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Introduction 
 

WORK-IN-NET is a four year (2004-2008) ERA-NET project financed by the European 

Commission. ERA-NET (European Research Area Network) projects are about cooperation 

and coordination among European research funding agencies with a purpose to counter the 

fragmentation of research and to promote research quality. 

 

The aim of WORK-IN-NET is to set up sustainable communication and cooperation channels 

in Europe between the still fragmented national and regional research activities in the area of 

work-related innovation issues.  

 

During the fourth year of WORK-IN-NET, the Swedish Council for Working Life and Social 

Research (FAS) organized a seminar about future workplaces. This report is the result of the 

foresight seminar held on 4-5 September 2008 at FAS in Stockholm. 

 

The WORK-IN-NET work-plan stipulates that: “A joint foresight study is made in the latter 

part of the WORK-IN-NET project. In this study participating countries evaluate the future 

challenges of work life development and work-oriented innovation activities in Europe”.  

 

FAS initiated the process by inviting all WORK-IN-NET partner organisations to participate 

in the workshop. They were encouraged to contribute with short foresight reports, preferably 

written by a national expert. The national reports should discuss the future challenges of work 

life development and work-oriented innovation activities, for example around the following 

themes: 

 Who will instigate and carry out work-oriented innovation activities in your country 

2020? How will new technology affect the division of labour in the future? 

 How will globalisation and the integrating European labour market affect working 

conditions and health promotion at work in 2020? 

 What has happened to corporate social responsibility in 2020? 

 Describe industrial relations, job security and employment contracts in your country in 

2020. 

 Elaborate on equity, gender, ethnic inclusion & diversity as well as generation gaps at 

work in 2020. 
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In addition to the country specific reports, FAS invited a number of experts to contribute with 

presentations and background papers around specific themes (all participants and invited 

speakers can be found in Appendix 2). 

 

Although FAS received fewer national contributions than expected, the two days contained a 

broad range of thought provoking presentations and lively discussions among the 25 

participants. This report is divided into two parts. The first part is an attempt to capture the 

essence of those presentations and discussions, as well as some concluding remarks on the 

future workplace in Sweden and in Europe. The second part contains the submitted 

background papers. 

 

We hope that this documentation will reflect background material, the workshop discussion as 

well as some thoughts of the future developments. 

 

 

 

Stockholm, December 2008 

 

 

Kenneth Abrahamsson   Carin Håkansta 

Programme Director, FAS   Project Coordinator, FAS 
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1. The workshop presentations – short summaries 
 

1.1 What is a Foresight? 
 
According to the Institute for Prospective Technological Studies, Joint Research Centre 

(European Commission), Foresight is neither prophecy nor prediction. According to the same 

definition, a foresight helps us build the future, not predict the future. There are, according to 

JRC-IPTS, four characteristics that distinguish Foresight from other kinds of future studies: 

Foresight is action-oriented, open to alternative futures, participatory and multidisciplinary; it 

can be envisaged as a triangle combining “Thinking the Future”, “Debating the Future” and 

“Shaping the Future”.  

 
 

One question kept reappearing throughout the seminar: Do we make foresights in order to 

find out about the future or because of the exercise? Should we focus on the product or the 

process? The seminar participants did not reach a conclusive answer, but several were of the 

opinion that the process should be taken more seriously than the results. 

  

1.2 European Perspectives 
 

In order to bring a European level to the discussions, two speakers with rich but different 

background of research in working life issues at the European level had been invited. Dr. 
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Werner Wobbe from the Directorate General for Research, European Commission, Brussels, 

with more than 25 years of experience in working life forecasting, contributed with an 

overview of global socio-economic trends and their impact on jobs in Europe. He also 

delivered comments to the discussions on behalf of the EC and two concrete suggestions for 

WIN to make a difference.  

 

Ms. Elisabeth Lagerlöf, recently retired as Head of Communication and Information of the 

European Foundation for the Improvement of Living and Working Conditions in Dublin 

presented a number of different foresight projects that have been carried out in the past and at 

present. 

 

Dr. Wobbe had drawn inspiration from various sources, including foresights made for the 

European Commission, think tanks and demands from ETUC and ILO for “Decent Work” 

and a “Social Dimension of Globalisation”. Two underlying questions presented by Wobbe 

were: 

3

Basic Issues as seen from Europe

Can every European region reach the 3% Lisbon target 
on research?
Can every region provide the same quality of jobs?

