker best ditt syn på på 

I hvorvidt tvungen lønnsnemnd bør brukes I 

I for binde lse med lovlige konflikter? 
I GM! 

• Tvungen lønnsnemnd bør aldri brukes ... . . . .. . . . . . . . . . . .  1 
• Tvungen lønnsnemnd bør helst unngås. men kan 

om nødvendig brukes i situasjoner hvor det er helt 
klan at konflikten medfører aJvorlig fare for liv og 
helse .... . . . . ... . . . . . . . . .. . . . . . . . . . . . .. . .. . .................................. 2 

• Tvungen lønnsnemnd bør brukes hvis konflikten 
helt klan m edfører alvorlige problemer for andre 
enn de direkte involvene paner . . . . . . . . . . . . . . . . . . .• ..•.•.... . 3 

• Tvungen lø nnsnemnd bør brukes hvis konflikten 
medfører ulemper for andre enn de direkte 
inVOlverte parter .... .................. ............. . . .. .. ............. 4 

• (Vet ikke/Ingen men ing) . . . . . • . . . . . . . • • . • • . • . . . . • . • . . . . • . . . . . . . . . .  5 

VIS KORT I 

1 5  

Blant de store organisasjonene I arbeidslivet 
diskuteres det Idag om en bør inngå moderate 
lønnsoppgjør for å bidra til redusert 
arbeidsledighet. En eventuell enighet er 
Imidlertid Ikke bindende for mange små fag- og 
yrke.organisasjoner. Hvilket av utsagnene 
d.kker best ditt syn på hvordan mindre 
organisasjoner bør opptre i kommende 
lønnsoppgjør hvis de store organisasjonene 
avtaler moderat lønnsvekst. 

• Små organ isasjoner må kunne forhandle på egne 
vilkår. uavhengig av hva andre organisasjoner 
malte avtale ........................................................... .. 

• Små organisasjoner bør også vise moderasjon i 
sine lønnskrav. men forhand lings· og streikeretten 
deres må ikke begr.nses................... ............... ...... 2 

• Små organisasjoner bør godta samme resunat 
som store organisasjoner. og bør ikke få Jov til å 
streike lor bedre resuttat ............. ... .. ..... :................. V 

• (Vet ikke/Ingen mening) ............ ..... . . . . ... .. ...... . ... .. .... 4 

I 76 I Mener du at tvung en lønnsnemnd bør brukes mer aktivt, brukes som ml eller brukes mindre aktivt overfor 
f-.:..=-J lølgende arbeidstakergrupper? 

I rl-:-L-=E""'S-O-p'-p-I Mer Som Mindr�Vet 
· . aktivt nå aktivt Ikke) 
• Streikende gonerell ............... _ .. _ ........ __ ... _ ... _ .... _. __ ._ .. _._ .. _. ___ • ___ .. ___ ..... _____ _ 1 2 3 4 � 
• Stre iken de i privat sektor ..................... _ ... _ ......... _ ........ __ ..... ___ .. __ • ___ • ____ • __ ... __ .. . 

• SIre iken de i offentlig sektor .. _ ... _ _  .. _ .......... _ .... _ .. ___ .. ___ ... _ ... __ ._ .... _. ______ .. __ 

• Sma g rupper som forsøker å streike seg til større lønnstillegg enn dat flestepartan 
av arbeidstakerne har fått ...... _ .. _ .......... ________ .. _ .. ____ ____ • ____________ _ 

• Strei kende som arbeider i yrker hvor hansynet til andra enn da direkte barørte parter 
er viktig, som f.eks. helsevesenet og kraftforsyningen • ___________________ _ 

• Ansatte som ved å streike påfører det norske samfunnat stora inntektstap, som 

2 
2 

2 

2 

3 
3 

3 

3 
f.eks. streikende I Nordsjøen. _ _ _  .... _ ... ____ .. _ _ _ _  .. _______ • ___ .. ___ .. _______ 2 3 4 � 

i V IS KORT I I 78 I Menar du at en bedrift som har god økonomi bør 'I 
� f-.:..=-J kunne betale høyar. lønninger enn en badrift , 77 �nnsforhandllngene kan foregå på lorskje l i ige som har dårlig økonomi, elier mener du at folk 

mvåer. Noen me�er at forhandllnllan� bør loregå bør ha Ilk lønn lor likt arbeid uavhengig av I på et naSjonalt mvå mellom arbeidslivets parter, bedriftans økonomi? 
noen mener at den enkelte bedrift allar "'<7 I 
virksomhet bør danne rammen for "..... . 
forhandl ingene, mens andre mener at • En bedrift som har god økonomi bør kunne betale 

lønningene bør fastsettes vad Individuelle høyere lønninger enn en bedrift som har dårlig 

avtaler. Hvilken av de følgende pastander manar økonomi.. .... ....... .................... .... .. ..... .. ..... ... .... ........ . 

du er mest dekkende lor ditt syn? • Folk bør ha lik lønn for likt arbeid uavhengig av 
bedriftens økonomi.................................................. 2 

• Lønnsforhandl ingene bør  i hovedsak foregå på 
naSjonalt nivå. fordi man da lene re kan ta hensyn 
til landets økonomi og samtidig unngå store 
lønnsforskjeller. . . . . . . . . . . . . . . . . ............ . ... . . . ... ................ . 

• Lønnsfornandl ingene bør i hovedsak foregå i den 
enkelte bedrift eller virksomhet. fordi man da 
lenere kan ta hensyn til den enkene virksomhets 
økonomi og betalingsevne . . . ... ... . . . . . . . . . ... ... . ... ........ .  . 

• Lø nnsfornand lingene bø r i hovedsak foregå 
mellom den enkelte arbeidstaker og virksomheten. 
fordi man da lenere kan ta hensyn ti l  hver enkeils 
Innsats og kvalifikaSJoner. . . . . . . . . . . . . .. . .. ......... ............  . 

