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REVIEWS 

John Turner and Noriyasu Watanabe. Private Pension Policies in Industrialized Countries: 
A Comparative Analvsis. Michigan: W.E. Upjohn Institute for Employment Res,earch, 1995. 
x, 171pp. ISBN 0-88099-149-6. 

This is a book for the practitioner and policy maker. It takes a business-like, rather than 
academic, approach to the subject, and does so through case studies of pension systems 
operating in selected countries. Unfortunately, these do not include New Zealand, albeit its 
practices rate mention in a few instances. 

However, the authors warn that cultural differences in attitud~es towards savings, work and 
retirement may cause pension systems to have different economic effects on th~e behaviour of 
workers and employers in different countries. So, not every aspect of foreign practice may 
be useful in analysing domestic policies here in New Zealand. 

The book contains nine chapters. The first presents an overview of the increasing 
privatisation of pension systems throughout industrialised countries. The final chapter ties the 
threads of the book together. 

The second chapter looks at the structuring of pension financing, in terms of its basic issues, 
and discusses a wide range of approach~es. Turner and Watanabe make the point that 
governments need to think carefully about the roles of social security and private pensions, 
particularly as to whether the latter should operate on a voluntary or mandatory basis. 

Chile has completely privatised its pension system (chapter 3). In so doing, it has 
revolutionised thinking about retirement incomes. Japan and the United Kingdom operate 
voluntary privatisation schemes. Those employers who provide a replacement private pension 
plan of sufficient generosity pay a reduced contribution to social security. 

The forn1ulation of government tax policies towards private pensions is also of crucial 
importance. This topic is the subject of chapter 4. Turner and Watanabe claim that the most 
common approach to taxing pensions is to allow a deduction for pension contributions, and 
allow tax free investment earnings. The downside for workers is that the government taxes 
their benefits on receipt. New Zealand is the most notable exception to this approach. The 
New Z~ealand government treats pension funds on the same basis as fully taxable saving 
accounts. 

Risk bearing is another fWtdamental dimension of pension systems, and one of its important 
aspects is the distinction between defined benefits and defined contribution plans. Chapter 
5 explains how these differe~t systems operate. 



• 

tts 

lnd 

of 

a" • 

I 

lnQ 
~ 

he 

es. 
hat 
ns. 

as 

ate 
n 

al 
Dst 

od 
es 
e 

nt 
er 

0 •• - " ' ,_ ·' ' • -
.. ' i' • • :. .. ' ~ of .. ' ' f' 1\ ' .. . " . 

of tho 
• -~,.~..- •• ,......, .. 

ODly appliea to a priWepd 

68 book faQDJ a 
- - lapJea. 

aad 1h.e failure to make jndlJstriaJ 

serve a useful purpose for 
policies in the 1111\ior 

aad way. 

of 



98 Reviews 

Barbara Townley. Re(raminr Human Resource Manarement: Power, Ethics and the 
Subject of Work. London: Sage, 1994. 199pp. ISBN: 0-8039-8496-0. 

Barbara Townley's acknowledgements provide insight into the genesis of this book. She cites 
her years of teaching experience with students at Warwick, Lancaster and Alberta, and 
students' scepticism about the textbook presentation of personnel management. She also 
refers to the "not quite respectable" status of the area, which she believes has resulted in the 
transfortnation to HRM, and credibility by association with the strategy literature. In this 
transition, the "how to" of personnel has been lost, as has any sense of internal disciplinary 
structure. 

This text consciously uses the terms personnel and HRM interchangeably and proceeds to 
deconstruct the field using a contemporary Foucauldian analysis. The text is divided into six 
sections: A Foucauldian Analysis of Human Resource Management; Dividing Practices; 
Control of Activity; The Individual as Object; The Individual as Subject; and Towards an 
Ethical Subject. The book is organised to proceed from knowledge of the "body of labour" 
or workforce, through knowledge of the task to be undertaken and then toward knowledge of 
the individual worker. The majority of the text introduces Foucauldian analytical thought, and 
then applies its central concepts - taxinomia, mathesis, examination and confession - to 
personnel practices. In doing so, the author asserts that HRM comprises a technology of 
power which exists to render employee behaviour predictable, calculable and controllable. 