Both policy questions may consider economic 
structures as well as socio-economic trends

 
Wobbe presented what he called “bulldozer trends” that will impact work. The first trend was 

Ageing of society and the crack of demography, which will lead to a larger share of the 

retired population, growth of age specific markets and, perhaps, to a collapse of public health 

care. The second trend was Ecology and resources, implying changes related to resource 

consumption, food production and in the fight against environmental problems. The third 
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bulldozer trend presented by Wobbe was Global economic growth and unequal distri-

bution, leading to problems related to growth and political domination, distribution and 

cultural conflicts, as well as globalisation and marginalisation.  

 

Wobbe continued by presenting some prospects of the European economy, in which he 

predicted that agricultural activities would experience a recovery, that the manufacturing 

sector would continue to decrease, and that the services sector would continue to dominate the 

European economy. 

 

In the last part of his presentation, Wobbe presented trends and developments related to work 

and jobs towards 2030. The first trend was Ageing and the defence of privileges, in which 

he predicted increases in health expenditures, including research, technology and public 

health provision, as well as increased security expenditures in the public as well as the private 

spheres. The second trend was Ecology and its impact, with the impact of energy, 

environment and transport on manufacturing and new services, as well as food and water, 

causing a revival and transformation of traditional jobs. The third trend was The creative 

class and its “industries”, with an increase in Knowledge Creation and Transfer (education, 

research, knowledge intensive services) and Entertainment and leisure (media, culture, and 

tourism). 

 

Wobbe concluded with a reflection on the competition of regions. He argued that there are big 

differences between different geographical regions and sectors, and that knowledge is needed 

to see what the feasibilities are for each region. To illustrate his point he quoted as follows: 

 

“Workplaces are bound to their regional environment and the specialisation of 

economic activities (a high tech/high income/good working conditions workplace) and 

are likely to be in the centre of economic activities – in a city and not at the countryside 

or in a New Member State.” 

 

During the final comments, Werner Wobbe gave WORK IN NET three recommendations: 

1. To lobby for a workshop under the Swedish EU Presidency in 2009 on good practices 

in current work organisation. This could bring research about working conditions and 

extended social dialogue higher on the Swedish as well as on the European agenda. 
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2. To remember that the purpose of the ERA-NET is to create a European Research 

Area, which means that European member states need to open up funding to other 

countries. By giving evidence that modern work organisation has benefits to citizens 

and companies, more importance will be brought to the issues in countries where they 

are not considered important.  

3. To be more active in the Lisbon process. Researchers should contribute data and 

progress indicators to the EU administration for this purpose. 

 

The second “European” speaker, Elisabeth Lagerlöf, made a comprehensive presentation 

about foresights in the past, presence and future. While early foresights had a technological 

focus, other future studies came under a different name. The following “trends in the new 

working life 2001”, based on the European Working Conditions Survey 2000 and data from 

four Nordic Working Life Institutes, illustrate that no large differences have occurred in 

foresight thinking during the past ten years: 

 Flexibility 

 Outsourcing 

 Market-oriented organisations 

 Intensification of work speed 

 Intensified knowledge development 

 From group to individual 

 Increased self-pressure  

 Lack of cooperation and support 

 Increased anxiety and insecurity 

 

Lagerlöf continued by presenting a EU funded project named Euphoria (2002-2004), which 

focused on the emerging “knowledge society”. Euphoria outputs include: 

1. Handbook of Knowledge Society (KS) foresights 

2. Comparative statistical analysis on the development of a Knowledge Society 

3. Delphi study apprising KS potentials for the EU and its Member States 

4. Analysis in three countries of the KS evolution by examining ¨drivers¨ of the 

Knowledge Society. 
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The Euphoria project resulted in the following forecasts: 

 

23/09/2008 10

Forecast of Knowledge Society impact 2015Forecast of Knowledge Society impact 2015

Job creation
Sustainability and environmental quality
Employees autonomy and responsibility of work
Life long learning widespread with frequent retraining
Decrease of gender pay gaps through increased female 
participation in professional and technical jobs
New networking organisations create growth/wealth but 
employer/employee relation a ?.
More remote supervision by IT
Widespread use of e-governance
Deteriorating work-life balance
More social exclusion and divides

Source:Eurofound 2004

 
 

The European Working Conditions Survey (EWCS), provided by the European Foundation 

every five years since 1990, is an important barometer of working condition trends in Europe. 