• (Vet ikkenng en mening ) . .. . . . . . . . . . . . . . ............. ............ . 

ISt9J Markedli' og Mediainstituttet AlS 

2 

3 
4 

• Vet ikke/Ingen mening ......... ... .. ........ . ....... ..... ......... 3 
� Har du selv betalt arbeid pa heltid eller deltid? 

Ja. he�id ............................... . . ..... .. . . . .. .............. . .. .....  . 

Ja. dettid .................................. ................................. . 
Varierer ................ .................................... ......... ....... .. 

Nei ( = . 1 1 3  ) .................... . . . . ... . . . .. . . . . ... . ... . .... ..... .. .  . 

G5..a 
1 
2 
3 
4 � Hvor mange ansatte er det på din arbeidsplass? i 

� I  
1 ·9 ans3ne..................... . . . .. ........... . ........... .. .... .... ......  1 
1 0-49 ansatte .......... ...................................................  2 
50·99 ansatte............................................................. 3 
1 00· 1 99 ansane.............................................. . . . .. . ... . .  4 

200-499 ansane.............................................. ..... . . . . .. 5 
50 0  ansatte eller flere............. ................................... 6 

Vet ikke ..................... ........................................ ....... .. 7 

3 7 5  



81 Hva slags lønnssystem har du? Har du ... 

I LES OPP I 
• Bare fast måneds·, halvm åneds·. uke· el ler 

t imeløn n . . . . . . . . . . . . . . .. . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . .... . . . . . . . . .  . • Fast lø nnllim e løn n  og bonus. akkordtil legg, 
produkslonsp remie el ler provisjon i ti l legg . . . . . . . . . . . .  .. • Ren akkord el ler provisjon . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . • AnneVVet ikke . . . . . . . . . . . ..... . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . .  . 

VIS KORT · GI 1.0. TID TIL A TENKE SEG OM 1 

� I  
2 
3 
4 

1 6  
82 I Et din l ø n n  regulert heft eller d e l v i s  ved I I tariffavtale mellom da ansatte og bedriftan aller I' 

virksomheten, el ler er dat helt opp t i l  deg og din 
arbeidsg iver å avtale hvilkan lønn du skal ha? 

Gal 
H e lt el ler de lvis ved tariffavtale . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. .  .. 1 
Opp t il deg og arbeidsgiver ( => 84 ) . . . . . . . . . . . . . . . . . . . .  . 
Ingen avtale i d et heie tatt ( => 84 ) .. . . . . . . . . . . . . . . . . . .. . . 
Vet ikke ( => 84 ) . . . ... .. . . . . . . . . . . . . . . .. .. . . . . . . . . . . . . . . . .. .. . . . . . .  . 

2 
3 
4 

83 I Er lønnen din helt  bestemt av denne tar iffavta len i 
a ller overenskomsten, el ler har du også I Individuelle t i l legg? 

Gaa • H e lt bestemt av tariffavtalen/overenskomsten .... .. . .  , 
I : �;tS�:�:�.i���II� .. �:II.�.�.�.::: : : : : :: : : : ::::.:::: : : : : : : : : : : : : : : : : : : : : : � 

84 1 Når den enkeltes lønn skal vurderes, hvilke av de følgende faktorer synes du bør kunne gi betydel ig ti llegg i I 
-=-:.J lønn, noe t i l legg el ler Ikke noe ti l legg I det ha la  tatt? 

(Vet Betyda'Wge Ikke Ikke/Ingen til legg ti l legg ti l legg mening) • Samarbe idsevne . ........ ....... . . . . . . . . . . .... . ........ ..................... . . . . . . . .. . . . . . . . . . . . . . . . . . .. . . . . . . . . . . .. . . . . . . . . . . . . . . . . . , 2 3 4 G5l • Oe�akelse på kurs eller andre typer etterutdannelse i lorbindelse med jobben . . . .. . . . . . . . . . . . . . . .  2 3 4 � • Høyere st ill ingsnivå Og/el ler økt ansvar .. . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 3 4 W • Lde Iravær ... . . . . . . . . . . . . . . . .......... . . . . . . . . . . . . . . . . . . . . . . . . . . .. .. . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . .  2 3 4 � • Høyere innsats og bedre arbeidsresultat. . . . .. . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . .. . . . . . . . . . . . . .. . . . . . . . . . . . . . . .  2 3 4 � • Ubekvem arbeidstid . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . ... . . . .. . . . . . . . . . . . . . . . . .............. . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . .  2 3 4 a5a • Tungt og risikofylt arbeid.. . . . . . . .. . . . . . . . . . . . . . .. . ... . ... .... . . . . . . . . ... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . .  2 3 4 � 1 • Alls id ig h et og kreativitet .. . . . . . . . . . . . . . . ....... ...... .. . .. . . .. . . . .. ...... .. . ......... . . . . . . . . . . . . . . .. . . . . . . . . . .. . . . . . . . . . . . . . . . . . .  2 3 4 � I1 • Yrkeserfaring . dvs. ansiennitet.. . . . . .............. . . . .. .. ... ................................. . . . . . . . .... .. . . . . . . . . . . .. . . .. . . . .  2 3 4 ...... 

85 1 Nå følger noen spørsmål om holdninger t i l  87 I Har du selv arbeidet I en bedrift som har an 
-=...J overskuddsdeling og til det  å utsted e  aksjer t i l  f------! ordning med overskuddsdeling blant noen el ler 

ansatte. Med overskuddsdeling mener v i  a l le  ansatte? 
ordninger der lønnen til da n  enkelte varlarar mad 
driftsresultatet. Sti l ler du deg i hovedsak positiv 
eller negativ til en ordning med 

I 
overskuddsd eling for ansatte? 

GZZ 
Posrtiv . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . ... . . . . . . . . . . . . . . . . . 1 
Negativ. . . . . . .. . . . ... . ............. . .. . . ... .. . ............... . ................ 2 
Vet ikke/ Ingen mening . . ......... .................................... 3 

I 86 1 Stiller du deg I hovedsak positiv e l ler  negativ t i l  
i-==--J at en bedrift utsteder aksjer til ansalte ti l  g unstig 

pris, IIv.entuell som en form for bonus el ler  
gratiala? 