The two best chapters - on the Individual as Object and Subject - moves beyond issues of 
identification and control to examine the HRM mechanisms that " . . . gain access to the 
bodies of individuals, to their acts, attitudes and modes of everyday behaviour". Using 
selection and testing as HRM examples of the F oucauldian concept of examination, the author 
sketches the development of means for employee selection and the documentation of work 
life. Moving toward the confessional concept, the author investigates attitude surveys, 
selection interviews, self-assessment and employee development. The development of the 
"productive subject" includes welfare and employee assistance programmes, quality circles and 
profit-sharing. This line of thought includes an analysis of the transition from Taylorist to 
Human Relations traditions and challenges the notion of a paradigmatic shift. These two 
chapters, coupled with the previous three that introduce Foucault to the reader, produce a 
well-referenced deconstruction of HRM in terttls of power dynamics. The promise of major 
insights into HRM, ethics and the subject of work are not as well served. 

The nature of work itself is not questioned and, aside from a quote from Mant about the 
nature of management, there is little examination of the construction of the concept of work 
which surely underpins the notion of personnel management, and could potentially illuminate 
both the deconstruction of individual workers and the workforce. The broader issue of ethics 
is subsumed into the last chapter, which is a pre-emptive merger of politics and ethics and 
rejection of the technology of power which the previous chapters have articulated. The ethical 
discussion relies upon "panopticism" and the rejection of technocracy, the value of experience 
and the integrity of the individual. It is just as well that this (and several other subsections) 
are titled "Towards ... ", for while they are thought-provoking, they seldom arrive at any 
resolution of the often thorny issues they highlight. 
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The text is proposed as "essential reading for students and professionals in b 
and personnel management, industrial relations, organisational behaviour, aa.d the 
and sociology of organisations". I would characterise it ll)ore as an iotrigtHDS for 
thoughtful practitioners and advanced students and academics iJl HRM (and IR, 
and particularly organisational sociology. The book offers a wedge of analysis that is 
uncommon and provocative, but occasionally hard to access. 

Marie Wilson 
Depart•11ent of Management and Employment Relations 
The University of Auckland 
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Richard Curtain, Corrine Boyles and Hisakazu Matsushige. Skill Formation in Japan: An 
Overview and Enterprise Case Studies. Melbourne: Monash University, Monograph No.4, 
1995, 94pp. ISBN 0646 209701. 

Much has been written about the factors contributing to the Japanese economic success story, 
with the proliferation of literature recently focusing on the role of the enterprise in the 
modernisation and growth of the "bubble" economy. This monograph details one aspect of 
the Japanese enterprise: its approach to skill fortnation and in particular its emphasis on 
continuous learning. 

As suggested by the title, the material is presented in two main parts: an overview of skill 
fomtation in Japan (chapter 1), and a number of enterprise case studies (chapters 2-12). 

Although the overview of skill forntation arrangements in Japan draws heavily on Curtain's 
previous work, it also introduces data from surveys commissioned over a number of years by 
the Ministry of Labour and Nikkeiren, a major national employer association, on the training 
activities of private sector firms. The reader is inforrr1ed that most of these survey results are 
presented for the ftrst time in English. 

The overview explains the role of each of the major participants in the skill forrrtation process 
in Japan, namely: the enterprise, government, private training providers, unions, and 
individuals, and fmds a number of changes to enterprise skill for1nation emerging. In 
particular, there are signs that the traditional reliance on on-the-job training is giving way to 
a greater emphasis on for1nal, more theoretically-based training. 

Chapter one concludes that skill fortnation in Japan is strongly dependent on the enterprise, 
but, nevertheless, there is evidence that enterprise-focused skill formation arrangements in 
Japan are not regarded as sufficient in themselves. There is increasing reliance on external 
points of reference through, for example, the national skills tests. The authors suggest that 
there is merit in developing a framework, as Australia is doing, for setting competency 
standards on an industry or occupation basis. 

The case studies presented are based on interviews with senior personnel management in ten 
major private sector enterprises and one public sector corporation. The case studies are drawn 
from a number of manufacturing industries: aviation systems, electrical and electronic 
production equipment, automobiles, steel, gas appliances, baking, brewing, car components, 
electrical transformers, industrial ceramics and the railways. The industries were selected on 
the basis of their similarity to the range of industries covered in a series of Australian case 
studies of workplace reform and enterprise training arrangements. 