The following trends were detected by the EWCS: 
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23/09/2008 11

Working Condition Survey 2005Working Condition Survey 2005
Trends 1990Trends 1990--2005 and onwards2005 and onwards

Flexibility at work – more part-time, more temporary employment
Outsourcing – not the big problem only 8% of job losses, most 
internal reorganisation
Market-oriented organisation
Work intensification - ever more increasing
Increased knowledge – more high skilled white collar workers 
but in general low levels of training and competence 
development particularly for older workers – and the workforce is 
getting older in general
From group to individual – teamwork on increase
Lack of cooperation and support – less support from supervisors 
and work mates
Increased anxiety and insecurity – more temp employment, high 
work satisfaction, afraid for losing jobs 25%, not well paid 31%, 
no good prospects for job careers 47% 

 
 

Ms. Lagerlöf also described the work and services of the European Monitoring Centre on 

Change (EMCC)1, which delivers yearly reports, and the European Restructuring Monitor, 

which provides up-to-date news and analysis on company restructuring in Europe. New for 

EMCC is sector research carried out for different economic sectors based on their background 

(including workforce and working life), trends and drivers of change, SWOT analyses, 

clusters, company case studies and scenarios for the future.  

 

Finally, Lagerlöf presented a study from the European Foundation to be published towards the 

end of 2008: Industrial Relations Foresight 2025. The study compares the views of the social 

partners in different EU Member States on the future of individualism, flexibility, equal 

opportunities, job security etc.  

                                                 
1 The European Monitoring Centre on Change (EMCC) is an information resource established to 
promote an understanding of how to anticipate and manage change. It was set up in 2001 within the 
European Foundation for the Improvement of Living and Working Conditions, Dublin, with the full 
support of the European Parliament, the European Commission and the social partners.  
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In a comment towards the end of the workshop, Ms. Lagerlöf made the following reflections: 

1. Which methodology should one use for foresights? 

2. The problem of the Zeitgeist. We see things differently depending on when in time we 

look at them. 

3. Cooperation is a nice thought but difficult. However, research is better when 

interdisciplinarity is achieved. 

4. How can we disseminate foresight results? What should be disseminated – the 

outcome or the process? 

 

1.3 Finnish Perspectives 
 
As demonstrated by the list of participants (Appendix 2), Finland was the dominating country 

of origin. Besides the participants from WORK IN NET partner organisations TEKES and the 

Finnish Work Environment Fund (FWEF), three speakers had been invited to Stockholm. Dr. 

Antti Kasvio from the Finnish Institute of Occupational Health (FIOH) presented thoughts on 

How to Forecast the Future of Work in a Civilization without Future. Raija Koivisto from the 

VTT Technological Research Centre of Finland presented Worklife foresights – a com-

prehendsive approach. Dr. Jari Kaivo-oja from the Finland Futures Research Centre, Turku 

School of Economics, presented Emerging challenges and future research themes in Euro-

pean working life and safety/security science, based on his working paper (see section 2.4). 

 

Dr. Antti Kasvio gave a presentation inspired by a recent analysis made by FIOH on labour 

aspects of an international report on climate change from the IPCC.  He set the frame by 

arguing that advanced industrial countries of today mainly make forecasts about: 

• changes in the supply of labour force 

• the rate of economic growth, economic restructuring & increases in the demand of 

labour 

• technological development, productivity & changes in the skill composition of labour 

force 

• changes in employment practices 

• changes in the work & labour market behaviours of individuals 
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Kasvio mentioned megatrends that influence the changes (e.g. globalization, radical evolution 

of science, changing corporate structures & strategies, aging of the population, international 

migration, cultural changes, new resource & environmental problems), and the fact that 

citizens tend to be insecure or pessimistic about the future.  