Posrtiv . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . .  . 
Nagatlv . . . . . . . . .. . . . . . . . . . .  : . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . .. . . . . . . . . . .. . .. . 
Vet Ikke/ Ingen m ening . . . . . . . . . . . . . . . . .. . . .. . . . . . . . . . . . . . . . . . . . . . . . .  . 

VIS KORT 1 

GZJ , 
2 
3 

aL1 
Ja. overskuddsdei ing blant alle ansane . . . . . . . . . . . . . . . . . . . .  1 

Ja. overskuddsoeling blant noen ansane. . . . . . . . . . . . . . . . . .  2 
Ne i  . . . . . . . . . .. .......... . ... . . . . . . .... . . . . . . . . . . . . . . . . . ...... . . . . . . . . . . . . . . . . . . .  3 
Vet ikke .... . . . . . . . . . . . . . . .. . . . . ... . . . .. . .. ... . . . . . . . . . . . . . . . . . . .. . . . .. . . . . . .. 4 

88 I Har du arbeidet I en bedrift der noen el ler  al le 
---' ansatta a lar aksjer I bedrlftan? 

Ja. alle eier aksjer . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  .. 
Ja. noen e ier aksjer . . .. . . . . . . . . .. . . .. . . . . . . . . .... .. . . . . . ... . . . . . . . . . .  . 
Nei  .. . . . .... ... .. . ........... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  .. 
Vet ikke . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . .  

� Arbeider du i offent l ig e l ler privat SI ktor? 

Offentlig ( => 91 ) . . . . . . . . . . .. . . . . ... . . . . . . . . . . ... . .. . . . . . . . . . . . . . .  .. 
Priva!.. . . . . . . . . . . . . .. . . . . .. . . . . . . . . . . . . . . . . .. . . . . . ... ... . . . . . . . . . . . .. . . . . . . .  .. 
Andre svar ( => 91 ) 
Vet ikke ( => 91 ) . . . . . . . . .. . . . . . . . . . . . . . . . . ... . . . . . . . . . . . . . . . . . . . . .  . 

!ill. 
1 
2 
3 
4 

90 Tror du at en ordning med overskuddsdel ing e l ler utsted else av aksjer t i l  ansatte i en bedrift som din v i l l<lre ! 
t i l  høyere, uferandret e l ler lavere... I I SPØR FOR ETT UTSAGN AV GANGEN I HøyereJforarldlller���:; 

• Produktivitet? . ... .. . .............. . .. . . . . . . . . ... . . . . . ... . . . . . . . . . . . . . .. . . . .. . ..... . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. 1 2 3 4 GZ1 \ • Trivsel blant de ansatte?... . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . .. . ... . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . ....... . . . . . . . . . . . . . .  2 3 4 GZl! 
I ' Inntektsn ivå for  de ansatte ?... . . . . . . . ........ .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . .............. . . . . . .. . . . . .  2 3 4 GZS. 
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1 7  

I VIS KORT I 
Er du helt enig d.lv· en'g 

: , IS I , 
delvis uenig el ler helt uenig i at overskuddsdeling og aksjer til ansatt. vII føre til ••• 

I LES OPP I Hen DelvisDelvis Hen (Vet 
en ig en ig uen ig uenig ikke) 

� Nå føtger noen utsagn om virkning.r av overskuddsdeling og aksjer t i l  ansane 

• Økt forståelse for lønnsom h.t blant de ansatt ••• _ •• __ ............. __ ••• _ •••..••• _._ •• 1 2 3 4 5 � 
• At de ansatte kan delta mer aktlV1 I bedriftens utvikling ......... ____ ••••••..• _ .. __ •• 1 2 3 4 5 l::I.lll 
• At d e ansatte vil jobbe hardere fordi de får del  I overskuddet •••• _ ..... ...... .  _._ ..... 1 2 3 4 5 !:Ill 
• At de ansatte i mindre grad v i l  skifte jobb .............................. _ ........... _ ................ 1 2 3 4 5 !i12. 

I • At de ansatte risikerer il tape deler av lønn eller sparep.nger ........ __ •••• _ ......... 1 2 3 4 5 I:I.U 
• At større deler IV lønnsdanne lsen unndras forhandllng.n . ... _ •• __ ........ ____ 1 2 3 4 5 lill 

VIS KORT " '  I � Har du fålt noen form for formell utdanning I 
form av kurs e l.1. I den bedriften (virksomheten) 
du arbeidet I i løpet av 1 992? Ta bare med kurs � HvIlkan type ti lbud om videre utdan n ing ønsker 

I som helt eller delvis ar betalt av bedriften du helst, forutsatt at tilbudet er gratis for deg? 

(virksomheten), og r.gn ikke m.d læretid e ll.r I KUN ETT SVAR I 
kurs I forbindelse m.d arbeidsmilJølOV, arb.ld 
som til litsvalgt O.l. 

� 
Ja . . . . . . . . . . . . . . ............... . . . . . . . . . . . ............................ . . . . . . . . . . .  1 

N ei ( => 94 ) . ..... . . . . . . . . ...... ... .. . . . . . . . ... .. ......... ... .. . . . . . .. . 2 

Vet ikke ( = 94 ) . . .. . . .. . . . .. .. . . . .. ... ... . ... ... . . . . . ... . . . ..... . . .  3 � Hvor mange dager var du på slike kurs i løpet 
av 1 992? 

I 
I NOTER ANTALL DAGER: I L..J lill:lZ � Fikk du noen formell utdanning i form av kurs 

el. I.  I den bedriften eller virksomheten du 
arbeidet I l løpet av 1991 ? 

