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Questions Used in Interviews

Flexible Working Practices Study

This interview is to explore the managerial changes in labour management for
enlarging labour flexibility of ex-public corporations, before and after the
implementation of privatisation, as well as to examine their effects on industrial
relations at workplace and corporation level.

Some of the questions in this interview are about your opinions or judgements toward
the Flexible working practices and would be easy for you to answer. While, some of
the questions about the past activities may be hard to answer for their retrospective
character. In this case, you might need to refer to previous documents before helping
us to answer a question. However, if you feel uneasy about answering a question, you
need not answer it, and we well go on to the next question. Besides, any printed or
written material to facilitate us to understand the whole picture of the managerial
changes in labour management for enlarging labour flexibility would be appreciated.

| nterviewee' s Record
A. Background of the interviewee:
Al. Position: 7 Management; /7 Trade unions.
A2. Seniority (including the years before and after privatisation):
Years.
A3. Jobs or activities major located or associated with:
[7 North West Water; /7 Norweb Distribution; /7 Vertex; /7 Unions.

B. Time and place of the interview:
B1. Date: July 2000. B2. Time: From to
B3. Place

(describe):

C. For further contact, in case if necessary:
C1. Name:

C2. Phone: X
Fax:

[ The interviewer] :

Mei-Ling Yuan ( Mobile: 07990-921347)
Department of Human Resource Management and Industrial Relations
Keele University, Saffordshire ST5 5BG
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Part 1. Flexible working practices
1. First, I'd like to get a general idea about the flexible working practices adopted by

the management in the Corporation (before and after its privatisation). Please think
back over the past years and tell me your answer by utilizing the following list of
the types of flexible working practices.

Note: 1) Show the interviewee Table 1.

2) This question includes two parts, before and after privatisation.

3) Please circle 'Y’ (yes) or ‘N’ (no) to indicate whether the practice has
been adopted or not.

4) Leave Table 1. for the interviewee's reference to answer the next
guestion.

Table 1.

Before After
Privatisation Flexible Working Practices Privatisation
Circlethe answer Numerical Flexibility Circle the

Y/N (1) Increase part-timer answer
Y/N (2) Increase temporary employees Y/N
Y/N (3) Contracting-out (subcontracting) Y/N
Y/N (4) Utilize agency employees Y/N
Y/N (5) Teleworking Y/N
Y/N (6) Other 1 ( ) Y/N
Y/N (7) Other 2 ( ) Y/N
Y/N
Circlethe answer Working-time Flexibility Circle the
Y/N (8) Increase the utilization of overtime answer
Y/N (9) Utilize weekend working Y/N
Y/N (10) Annualization of working time Y/N
Y/N (11) Innovationsin daily and weekly hours Y/N
Y/N (12) New methods of compensating Y/N
Y/N overtime Y/N
Y/N (13) Other 1 ( ) Y/N
(14) Other 2 ( ) Y/N
Circlethe answer Functional Flexibility Circle the
Y/N (15) Skill enhancement answer
Y/N (16) Teamwork Y/N
Y/N (17) Other 1 ( ) Y/N
Y/N (18) Other 2 ( ) Y/N
Y/N
Circlethe answer Wage Flexibility Circle the
Y/N (19) Decentralization of or withdrawn from |answer
the wage bargaining Y/N
Y/N (20) Linking pay to performance
Y/N (21) Attenuating or breaking the link Y/N
between Y/N
Y/N wages and prices
Y/N (22) Other 1 ( ) Y/N
(23) Other 2 ( ) Y/N
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2. Now, please look over the Table 1. and think back as you can. Please tell me,
according to your understandings, under what circumstances and for what reasons
that made the management initiate and adopt such Flexible working practices.
Please give me TWO examples from the circled practicesin Table 1.

Note: 1) Help the interviewee to choose two practices in order to avoid
unnecessary
reiteration with previous interviews.
2) Only brief answers are need. Do not use too much time here. There are

SiX

more guestions to be answered.

Table 2.

Under what circumstances For what reasons
(or/and purpose) (or/and expectations)

Flexible
working
practice
ONE:

Flexible
working
practice
TWO:

3. Pleaselook over preceding answer and think back as you can. What are

interactions between the two parties towards the TWO Flexible working practices,
which you mentioned in Table 2? Here, | am interested in the details, such as: (1)

How the individual employees (IE) and/or trade unions (TU) reacted and (2)
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why they reacted that ways? (3) How did the management deal with the worker’s
side reactions? And, (4) why individual employees and/or the trade unions
finally agreed on the initiation made by the management?