 

The speaker then discussed three megatrends in more detail: the emerging global labour 

markets, the new natural limits to growth and the food crisis. Finally Dr. Kasvio presented the 

following conclusions: 

7

Some conclusions

• Continuing of the present trends of global growth & 
modernization of work is not an option

• We will probably approach a much more turbulent 
era of radical shifts & more or less violent conflicts

– including a veritable collapse of normally functioning soci-
etal institutions in some parts of the world

• A successful transition towards a more sustainable 
path would also signify fundamental changes

– reorganization of food chains from plow to plate
– a fundamentally transformed industry & energy infra-

structures
– communities, housing, transport
– changed lifestyles & ways of working
– new objectives for growth

• Updating our existing scenarios about the future of 
work & strategies of promoting the preferred paths  

 

Ms. Raija Koivisto presented a project that VTT is currently carrying out for the Finnish 

Work Environment Fund. The analysis is not yet finished, which is why Ms. Koivisto 

presented methods and preliminary findings. FWEF asked VTT to make an analysis of 

recently carried out foresights to find out the future developments of working life and the 

emerging risks.  

 

Methods used:  

1. Literature search 

2. The selection of 30 foresight reports, not older than from 2005. Half with a work life 

perspective, half with other perspectives 

3. Analysis of the reports, using the systematic system of Morgan’s (1997) metaphors of 

organisations 
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4. Analysis of results. Analysing whether the feature appears in the abstract, the 

conclusion or the recommendations of the study. 

 

Preliminary results of the VTT foresight analysis 

Methods used: 

• Delphi, 3 stage consensus mostly 

• Expert workshops and seminars 

• Literature reviews 

• Interviews 

• Scenario analysis 

• PESTE 

• Weal signals 

• Taboos 

• Stories: the beginning of the story 

was given and the participants were 

asked to continue the story 

Efficiency: 

“Traditional findings” 

• The intensity in the work life is 

growing: more work results in less 

time 

• Flexibility is required 

• Mobility of work force is increasing 

• The workers will be older when 

leaving the work 

New insights 

• The use of psychic drugs to improve 

the performance at work 

Distribution of the work: 

• No clear distinction between work 

and free time nor between workplace 

and other places 

• The workers are the capital – 

employers and technology will 

support the workers 

• the differences/borders between 

professions are decreasing and a new 

grouping will grow: performers-

appliers-visionaries 

• The importance of the service sector 

is increasing 

• The market is polarizising: both mass 

and niche markets will be important 

• Sexual equality must be supported 

Health and ergonomics: 

• Physical risks: immobility, 

inconvenient working posture, 

vibration, work related stress 

combined with inconvenient working 

postures 

• violence, sexual harassment, bullying 

• depression 

• Working outside the workplace, or in 

SMEs (incl. services) 

• New products and processes   
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Operational environment: 

• Continuous rapid changes 

• Freedom 

• Individualism 

• Uncertainty, unpredictability and 

risky 

• Non-alignment and place independent 

(except in services) 

• Average age is increasing 

• Safety and security more important 

• Cleanliness (even aesthetics) more 

important 

• One scenario: protectionism, oil 

price, inflation, disruptive business 

models, terrorism 

Human needs and survival: 

• Higher average age: longer at work 

and more elderly people 

• The emotional challenges of work 

increase when the uncertainty 

increases 

• The balance between work and free 

time is a challenge because of the 

continuous changes and flexibility 

requirements 

• Individualism is increasing – in 

addition to families new societies are 

developing 

• New “healthier” drugs will be 

developed for relaxation  

Education, learning, know-how: 

• Lifelong learning 

• Multidisciplinary know-how/experts 

will be important 

• Companies will need: knowledge, 

skills, values, attitudes and networks 

• Lack of experts 

• ICT  

• Risk management and product safety 

expertise must be strengthened  

Values attitudes and habits: 

• Values are changing 

• Time more important than money 

• Family more important than work 

• Enjoyment and fun will be essential 

• Ideological radicalism will increase 

• The control of own time usage is 

important 

• Sustainable actions and operations 

 

 

To conclude, Ms. Koivisto presented the following suggestions: 
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VTT TECHNICAL RESEARCH CENTRE OF FINLAND

26

Conclusions and suggestions

• Lots of foresight reports available
• The Morgan's metaphors offer relevant systematics for the study
• The same basic assumptions appear in the most reports, but some 

fresh ideas can be found as well
• The impact of the foreseen trends in work life research and  

development could be studied more thoroughly (not the aim of this 
study originally)

• Efficiency vs. more research oriented work? This study was a rapid 
efficient screening and testing. The approach seems to be useful

The work life in the future? A new metaphor? Results still to be
analyzed further.