Ja . . ... . . .. . . . . . .. .......... . . . . . . . . . . . . . . . . . . . . .. . .. ....... . . . . . . . . . . . . .. . .. . . . 
Nei . . . ........................... .. . .. . ..... . .......... . ... . ....... ............. 
Var Ikke yrkesaktiv ............. .................................... . . .  
Vet ikke .. . . . ............ . . . . . .. ... . .. . .. . .................................... 

lill 
1 

2 

3 
4 

95 i Foler du at du har behov for mer utdanning anar 

I kurs I din naværende jobb enn det du har fått 
hitt i l? 

lill 
Ja . . . . . . . . . . .. . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . .. . . .  1 

Nei ( => 98 ) .. .. . .. . . . . .. .. . . . . . . . ... . . . . . . . .. . .. . . ... .. .. ....... . . . . . .  2 

Vet ikke { = 98 ) .. . . . . .. . .. . . . .. . . .. . . . ... .. ....... . . . . . . . .... . .... .  3 
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• Perm isjon med lønn for å f" lge henidsutdann ing 

som arbeidsgiver samtykker i på dagtid . . . ... . ... . .. ... .  01 

• Permisjon uten lønn for å følge hettidsutdann ing 
etter eget valg på dagtid ......................................... 02 

• Opplæring på arbeidplassen ................................... 03 

• Kone yrkesrettede kurs på dagtid med delvis 
permisjon og full lønn .............................................. 04 

• Tilbud utenom arbeidstiden betatt av arbeidsgiver . 05 

• Anledning til å ta fagbrev etter paragraf 20 i Lov 
om fagopplæring i arbeidslivet .. .......................... ... .  06 

I 

• Annet. noter I 

CJ 
• (Vet ikke) ................................ . .................. ..... .. . . . . . .. 99 I 

I 

VIS KORT I � Hvorfor ønskar du mer utdanning? 
Angi døn viktigste og den nest v iktigstø 
grunnen. 

Vik!· Nest vikt· 
igste igste 

.1::122 l::I2l 
• For å kunne mestre nåværende 

jobb bedre ........... ........................... 1 1 
• For å kunne utføre nye 

arbeidsoppgaver i nåværende 
jobb ................................................ 2 2 

• For å kunne mestre annen jobb i 
samme bedrift eller virksomhet . . . . .  3 3 

• For å oppnå høyere lønn . . . . . ... ... .. .  4 4 
• For ti kunne stille sterkere ved 

eventuett jobbskifte ........ . . .............. 5 5 
• Andre g runner ... . . . . . . . . . .... . . . . . . . . . . ... . . .  6 6 
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1 8  
VIS KORT I 

198T Med den arfaring du har Ira arbeidslivet pr. idag, l 
� hvor ofte synes du at du trenger .etterutdanning I for å føle dag oppdatert I jobb, fag eller yrke? 

� 
En gang pr. år eiler oftere . . ••• .• . • ••• . . . . .•. ••.•••••• ••• •••..• . . . .  1 

En gang hvert annet år ......... ................ .......... ..........  2 
En gang hvert tredje år ............................ . . ..... . . . . . . . . . .  3 
En gang hvert femte år . . . . . • . • • . . . • . •• • . • . . • . . . . . . .• . . • • . . . . • • . . . . .  4 
Sjeldnere . . . • . • . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . •  
Ikke i det hele tatt . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . . . . . . . . . .  
(Vet ikke/Ingen men ing) . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . .. . . . . . . . .  
99 I .Er du ••• 

� I LES OPP I 

5 
6 
7 

W 
Arbeider, ufaglæ n . . . . ..... . . . . .. ... . . . . ...... . . ... . . . . ... .. .. .. . . . . . . . .  1 

Arbeider, faglæn ( => 1 01 ) ............... ....................  2 
Funksjonær, ledende still ing ( => 1 01 l ................. 3 
Funksjonær ellers ( => 1 0 1  l ................................. 4 
Se lvstendig ( => 1 01 l .. ................ ............. .. .......... 5 
Annet ( => 1 0 1  l . ........ .. . ......................................... 6 
VIS KORT I 
1 00 i Idag er dat populært å ta lagbrev. Det har det 

� Ikke alltid vært. Hva er det som gjør at du fkke 
har fagbrev? 

Har ikke tenkt på de! ................. ............................ . . . .  H26 
Har ikke fått skoleplass ................. ............................ H27 
Fikk jobb uten fagbrev ............................................... H28 
Har ikke fått opplæringsplass .............. ...................... H29 
Har ikke lyst . .. ....... ............ ......... ......... . ......... .......... . . .  H30 
Før i tiden lønte det seg ikke ........... ......................... H31 
Er lei av sko len . .... ..................... ............... ................. H32 

� 

Annet, noter �)-' � 
CJ 

__________ CJ 
(Vet ikkeilng en mening) ............................................ H37 
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I 1 01 I Kjenner du tU at det er loretalt noen 
� kanlagging av opplæringsbehovet, eller 

utviklet planer for opplæring av de ansatte i 
den bedriften eUer virksomheten du arbeider? 

l:llS. 
Ja. behovet er kartlagVplaner er utvikle! . . . . . . . . . . . .. .. . . . .  1 i 
�:;' i�::��� .. �� . . ����.�:��:��:.�:��:.��.'��.����I�.

t
.:: � 

VIS KORT MED STRATEGIER I 
l1Q21 Mange mener det er stort og udekket behov 
� for videre· og etterutdanning blant ansatte 

Idag. Hvordan mener du lag· og 
yrkesorganisasjonene bør forholde sag til 
danne situasjonen? Pek på den strategien du 
maner er viktigst. 