Note: Flexibility is usually introduced through (a) unilateral employer actions,
(b) individual contracts of employment or (c) collective agreements.

Table 3.
Flexible working practice ONE.:

(DIE's and/or TU’ s reactions (how):

(2)IE’s and/or TU'’ s reactions (why):

(3) How the management dealt with it:

(4) Why IE and/or TU finally agreed:

Flexible working practice TWO:

(DIE'sand/or TU’ s reactions (how):

(2)IE’s and/or TU'’ s reactions (why):

(3) How the management dealt with it:

(4) Why |E and/or TU finally agreed:
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4. Please |look over the preceding questions. What are the effects or results on the
labour or the employer side, which caused by the TWO Flexible working practices?
Please answer this question by your understandings and judgments from your
POSITION (e.g. individual employees, trade unions, or management).

Note: The interviewee need NOT to express his’her under standings about the

effects

or results of the opposite side.

Table 4.
Effects or results Effects or results
on the labour side on the employer side
Advantage: Advantage:
Flexible
working
practice
ONE:
Disadvantage:
Disadvantage:
Advantage: Advantage:
Flexible
working
practice
TWO:
Disadvantage:
Disadvantage:
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Part 2: The Effects of Flexible working practices on Industrial Relations

5. One common feature to the privatisation of public corporationsis areduction in
employment levels, which caused by three major managerial policies as follows.
Please think back as you can. Did these also have happened to the Corporation
before or after its privatisation? Please note that we, here, emphasis on the
reduction in employment levels.

O A. Reforms of working practices to increase labour productivity were introduced,
such as:
0O 1) Removal of the unnecessary employees and tightening the manpower

deployment. Description:

0O 2) Enlargement of craft flexibility and reductions in staff-technical-manual
demarcation lines. Description:

O 3) Restructures of craftwork into fewer specialists and introduction a degree
of task flexibility. Description:

O 4) Introduction of multi-skilled craft workers to increase functional flexibility.
Description:

00 5) Employment of subcontractors and through casualization. Description:

O B. Terminated uneconomic activities. Description:

0O C. Carrying out redundancy programme.
O 1) Compulsory redundancy programme. Description:

O 2) Voluntary redundancy programme. Description:
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6. A common phenomenon in the public sector since the Thatcher governments was
organisational changes, which was a result from the emphasis on commericalismin
government policy. Thus, I'd like to know the following two questions.

A. What organisational restructurings of the Corporation have been made during
the preparation for privatisation?

O 1) Horizontal segmentation of organisations, for example:

0O 2) Decentralisation of management decision-making within hierarchies, for
example:

B. What effects on the industrial relations have been emerged, which caused by
the organisational restructurings?

0O 1) The workforce was largely reduced, for example:

0O 2) A weakening of the hold of corporate personnel departments on line and
business managers, for example:

O 3) A tendency for line managers to define their own industrial relations agendas
in relation to the particular needs of their own areas or functions, for example:

0O 4) A separation of traditional power brokers within trade unions from the key
management decision-makers, for example:

0O 5) Changes in the institutions and structures of collective bargaining, for
example:
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. The management strategies in preparing privatisation are usually including: to
introduce performance-related pay, to improve communications with employee, to
increase employee involvement, to enhance employee’s motivation and
commitment. The public corporations in privatisation may be largely exposed to an
increase in pressure for flexibility from all the three sources: customers,
competitors, and dominant stakeholders (private shareholders or government
agencies). Now, I'd like to know:

(1) Had these management strategies been adopted in the privatisation process of
the Corporation? What were they?

Note: Remind the interviewee that he/she need not to repeat the answers
about

Flexibility, which was already, answered in question 1.

Answer:

(2) Did these strategies weaken trade unionism?

Note  Encourage the interviewee to talk about the effects of flexible work
Practices on trade unionism.

Ans:wer
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8. One of the main features of the Thatcher years was the willingness of management
to force through change in the face of union and workforce opposition.

Consequently, labour disputes happened in the privatisation of ailmost all the
industries in public sector. How about this Corporation?

(1) Had any major confrontations happened in the Corporation during its privatisation?
Answer:

If any, (2)what were they and how were these solved?
Answer:

(3) If it were largely free of overt conflict, why?
Answer:

9. Concerning the issues of the Flexible working practices and privatisation, is there
any other opinions or comments that you want to talk to me?

Answer:

© These are all the questions | have.©
Thank you very much for your time and cooperation.