 
 

Dr. Jari Kaivo-oja illustrated a point that was made by several of the Finnish participants at 

the meeting: Finland has broad experiences and many ongoing activities in the field of 

forecasting. In addition to technological and corporate forecasts, Finnish government at 

national as well as local level have started to use forecasting in a more systematic manner. 

Finns and Finnish institutes are often involved in international forecast projects, such as 

EUPHORIA and projects funded by the European Social Fund. According to Kaivo-oja, the 

key players in Finland are VTT, TEKES and SITRA (the Finnish Innovation Fund). 

 

Kaivo-oja made an outline of the general drivers of working life: 

• Rapid economic and cultural globalization,  

• A shift from an energy-based industrial economy to a service and knowledge 

economy,  

• The emergence of the “knowledge society”,  

• Dazzling technological innovation as a consequence of the confluence of the 

GRIN technologies (genomics, robotics, informatics and nanotechnology),  

• Accelerating urbanization,  

• Shifting age demographics,  

• Radical changes in geopolitics – the end of the cold war, disintegration of the old 

Soviet Union, and the emergence of an enlarged European Union, and 

• Environmental pressures including climate change. 
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He continued to present findings and recommendations that emanated from the collaboration 

between researchers of the Nordic European countries: Nordic Foresight Forum. He also 

mentioned a few foresight activities going on at the European level: 

• COST A22 (CORDIS foresight methodologies network) 

• European Foresight Monitoring Network (EFMN) 

• The For Society Network 

• FUTURREG 

 

To illustrate existing collaborative projects in Finland, Kaivio-oja described Finnsight 2015 

Science and Technology Foresight, a foresight project carried out by the Finnish Academy 

and SITRA. The figure below shows the intersection of competences by Finnsight 2015. 

 
 

To sum up, Dr. Kaivo-oja presented the following relevant lessons and conclusions for work 

life foresight studies: 

• There should be frameworks and networks for organizing regional foresight  

• There is not enough co-operation between stakeholders and actors of foresight 

• Imperfect and weak links between national and regional foresight activities 

• Power tensions between ministries organizing foresight activities 
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• Too short time horizon for foresight analyses 

• There should be evaluations of the impact of regional and national foresight activities 

• Merits and challenges of foresight in less developed regions in Finland 

• Flexible adoption of novel foresight methods and activities 

• Problems in mobilizing regional foresight actors and stakeholders 

• The need for foresight co-operation in cross-border co-operation  

 

 In the discussion Kaivo-oja explained that his preferred type of forecast method is the meta 

foresight, which combines research results with best practice. 

 

In a comment from TEKES, Dr. Tuomi Alasoni presented the most recent Finnish Innovation 

Strategy, which has a stronger social dimension than the previous technology dominated 

strategies. This would give a further indication of Finland’s inclination to legitimize social 

issues in relation to innovation. Another indication is their use of a “Quadriple Helix Model”, 

which is an expansion of the triple helix model of industry-government-university with a 

fourth “helix”, i.e. civil society. 

 

1.4 A German Perspective 
 
Prof. Dr. Jürgen Howaldt from the Sozialforschungsstelle, Technische Universität, Dortmund 

Germany, presented the German report (see section 2.3), which is based on the idea that we 

are experiencing a fundamental transformation in industry and society from an industrial to a 

knowledge- and services based society.   

 

The different forecasts, which were made by Howaldt and his colleagues for 2020 (see section 

2.3), led to the conclusions that a “brave new world of labour” will not emerge automatically, 

but will be associated with a range of inconsistent impacts on the workforce. He foresaw 

tension between organisational requirements and the rights of workers to “good” or 

acceptable work.  Howaldt continued by sketching future challenges: 

1. To develop a new model of “good labour” for the knowledge and service society. 

2. To use the potential of new operational settings, such as local/regional authorities, 

industrial self-administration or informal networks, as traditional settings, e.g. health 

and safety promotion, loose significance. 
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3. To achieve a paradigm shift of the innovation system implying increasing importance 

of social innovation as compared to technological innovation. 