• Organisasjonene bør arbeide for at det offentlige 
øker  sitt t ilbud........ . . .. .. . . ... . . . . . . . . . . . ...................... . . . . . .  1 • Organisasjonene bør arbeide for at cen enkelte 
bedrift eller virksomhet utvikler planer og gir flere 
tilbyd ........... . . . . . ................... . . . . . . . . . .. . . . . . . . . . . . . . . . . . .. . .. . . . .  2 • Organisasjonene bør oppmuntre private 
utdann ings institusjoner til å utvikle lIere tilbud . .. .. .. 3 • Organisasjonene bør arbeide lor å tariff-feste 
retten til etter· og videreutdanning............ .......... .... 4 • Organisasjonene bør selv utvikle flere tilbud for 
sine medlemmer.... .......................................... .... .. . . 5 • (Vet ikkøllngen mening) ...................................... .. .. 6 

Nå følger noen spørsmAI om tilleggsgoder eller I', velferdsgoder som hllt ener delvis betales av 
arbeidsgiver. VI tenker _rl lg på velferdsgoder som 
utvider aUerede eksisterende offentlige ordninger, 

I som for eksempel tjenestepensjon, ekstra 
forsikringer, fuU sykelønn og lengre 
fødselspermisjon. Dette er ordninger som for mang'

I
' 

kommer i tUlegg tU den vanlige lønnen, og det er en 
klar tendens tU at høytlønte får lIere og bed re 
ordninger enn laV1lønte. 

ViS KORT I 
l1Q3I Hvem mener du er best egnet til å bestemme ' 
� hvilke t i l leggsordninger som skal gjelde I 

arbeidslivet? 

I KUN ETT SVAR I 
wa • Den enke�e ansatte sammen med Ieaeisen .......... 1 • Den lokale fagforeningen el ler klubben, sammen 

med ledelsen... . . . . . ........... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  2 • Ledelsen ved den enkehe bedriften e ller 
virksomheten alene ... . . .. . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . .  3 

• Arbeidsgiver· og arbe'dstakerorganisasjonene på 
naslonalt nivå . . . . ... .. . . . . . ..... .. . . .. . .. . ... . . .. .. ... . . . . . . .. ... . . . . . .  4 • Andre .... .... ... .... . . . ... ... . . . .. .......... . . .... . . . . . . . . . . . . . . . . . ... . . . . . .  5 • (Vet ikke/ingen mening ) . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . .. . .. .. .. . . 6 



Stortinget har vedtatt A redusere opptjen ingen 
av tilleggspensjon i fo lketrygden Ira 1 992. 
DeUe betyr at folketrygden i framt iden ikke vil 
y1 e  nok til A dekke mange arbeidstakeres 
behov for alderspensjon. Hva mener du fag· 
og yrkesorganisasjonene bør gjøre I denne 
situasjonen? 

• Arbeide for at reduksjonen oppheves. slik at 
folketrygden fremceles blir den viktigste kilden til 
alderspensjon . .. .. . . . . . . . . . . . . .••••••••.  _ . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  H41 

• Reise krav om nye pensjonsordninger i de 
sentrale, nasjonale lø nnsforhandlingene . . . .. . . . . . .  _ . . .  H42 

• La de lokale  fagforeningene og klubbene forsøke 
å forhandle seg frem til nye eller fOrbedrede 
pensjonsordninger ved den enkelte bedrift eller 
virksomhet . .. ... .... . ..... . ... .. ... . .......... ..... . .... .. ...... ... ... .. . H43 

• La det være oep til arbeidsgiverne ill vurdere Dm 
den enke�e virKsomhet har midler til å innføre el ler 
forbedre pensjonsordninger .... . .... ..... . ...... . .... .. . ...... . H44 

• Oppfordre den enkelte ansatte ti l å skaffe seg 
privat ti l leggspensjon i en bank eller et 
forsikringsselskap ......... .. .... .. .. . . . ... ............ ... .. .... . .. . . .  H45 

• (AnnetNet ikke) ....................................................... H46 

VIS KORT I 
1 05 I Hv i lken av de følgende påstan.dar dekker best 

- d itt syn pA hvordan mynd ighetene bør 
forholde seg til den økende utbredelsen av 
t ll legg.sordninger I arbeidsl ivet? 

I KUN ETT SVAR I 
• Myndighetene bør begrense eller stoppe bruken 

av tilleggsordninger . .. . . .... . ............ .......................... . 
• Myndighetene bor stimulere utvikl ingen av 

tilleggsordninger ved å innføre skattefordeler eller 
l ignende t iltak ........... . ..... ............ .... ......................... 2 

• Myndighetene bø r oppfordre organ isasjonene i 
arbeidslivet til å inngå landsdekkende avta le r om 
tilleggsordninger . . .. . . . . ................... . .......................... 3 

• Myndigheten. b"r følge opp utviklingen ved å 
redusere statens ansvar for andre offentlige 
veHerdsordninger . .... ..... .... .......... .. .. ... .. ... .. .... . . . . . ... . . . 4 

• (Vet ikke/ingen mening) . .. ... ..... .... .. ... . . ... . . . ...... ....... .  5 

1 06 I Har du eller har du hatt til l itsverv I en fag' el ler 
r-----' yrkesorganisasjon? 

.I::W 
Ja. har nå . . . . .. .. . .. .. . .. .. . . . .... . . .. . .. .. .... . .. ... .. ... . .. .. . . .. ...... .. 1 
Ja. har hatt tIdliger. . . . ................................................ 2 
Nei , . . . . . .  , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ............................... ........ 3 

1 07 I Er du idag medlem av et fag forbund, eller an 
-----' yrkesorgan isasjon I tI Ikny1n ing til ditt 

nåværende e l ler t idligere yrke? 

lW 
Ja ... . . . . . . . . . . . . . . . . . . .  , .. . . . .. . . ... . . . . ... .... ...... . ... . . ... .. .. ... .... . .. ... , 
Nel (  => 1 1 1 ) . . . . .. . . . . . . . . . . . . . . . ... . ... . . . . ......................... 2 

Ikke sikker ( => 1 1 1  ) . . . . . . . . . . . . . .. . . . . .. . . . . . . . . . . . . . . .. ... .. . . .  3 
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I 1 08 I Hva halar fagforDundeI a llar 
� yrkesorganlsa.jonan? 