The main evidence of the case studies is that the Japanese approach to enterprise skill 
for·mation is strongly supported by five key policies: lifetime or secure employment, an 
age/skill-based payment system, enterprise unions, joint consultation and problem solving 
mechanisms, and extensive training on-the-job with job rotation. 
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D,e,ise M. Rousseau. Psvchologica/ Contracts in Organizations: Understanding Written and 
Uttwritten Ag,-,eements. Thousand Oaks, CA: Sage Publishing, 1995. 242pp. ISBN 0-8039-
7105-2 

Denise Rousseau has set herself the large task of presenting a comprehensive behavioural 
theory of orgat1isational contracts. According to Rousseau, most managers in organisations 
conceptualise contracts in strictly bargaining ter1ns with the emphasis on the mon~etary value 
of the contract. This largely economic viewpoint is mirrored in the social sciences, and 
professional management training thus overemphasises bargaining and competition 
understating or ignoring the importance of "information sharing, r~ealistic expectations, and 
good faith dealing" (p.4). To counteract this, Rousseau ofEers a perception of contracts as not 
just a calculus of losses and gains but an interpretation and reconstruction of commitments 
from a behavioural perspective. 

The book's structure and the usually stimulating illustrations and varied examples (including 
the ~Queen's use of ~contract remediation with her servants) n1ake the book a good companion 
to legal contracting texts for students of both industrial relations and hwnan resources. The 
book works equally well as a brief, if not concise, summary of the current literature on 
psychological contracts. The later chapters on changing contracts, the linking of contracts to 
business and human resource strategies, and future forms of employment contracts become 
n1ore prescriptive and are more likely to engage human resource professionals. 

Using a variety of examples and the results of several previous studies, Rousseau demonstrates 
that contract making is a cognitive, inforn1ation seeking and processing activity of the 
principals and their agents. This "mental model, of contracts brings together literature from 
social information processing and exchange theories that have been used previously to explain 
the process of psychological contracting. She further emphasises the subjective, interpretative 
nature of contracts by expanding the meaning to include all promises and commitments 
subject to chang~e. This attempt to move n1ost organisational transactions and relations into 
the contractual arena is both illuminating and innovative. 

This broader perspective forces a re-exan1ination of some of our closely held beliefs about 
organisational behaviour. For example, Rousseau analyses responses to contract violation 
using current typologies of response to job dissatisfaction (exit, voice, loyalty, neglect). Are 
we better off examining subjective interpretations of commitments between the employer and 
employee rather than trying to measure levels of job satisfaction in order to predict 
behavioural outcomes? At least from a managerial standpoint, understanding the 
psychological contract and atten1pting to decrease the likelihood of violation seems to be a 
more productive enterprise than usually futile atten1pts to "n1ake the employees happy." 

In addition to enlarging the concept of contracts, Rousseau admirably attempts to extend the 
n1odel of contract developn1ent to include multiple levels of contracts. Besides the individual 
processes of psychological contracting, she identifies "normative" and "implied" contracts as 
the basis for the development of a multi-level fran1ework for understanding contracting in 
organisations. Normative contracts develop fron1 shared expectations of groups of \¥Orkers 
with a shared identity., and itnplied contracts provide third party approval. In the Ne'"' Zealand 
context of the Employment ~Contracts Act of 1991, individual agreements n1ay be negotiated, 
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Ann M. Brewer. The Responsive Emplovee: tlte road toward organisational citizenship in 
the workplace. St Leonards: Allen and Unwin, 1994. xv, 150pp. ISBN 1 86373 647 6. 

Ann Brewer has written an interesting and potentially useful book. Given the increasing 
interest in 21st century organisational form and management, it is timely. 

Mor~e and more organisations are becon1ing known as organic structures and the key 
importance of people recognised. The role of employees in responding quickly to a changing 
environment is becoming crucial. That ability to respond depends on the quality of working 
relationships within an organisation. The way of working together is one aspect of what Ann 
calls "organisational citizenship" - a tem1 that may gain wide curr~ency. 

The book begins with an introduction that defines organisational citizenship as "re-affirming 
the significance and value of employees to organisations". She then distinguishes 
organisational citizenship from a unity - or indeed unitary perspective - claiming it is a 
collective consciousness but not unity. It is rather "where diverse aspects are acknowledged 
but drawn togeth.er and integrated". 

As a learning aid, the book is well structured. It introduces the area and discusses its 
importance and then has a foundation chapter drawing on an interesting selection of writing 
to lay the groundwork. Next is a series of chapters exploring some factors that could enhance 
the develop1nent of organisational citizenship: 

i) The employn1ent relationship 
ii) Managerial practice 
iii) Working together 
iv) Organisational culture 
v) Und·erstanding collaboration 

These titles are far less traditional than they seem. Through them, Ann has woven a 
persuasive case for her '"organisational citizenship". Each chapter begins with a case rel~evant 
to the argutn·ent and useful for discussion. 

The whole text is rounded out vvith a chapter of Lessons Learned. 

While not a main stream student text, it is an interesting and \\'ell written text - well suited 
to the educated practitioner or enquiring student of Organisational Behaviour. 