Dr. Ulrich Pröll

Unemployed

Family work,
voluntary work

Self-employed
persons working on 
their own and one-
person companies

Flexibilisation and segmentation of the labour market

Mini-jobs,
contract

work,
casual work

Numerical
Flexibilisation
Outsourcing-based
manufacturing
facility, 
contract labour,
limited periods of
time

“Flexible 
core staff”

Functional
flexibilisation

Results orientation
Project teams

Flexible working time

 
 

In a final comment, Howaldt claimed that new forms of knowledge production is needed, 

which integrates stakeholders from enterprises, associations and communities from the 

beginning as research partners. This would ease the diffusion of research findings into daily 

work practice and create strong learning networks. 

 

In the discussion that followed, one participant wondered whether it was reasonable to talk 

about a fundamental transformation when discussing developments that started 20-30 years 

ago. Another participant asked what was meant by “good labour”, which Howaldt explained 

to be what the Germans call the “humanization” of labour, i.e. the possibility to learn and 

decide at work.  

1.5 An Italian Perspective 
 
Volker Telljohann from the Fonazione Instituto per il Lavoro, Bologna, Italy, gave a 

presentation focused on globalisation, human capital and industrial relations in Italy in 2020.  

He described the main drivers of future growth as population growth, investment, human 

capital and trade.  While worrying about the future shrinking of the Italian population, the 

relatively low female participation rate and a comparatively low percentage of the population 
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having attained tertiary education, Telljohann provided the following suggestions for Italian 

policy makers: 

 Focus on education 

 Utilisation of available labour input can be changed 

 Integration of older workers can be increased 

 Women can gain more importance in employment 

 Countries can take advantage of globalisation (trade) 

 Output of the innovation system can be boosted 

 Vulnerability to rising energy prices can be reduced 

 

In relation to Italian industrial relations, Telljohann described a fragmented and conflicting 

landscape, in which he would like to see a harmonisation of trade union strategies, more 

incisive regulation and the opening of the traditional system of participation.  The following 

points describe future prospects of Italian industrial relations according to Volker Telljohann: 

Future prospects

Lack of institutionalisation: IR system still based to a large
extent on power relations
External pressure: further shifting of power relations
Internal pressure: segmentation of work force and 
flexibilisation of labour contracts
fragmentation of interest representation, decrease of 
unionisation and representativity
Unilateral decision-making in the field of work organisation 
and working conditions
Increasing involvement, work load and flexibilisation may
coexist

 
The discussion following the presentation centred on recent trade union developments in Italy 

as well as in Germany, with a growing number of autonomous workers’ organisations 

emerging in certain occupational sectors, which increases the fragmentation of the labour 

movement. Mr. Telljohann furthermore foresaw a growth in the informal economy in 

Southern Italy due to increasing numbers of immigrants. Whereas immigrants are mainly 

illegal agricultural labour in the south; they tend to work legally to a larger extent in the north.  
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1.6 Social Partners and Future Work 
 
Professor Peter Totterdill is the joint chief executive of the UK Work Organisation Network, a 

virtual organisation that strives to bring leading edge practice and common practice together. 

He presented different aspects from his paper The social partners and future work (see section 

2.2). 

 

Totterdill started by sketching different developments that shape the world and have effects 

on work organisation as well: technology, globalisation, politics, climate change, consumers, 

demographics and the workforce. The outside world as well as workers themselves is putting 

organisations increasingly under pressure to change.  

 

One future work scenario drawn by Totterdill was the “built to last” scenario, involving 

multiple stakeholders and investments in employee and organisational development. Another 

scenario was the “Network Economy”, involving clusters and dispersed work organisation. 

 

Totterdill argued that work organisation is an under-utilised resource, which is problematic in 

times when there is an increasing demand for: 

• competitiveness and innovation 

•  more and better jobs 

•  healthy working 

•  talent wars 

•  active ageing 

•  sustainability 

 

Peter Totterdill continued by discussing challenges for the future: 
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Challenges

• Industrial relations and work 
organisation don’t connect

• Europe is poor at knowledge 
management

• Limited and uneven capacity to 
support workplace innovation

• Need for new modes of policy
• Weak leadership from the EU

 
Mr. Totterdill mentioned the 1997 EU Green paper, which died, and the fact that work 

organisation is included in the European Social Funds, but rarely used as the member states 

have different understandings about the definition as well as the usefulness of improved work 

organisation. 