VI manar ikke her LO, YS "sv., man 
forbundsnavn som f.eks. Norsk 
Sykepleierforbund. 

NOTER FULLT NAVN. iKKE 
BARE FORKORTELSER: J 

---_._----

VIS KORT I 

FOR MMI 

I 1 09 I Hvilken hovedsammenslutning ti lhører du, 
� 811er er forbundet ditt et frittstående forbund 

for lønnstakereJprofe.joner? 

LO . . . ................... . . . . . . . . . . . . . . . . .. . . .... . . . . ....... ... . . . . . . . . ........  ..  
W 

, 
YS ......................................................... ................... .. 

AF .................................... .................................... ..... . 

2 
3 

Frittstående ................................................................ 4 

Vet ikke ................................. ..................... ................ 5 

VIS KORT I 
1 1 0  I Hvilke tra saksomrAdar mener du din 

....:.:..::..J hovedsammenslutning satser mest på? 

• Lønnsspørsmål .............................. 

• Arbeidsmiljø ................................... 
• Lånemuligheter ............... ...............  
• Pensjonsspørsmål ......................... 

• Inntektsutjevn ing . .. ..... . . .. ..... . . . .. ..... .  
• Sysselsetting .................................. 
• So l idaritet ....... . .... . ..... . . ... ... ... .. .. ... .. . 

• Ukesti lling mellom kjønnene ... ..... . 
• Påvirke polijiske partier .. . . . . ... .... . . .. 
• Yngre arbeidstakeres 

interesserIproblemer ................ ..... .  
• Arbeidstid og andre arbeidsforhold 

• Yrkesfaglige spørsmål . . ................. 

• Andre ............................................. 
• Ingen områder ............................... 

�I VIS KORT I 

I Satser 11 1 0.A I mest på 

H54 H68 
H55 H69 
H56 H70 
H57 H71 

H58 H72 
H59 H73 
H60 H74 
H61 H75 

H62 H76 

H63 Hn 
H64 H78 
HSS H79 

H66 HBO 
H67 1 10  

Å 

Hvilke tre av da amme saksområdene mener 
du 8t din hovedsammenslutning bør satse 
mest på? 

I GA TIL SPM. 1 1 3  
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VIS KORT J 
1 1 1 1  1 Hvilke tre saksområder m.n.r du at 
� yrkesorganisasjonene/fagforbundene satser 

mest på? 

• Lønnsspørsmål . . •..... ••.••.•••..•.......... 

• Arbeidsmiljø ................................... 

• Lånemuligheter ...•...•...•...••••••••••..••• 

• Pensjonsspørsmål ..•.•.••..••••••••••••••. 

• Innt.ktsutj.vning ............................ 

• Syssels.tting ..••••••••••..••...••••••••••.•••• · 

• SolidarHet •••.••••••••••.••.•••.•.•.••.....•....• 

• Likestilling mellom kjønnene ......... 

• Påvirke polhiske partier •••...••••..•..•• 

• Yngre arbeidstakeres 
interesserIproblemer .•.•••••....•......... 

• Arbeidstid og andre arbeidsforhold 

• Yrkesfaglige spørsmål.. ..••••••••••••••• 

• Andr • •.••• _ ..... ................................. 

• Ingen områder •.••.••••••••..•••••••••••••••. 

1 1 1 .8 1 1 VIS KORT I 

I Satser 11 1 1 .A Imest på L:...:....:..:. 

1 1 1  125 
1 1 2  126 

1 1 3  127 

1 1 4  128 

1 1 5 129 

1 1 6  130 
1 1 7 131 

1 1 8  132 

1 1 9 133 

120 134 

121 135 

122 136 

123 137 

124 138 

-+ 

Hvllk. tre ev dl samme saksområdene mener 
du at yrk.sorganisasjonene' fagforbund.ne 

bør sats. mest pA? 

i 1 1 2 1 Ville du milde deg Inn l .t fagforbund allar en 
� yrkesorganisasjon darsom d. tilbyr 

kompetansegivende kur. ell.r annan 
vidarautdan n ing? 

m. 
Ja ............................................................................... 1 

Nei ...... ........ ........................................................ .. . .. . 2 

Ikke sikker ....•...•.••....•••••.•....•.....................•••. .••......•••• 3 
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DEMOGRAFI - TIL ALLE. I o Hva ar din aldar? 

NOTER I ANTALL AR L-.J � 
B I Hva er d in sti lling I 

..::..J husstanden? 

ill 
H usfar (mann)............................ 1 

H usmor (kvinne) ....•..••....•.....••..•  2 

Sønn .......................................... 3 
Datter .... . .. . . . . . . . . . . .. . . ..... . ...... ..... ... 4 
Annet . . . . . . . . . . ..... .. .. . .. .. ... .. .. . .. ....... 5 

C I Hvor mange personer med � bata Il arbaid er dat har I 
husstandan? 

12 
En person .....•.••.........•........••.•..• 1 
To personer ...•..............••........••.  2 

Tre personer .............................. 3 

Fire personer . . . . • ••..•....•.•.. •••..••••. 4 
Fem og flere ..•..•••..•..........•••.••••.  5 

Ingen .... . . . . . . . ....... ... .................. ... 6 

�I SE SP0RREBOK SIDE 1 4  I 
Hva vII du ansla husstandens 
samlede brutto inntekt til pr. 
Ar? 
Allsa al l  samlet Inntekt før 
skall og fradrag. 

Inntil kr. 60.000 ..•.•........•........  
Kr. 60.-1 00.000 ... . . . . . . . . . . . . . . . . .  . 

Kr. 1 00.-1 60.000 ........•..•....... .  

Kr. 1 60.-200.000 ...•..•............•  
Kr. 200.·300.000 . . • . . . . . . . . . . . . . . . . .  
Kr. 300.-400.000 .. . . . . . . . . . . . . . . . . .  . 

Kr. 400.·500.000 ...••.•........•. ...  