Graham Elkin 
Department of Management, University of Otago 
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Paul Edwards (editor). Industrial Relations: Theory and Practice In Britain. Oxford: 
Blackwell, 1995. xxi + 628 pp. ISBN 0-631-19166-6. 

Industrial relations scholars often bemoan the lack of theory, or theorising, in their discipline. 
Research in industrial relations has traditionally been descriptive; and to the extent that 
theories have been 'used' they have been borrowed from other disciplines. Industrial relations 
scholars have lacked the facility or imagination to develop and test theories of their own. 
Their 'intellectual' lives seem to have been devoted to providing support and/or genuflecting 
before ideas developed by great minds in other disciplines. 

The publication of Paul Edwards' edited volume Industrial Relations: Theory and Practice 
in Britain provides a means to assess the extent to which industrial relations has progressed 
theoretically. The volume brings together many of Britain's leading scholars who have 
examined various developments following the election of the Thatcher government in 1979. 
In the preface Edwards refers to 'the analytical depth of many of the contributions' (p.xvii). 
In a chapter on the employment relationship, Edwards says: 

'The traditional method [used in texts] was to concentrate on the main institutions and trends, 
with any explanation being inductive. More recent books pursue theoretical debates on 
management strategy and labour process with rather little empirical infonnation being 
provided. This book tries to steer a course bet\veen these extremes. It ain1s to describe the 
key trends in British industrial relations. But it is also analytical: each chapter provides a 
strong argument, and issues such as the coherence of strategy and the balance between 
extemalization and internalization run through the book as a whole.' (p.22) . 

• 

l'he volume comprises 20 chapters. Three introductory chapters are apparently designed to 
provide a context for the subsequent 'substantive' chapters. The chapter on the employment 
relationship has an old feel to it, hovering between an attempted overview of the discipline 
and outlining the organisation and rationale of the book. This is followed by an examination 
of the historical evolution of British industrial relations and a poorly structured chapter on 
changes in the economy and labour market. Seven chapters are provided on various 
developments associated with the parties/actors - two each on management (not employers' 
associations) and unions, and three on the state (incomes policies, legislation and the public 
sector). The next nine chapters exan1ine various issues and processes which have attracted 
the interests of scholars - management style and pay systems, work practices, productivity, 
strikes and conflict, equal opportunities privatisation and marketisation, training, the low-paid 
and unorganised, and small firms. The major omission is consideration of issu,es associated 
with occupational health and safety. The final chapter essentially acts as a sun1mary of the 
various chapters. 

Notwithstanding the inclusion of the word 'theory' in its title, it is difficult to discern what 
contribution, if any, this volume makes to theory. With the exception of the first two, and 
last all of the chapters provide surveys of developments which have occurred in recent years. 
The respective authors provide summaries or accounts of various secondary sources in the 
maru1er of promising graduate students. Despite Edwards' claims concerning linking theory 
and practice (see above), with the exception of reproducing statistical data/tables, virtually all 
of the chapters eschew the use of primary sources. This seems to be symptomatic of a current 
'fad' amongst industrial relations scholars to not feel encumbered by the need to source 
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The respective chapters provide more or less useful surveys of various recent developments 
in British industrial relations. The volume is, in fact, mistitled. It should have been called 
Surveys of Recent Developments in British Industrial Relations. Readers will probably find 
those areas they know least about of use , and the bibliogtaphies provided an aid to further 
reading. On the other hand, readers will find those chapters which examine areas in which 
they already have knowledge anti-climatic. This is the logical consequence of a publishing 
strategy which was based on surveying secondary sources. 

Finally, the most disturbing aspect of this volume is that if it provides an example of the 
theoretical ability of Britain's leading scholars, it is somewhat frightening to contemplate the 
nature of the work being produced by 'lesser lights'. 

Braham Dabscheck 
School of Industrial Relations, University of New South Wales 
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Alternatives to Lean Production: Work Organization in the 
Swedish Auto Industry 

by Christian Berggren 
ILR Press. pp286. 

Workplace Industrial Relations and the Global Challenge 
edited by Jacques Belanger, P K Edwards and Larry Haiven 
ILR Press. pp325. 

Flexible Working Time: Collective Bargaining and Government 
Intervention 

by Organisation for Economic Co-operation & Development 
OECD Publications. pp212. 

First Things First in Child Labour: Eliminating Work Detrimental 
to Children 

by A Bequele and WE Myers 
ILO Press. pp 163. 

Labour Relations in 18 Countries 
by Christian Bratt 
Swedish Employ,ers' Confederation. pp 159. 
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