 

He finished by asking for a new policy framework based on extended social dialogue, more 

support from the EU to form better European workplaces in the future and new policy modes. 

 

In the ensuing discussion, questions were raised about whether employers do engage in work 

organisation and how it is possible to engage the large number of small and medium sized 

enterprises in social dialogue. Totterdill retorted that it is important that a climate is created 

by the governments and the EU to make an extended social dialogue possible. On a question 

regarding the war for talents and the struggle of many young people to enter the labour market 

(the “hour glass economy”), Totterdill expressed his scepticism to the work of human 

resource departments. He claimed there would be very little connection between 

managements and HR departments of enterprises. 

1.7 Sustainable Work Systems of the Future 
 
Mr. Peter Docherty, from the Centre for Healthcare Improvement, Chalmers University of 

Technology, Gothenburg and the consultancy firm ATK Arbetsliv, Stockholm, presented his 

paper Social Sustainability in Work Systems (see section 2. 1).   
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Docherty started out by defining sustainability. He said that whereas the early work and 

definitions had been centred around environmental issues, the definitions had grown to 

include people as well. He argued that social sustainability is an on-going process and a 

dynamic state, which is value based and subject to opinion, which requires the participation 

and learning of all concerned stakeholders. He described the Brundtland definition, which 

talks about the “needs of all people”, not “wants”, and the triple bottom line, according to 

which people, planet and profit must all be integrated into the development.  

 

Mr. Docherty continued to describe alternative theories on how to develop social 

sustainability. Some models suggest a step-wise process, while other models suggest a 

transformative shift with a more radical shift in the work organisation. Common for all 

models is that they tend to be non-European. Docherty criticised the lack of European models 

for social sustainability and asked whether we should not rename the ERA to European 

Research Archipelago or USRA – United States Research Area, rather that European 

Research Area. 

 

Finally, Mr. Docherty made suggestions for the directions of future research: 

• The multiple nature of research issues regarding the development of sustainable work 

systems 

• Longitudinal Studies 

• Collaborative Research 

• Partnerships in the Development of Sustainable Work Systems  

• Sustainability Transformation Processes 

• Learning and Learning Mechanisms 

• Integrating Economic, Social, and Ecological Sustainability 

 

In the ensuing discussion, it was asked if Mr. Docherty had any policy recommendations, on 

which he responded that development programmes between researchers and practitioners 

would be beneficial for a sustainable development.  
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2. Is the future behind us? Concluding comments on the 
workshop mission  

Kenneth Abrahamsson 

 

To embark on a future of work journey 

Future studies are not a new field as such, but a field that has been subject to major criticism 

and discussion.2 It uses a variety of assumptions and various forms of toolboxes. Some studies 

are more normative and prescriptive, while others are more open and driven by analytic spirit 

and theoretical basis. It seems relevant to make a distinction between future research and 

future studies. The first category comprises more empirically based predictions, especially in 

the field of demography and population change. Another example from the working life 

sector is investigations of the demand for labour in various sectors or professions. The second 

category contains political visions, utopian initiatives, various scenarios or the utilisation of 

the Delphi model.  

 

One foresight study using the Delphi model of interviewing experts is the Foresight study on 

future challenges of OSH research, published by the ERA-NET NEW OSH ERA in June 

2008. By posing questions on the future working conditions and occupational health hazards 

in three different occupations in 2030, the study was an attempt to paint a picture of future 

European workplaces. The analysis included transcripts of 19 in-depth interviews of experts 

in occupational health and related fields from 9 countries. The following excerpt is from the 

conclusions: 

 

“Generally, the results of this study show a growth in psychosocial risks. The blurring of 
boundaries between work and spare time has major consequences, important recovery phases 
disappear and people are required to be available at all times. Another big topic is the 
increase of information. As technology develops further, a lot of information sources will 
become available. (---) In addition to the mental risks, the importance of classic risks is 
stressed. Some of the interviewees emphasised that these classic risks will not disappear but 
will change. Some may even grow.” 
 