Kr. 500.000 e ller mer •.. .• •. . . . . . .  

I MERK AV FOR.... I 
Ville ikke svare . . . • . . . . . . . . • • . • . . • • . .  

lli:.11 
01 
02 

03 

04 
05 
06 

07 

08 

09 
Visste ikke ...••••••.••......•.••.•••••• 1 0  

E II SE SP0RREBOK SIDE 1 5  I 
Hva vII du ansla d i n  personlige 
brutto samlede Inntekt til pr. 
'r? 
Altd all samlet Inntekt før 
skall og fradrag. 

I nntil kr. 60.000 . . . . • . . • . . . . . . . . . . . . . .  

Kr. 60. · 1 00.000 .. . . . . . . . . . . . . . . . . . .  . 

Kr. 1 00.·1 60.000 . . . . . . . . . . . . . . . • . . . .  

Kr. 1 60.-200.000 . . . . . . . . . . . . . . . . . .. . 
Kr. 200.·300.000 . . . . . . . . . . . . . . . . . . .  . 
Kr. 300.-400.000 .... . . . . . . . . . . . . . . .  . 
Kr. 400.-500.000 . . . . . . . . . . . . . . . . . . .  . 
Kr. 500.000 el ler mer . . . . . .. .. . . .  . 

I MERK AV FOR.... I 

� 
01 
02 

03 

04 
05 
06 
07 
08 

Ville ikke svare . . . . . ................. 09 

Visste ikke . . • . . • . .. . . . . . . . . . . . . . . . . . . . .  10 

I 

21 
F Er d u  .-. I LES opp I 

ill 
Gift ..... . . . . .. . .................................  1 
Samboer .................................... 2 
UgifVAldri vært gift...... . ... . . ... . . . . . .  3 
Tid ligere gifVSeparerVFraskiL . 4 

Enke/Enkemann ........................ 5 

G Hvor mange personer bor det 
her i husstanden? 

ill 
En person .................................. 1 
To personer ............................... 2 

Tre personer .............................. 3 
Fire personer ............................. 4 
Fem personer . ........................... 5 
Seks personer ........................... 6 

Flere enn seks personer ... ........ 7 
H Hvor mange hj.mmaværend. 

bam ell.r ungdom .r d.t I 
husstanden? 

I NOTER ANTALL I U � 
I I hvllk. a ld.rsgruppar .r d l_? 

NOTER ANTALL. FOR HVER · 
ALDERSGRUPPE: · . •... .• . . .  

0- 2 år....................... U l5Q 
3- 4 år....................... U ID 
5- 7 år .. .... . .......... .. .. .. U m 
8-1 0  ar ...... ....... ......... U 163 

1 1 - 1 3  år ..................... U lM 
1 4-1 6 år .... . .. .............. U m 
1 7-1 9 år ........ .. .. ........ . U ill 
20 år + ....... . . .............. U ill 
J Har du selv betalt arbeid pi 

heltid el ler deltid? 

ill 
Ja. he�id .................................... 1 
Ja. de�id .. ....... ....... .................... 2 

Varierer. . .................................... 3 

Nei ............................ ................. 4 

K I SE SP0RREBOK SIDE 1 6  

Hvilken type stilling har du? 

Arbeider, ufaglært . ... ..... .. . .... .. 
Arbeider, faglært .. .. ..... .. . .. .. .. .. 
Funksjonær, ledende sti ll ing .. 
Funksjonær el lers . . . . . ... . . . .. . . .  .. 
Selvstendig ... .. .. ......... . ..... .. .. .. 
ElevlStudenVLærling .. ..... .. ... . 
For tiden arbeidsløs . .. . ... . . .. .. .  . 

5Z.Q:Z1 
01 
02 

03 
D4 
05 
06 

07 

Alderspensjonist .. .... ... .. ..... ....  08 
Trygde!...................................  09 

Gift uten eget beta� arbeid .. . .  1 0  

Annet .. ... .. . . . . . .. .. ... . ... .. . .. ... .. ....  1 1  
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�I SE. SPØRREBOK SIDE 17 I 
Innan hvilken bransje arbalder 
du? 

92A:2S. 
IndustriIHåndverk •...... ••••• •...... 01 

Varehand ellButikk . ... .• •..••......• 02 

SamferdselrrransporVPosV 
Tele •••••••••••••• .. •.•. . . . ... •••.•. ...•.• · ·  Ol 
JordbruklSkogbruk ..• .• ••••• .. .•••. D4 
HelsevesenlSosialomsorg .•••• DS 
UndervisninglForskning •. .• •. • .. 06 

BankIForsikringlFinans •••••••••. 07 
Forretningsmessig 
tjenesteyting ••.•.•..•. ••••••••.... .. ..• 08 

Offentlig administrasjon/ 
Forsvar/Pol�ilRensvesen •••..•. 09 
Annet yrke . ..••••.•......•• ••........•.  1 0  

Intet yrke •••••••••••.... •..•••.••••••.... 1 1  � Arbalder du I offentlig eller 
privat virksomh.t? 

112 
Offentlig .....•.•••.•.....•..... ..•......•.•.. , 
Privat ••••••••••••••••••••....•••••••••.••••• · ·• 2 

Andre svar ............... .. ................ 3 

.!!J I SE SPØRREBOK SIDE 1 8  I 
Egen almenutdannelse 

ill 
Folkeskol.nlvå _________ 1 

( Inntil 8 års skolegang) 
Ungdomsskoi.' 
R.alskolenlvA ___________ 2 

(9-1 0 års skolegang) 

Vld.regåend. akola! 
Gymnaanivå _____________ 3 

( 1 1 -1 3  års skolegang) 
UniveralletsnIvA __________ 4 

(Mer enn 1 2  års skolegang + 
stud ier) 
HVIS UNIVERSITETSNIVA: I � Du anga mer .nn 1 2  års 

skolegang + studl.r. 
Har du avsluttet unlversitets-
anar høyskoleeksaman mad 
akad.misk tittel? 

ill 
Ja . . . . . . . . . . . . . . . . . . . ...•..•.....•••.....•..•....  1 

Nei ............... ........•.....••.••...........  2 

Annet, notlir 3 

�
_
!�JBOIl9tyP. 