00 o0 Warrington Bank Quay

. John Jones, Branch Secretary, the United Utilities Branch, UNISON
The United Utilities Branch Office, UNISON [North West Water]
Suite 6, St. James Court, Wilderspool Causeway, Warrington, WA4 6PS
. Les Page, National Executive Council Member, UNISON

The United Utilities Branch Office, UNISON [Bechtel Engineering]

. Dennis Alderson, Treasury, the United Utilities Branch, UNISON

The United Utilities Branch Office, UNISON [Norweb Distribution]

. David Faulkner, Shop Steward in Vertex, UNISON

The United Utilities Branch Office, UNISON [Vertex]

00 o0 Warrington Bank Quay

. Tony Goulbourne, Branch International Relations Officer, UNISON [NWW]
United Utilities PLC, Lingley Green Avenue, Great Sankey, Warrington WAS5 3LP
. John Palmer, Shop Steward in North West Water, UNISON

The United Utilities Branch Office, UNISON [North West Water]

00 o0 Manchester

. Peter Winterbottom, Personnel Services Manager, Norweb Distribution
. Mike Wood, Personnel Manager, Norweb Distribution
Norweb, Hathersage Road, L ongsight, Chorlton on Medlock, Manchester MI3 OEH
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00 o0 Warrington Bank Quay

9. Peter Dobson, Human Resource Director, North West Water

North West Water, Dawson Hourse, Great Sankey, Warrington WA5 3LW

00 o0 Manchester

10. Peter Womer sley, Human Resources Manager, Vertex

Vertex House, Greencourts Business Park, 333 Styal Road, Manchester M22 5TX

00 o0 10 London
11. Sol M ead, Senior National Officer , UNISON
12. Seve Bloomfield, Senior National Officer , UNISON

1 Mabledon Place, London, WC1H 9AJ Tel:020 7388 2366

0o0o0 11 London

13. Julie Hallam, National Officer, Bargaining Support, UNISON
1 Mabledon Place, London, WC1H 9AJ Tel:020 7551 1743

00 o0 12 London

14. Bandula Kathalawaza, International Affair Officer, Trades Union Congress

Congress House, Great Russell Street, London, WC 1B 3LS Tel: 020 7467 1257

0o0o0 13 London

15. Jackie M organ, Personnel Manager, Connect

30 St. George's Road, Wimbledon, London, SW19 4BD Tel: 020 8971 6000

00 o0 14 London

16. Derk Bourn, Deputy General Secretary(E), Communication Workers Union
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17. Brian John Healy, Assistant Secretary, Communication Workers Union

150 The Broadway, Wimbledon, London SWI9 IRX Tel: 018 1971 7355

00 o0 17 London

18. John Morgan, International Project Development Manager, Adam Smith Institute

3 Albert Embankment, London, SE1 7SP, UK  Tel:+44 20 7793 0090

00 o0 18 London

19. Dominic Johnson, Head of Employee Relations Group, Confederation of British
Industry CBI
Centre Point, 103 New Oxford Street, London WC1A 1DU Tel: 020 7395 8152

0o0o0 19 London
20. Robin Morgan, Treasury Taskforce, Private Finance Policy Team, Office of
Government Commerce
Office of Government Commerce, 2-6 Salisbury Square, London EC4Y 8AE
Tel: 020 7211 1339

00 o0 20 London

21. David Griffin, Political Officer, National Union of Rail, Maritime & Transport
Workers RMT
Unity House, Euston Road, London NW1 2BL Tel: 017 1387 4771

00 0 21 Oxfordshire

22. Hester Hand, Human Resources Manager, AEA Technology Environment

Culham, Abingdon, Oxfordshire, OX14 3DB Tel: 01235 464142

00 o0 24-28 Manchester
23. Colin Kirkpatrick, Professor of Development Economics and Director of

Institute for Development Policy and Management, University of Manchester
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Crawford House, Precinct Centre, Oxford Road, Manchester, M13 9GH
Tel: 016 1275 2807
24. Willy McCOURT, Lecturer in Human Resource Management, Institute for
Development Policy and Management, University of Manchester
Crawford House, Precinct Centre, Oxford Road, Manchester, M13 9GH
Tel: 0161 275 2813

00 o0 31 Edinburgh

24. Brian Shaw, Personnel Director, First Engineering, Waverley Station, Edinburgh
Tel: 013 13353560 Meeting at Borthwick Hotel

00O 1 London

25. Peter Strickland, BT Regulatory Affairs, British Telecom Plc
5" Floor, Dowgate Hill House, Dowgate Hill, London EC4 Tel: 020 7728 4003
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