I REGISTRERES I 
ill 

Enebolig .. ... . . .. ... ........... .. . . . ... . . .. .. 1 
2-4-manns bolig .. .. . . . . . . . ... . . . . . . . . . .. 2 
Rekkehus .......... . . . . . . . . . . . . . . . . . .. . . . . . .  3 

BlokkIByg ård 0.1..  . . ............ . . . . . .. .. 4 

Hybel... . . . ... . . . ....................... . . . . . . .  5 
Annet . . ............ ..... . ............ . . . . . . .. . .  6 
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4. The 1 995 OPINION wage earners survey 
This survey was conducted as a part of a research project on state and local govern­
ment occupational pensions financed by trade unions in the public sector. See Fløt­
ten, Gautun and Hippe ( 1 996) for the final report from the project. The 1 995 sur­
vey was conducted in order to map attitudes to occupational pensions. One chapter 
in the project report, written by Hippe, offers a first analysis of this data set. Chap­
ter 1 0  in this work takes the analysis a step furrher as well as includes other data 
sources as well. 

The sample is a random sample from Telenors list of private phone subscribers. 
A total number 2 738 people was randomly chosen over the age of 1 8 .  Of these there 
were no answer in 503 cases. All numbers were called three times. In 237 cases the 
respondent refused to answer. In 793 cases the respondent where not a wage earners 
and where therefor left out. 

A 
B 

C 
D 

Gross sample 

Non response 

( 1 )  No answer 

(2) Refusa Is 

Non wage earners 

Net sample 

2 738 
740 
503 

237 

793 
1 205 

Response rate (A - B) 73% .The interviews were conducted by OPI N ION from June 8 to 1 5. 1 995.  

See next page for complete questionnaire 
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OPINION AS 

LANDSOMFATTENDE UNDERSØKELSE BLANT YRKESAKTIVE 

8. - 1 5 .  JUNI 1 995 

l .  Arbeider du i privat. fylkeskomrnunallkommunal eller 
statlig sektor, eventuelt er du lærer i grunnskole eller videregående skole? 

l :  Privat 
2:  Kommunal, fylkeskommunal 
3 :  Statlig 
4: Pedagogisk personale i grunnskole og videregående 

2. På mange arbeidsplasser er det som et tillegg til 
Folketrygden opprettet egen pensjonsordning 
for de ansatte. Vi tenker blant annet på Statens 
Pensjonskasse for statsansatte, KLP for kommuneansatte, 
og ulike bedriftspensjonsordninger i privat sektor. 
Slike pensjoner gir utbetalt pensjon i tillegg til folketrygden. 
Er du medlem i eller tilknyttet en slik pensjonsordning? 

l :  Ja 
2: Nei > GÅ TIL 

3 :  Ikke sikker ==> SPM05 

HVIS PRlVAT ANSATT: 

3 .  H ar  du inntrykk av at din �enestepensjonsordning er bedre 
eller dårligere enn de pensjonsordninger som gjelder for 
tilsvarende ansatte i stat og kommune? 

LES ALTERNATIVENE: 

l :  Mye bedre 
2: Noe bedre 
3 :  Omtrent det samme 
4:  Noe dårligere 
5 :  Mye dårligere 
6: Ikke sikker 
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HVIS OFFENTLIG ANSATT: 
4.  Har du inntrykk av at din tjenestepensjonsordning er  bedre 

eller dårligere enn de pensjonsordninger som gjelder for 
tilsvarende ansatte i privat næringsliv? 

LES AL TERNA TIVENE: 

l :  Mye bedre 
2: Noe bedre 
3 :  Omtrent det samme 
4: Noe dårligere 
5 :  Mye dårligere 
6: Ikke sikker 

HVIS OFFENTLIG ANSATT: 
5 .  Hvem er det som i praksis bestemmer om en tjenestepensjon skal 

innføres på en arbeidsplass, og som bestemmer kvaliteten på de 
ytelsene som skal innføres? LES ALTERNATIVENE 

l :  Stortinget 
2: Ansatte sammen med arbeidsgiver 
3 :  Fagorganisasjon. fagforening sammen med arbeidsgiver 
4: Arbeidsgiver alene 
5 : Andre 
6: Ikke sikker 

HVIS PRIVAT ANSATT: 
6.  Hvem er det som i praksis bestemmer om en tjenestepensjon skal 

innføres på en arbeidsplass, og som bestemmer kvaliteten på de 
ytelsene som skal innføres? LES ALTERNATIVENE 

l :  Ansatte sammen med arbeidsgiver 
2:  Fagorganisasjon. fagforening sammen med arbeidsgiver 
3 :  Arbeidsgiver alene 
4: Andre 
5 :  Ikke sikker 

7.  Hvem burde etter din mening bestemme i spørsmål knyttet 
til tjenestepensjoner? 
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l :  Stortinget 
2: Ansatte sammen med arbeidsgiver 
3 :  Fagorganisasjon, fagforening sammen med arbeidsgiver 
4: Arbeidsgiver alene 
5 :  Andre 
6: Ikke sikker 





• The provision of occupational welfare benefits is determined by factors internal 

to the firm, such as the organizations of labor relations, the system of wage 

bargaining and personnei policies. Employers tend to adjust their welfare 

strategies when unions enter the picture 

• The relationship between private and public welfare provision has been far 

from mechanical in the way that traditional theories of substitution could lead 

one to think. The substitution effect is to a large extent dependent on the 

nature of labor market institution 

This analysis of occupational welfare indicate a revised understanding of how the 

Norwegian welfare state came to be far from a heroic version of welfare state 

development as a result of a grand strategic plan in which a homogenous labor 

movement consolidates its political power and quite simply legislates the "new 

society". 
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