                                                 
2 One such example is the ESRC-supported Future of work programme with Peter Nolan as the 
coordinating and inspiring person (Nolan, 2003). Another example is Workplace 2000, published in 
the end of the 1980s by the Hudson Institute in the US. A more recent example is the report Foresight 
study on future challenges of OSH-research, New OSH ERA, June 2008. 
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More generally, one might differ between four categories of future studies: a) Scenarios, 

Trend studies and strategic outlooks; b) Visionary thinking, utopias or dystopias; c) 

Predictions, prognoses and future images, and finally; d) Dynamic systems and evolutionary 

models.3 Finally, the concept “foresight” is used in various efforts to anticipate the future in 

various societal fields. A foresight is helping us to build the future, not to predict it. It is the 

same distinction held by Bo Dahlbom in his book on the future of Sweden. He uses the 

concept “future archaeology” as a method to prepare for the future, and not as a method to tell 

people how the future will be.4 Dahlbom outlines five dimensions to analyse future 

developments; globalisation, automation, commercialisation, systemization and 

rationalisation. 

 

The purpose of the workshop was to test various methods to anticipate the future of work, 

especially the future of the workplaces, and the impact on innovative work organisations. FAS 

initiated the future studies process by inviting all WORK-IN-NET partner organisations to 

participate in the workshop. They were encouraged to contribute with short foresight reports, 

preferably written by a national expert. The national reports should discuss the future 

challenges of work life development and work-oriented innovation activities, for example 

around the following themes: 

 

 Who will instigate and carry out work-oriented innovation activities in your country 

2020? How will new technology affect the division of labour in the future? 

 How will globalisation and the integrating European labour market affect working 

conditions and health promotion at work in 2020? 

 What has happened to corporate social responsibility in 2020? 

 Describe industrial relations, job security and employment contracts in your country in 

2020. 

 Elaborate on equity, gender, ethnic inclusion & diversity as well as generation gaps at 

work in 2020. 

 

The purpose of the workshop was not totally met. Only a few “partner countries” presented 

their own future studies. More attention was paid to general methods and strategies of future 
                                                 
3 This model is launched by the Swedish Institute for Future Studies and quoted from a text in progress 
from Jan Ch. Karlsson and Ann Bergman, University of Karlstad.  
4 See Bo Dahlbom (2007): Sveriges framtid (in Swedish only). Stockholm: Liber. 
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studies. In retrospect, it might have been that the task for the workshop itself was contra-

dictory. The focus was on workplaces in the future, but the dimensions outlined above 

concern employment relations and the broader conditions of work, not the workplace as such. 

Thus a future perspective could focus on the broader perspective of labour markets, migration, 

employment and new forms of social contracts between social partners or on the workplace as 

such. The workshop also comprised discussions about broader external pressures, such as 

climate change, food crises and migration.  

 

Choosing the broader labour market perspective, it is not possible to outline one standardized 

future that is valid for all countries, regions and continents. Rather, future of work tends to be 

an increasingly heterogeneous development, reflected on by Colin C. Williams in his book 

Rethinking the Future of Work (2007): 

 

“The consequent argument developed in this book about the future of work is that there are 
no universal linear paths being pursued but, rather, multiple and divergent trends depending 
on where and how you look. Although this might not superficially appear so earth-shattering 
as the visions conveyed by the best-selling futurologists with their simplistic one-dimensional 
linear storylines, such a portrayal is perhaps more in keeping with the changes in lived 
practice being experienced by different people in varying places. With no linear trajectories, 
no immutable forces, no inevitable tendencies, but instead heterogeneous development paths, 
numerous questions arise that have so far received little attention and will need to be 
addressed about the degree to which the future is open. There is a lot of ground to cover, 
however, before reaching that point.” 
 

One of the trends mentioned by Williams is the formalisation of work with regard to the 

observation that products and services are increasingly being produced and delivered by 

people in formal jobs, giving less space to informal work or unpaid work. A second trend put 

forward by Williams is the ‘commodification’, ‘marketization’ or ‘commercialization’ thesis 

as a function of further development of the capitalistic system.  

 

Thirdly, he is stressing the role of globalisation, the increasing dominance of the global 

marketplace and less influence by national economies. Fourthly, Williams reflects on the 

replacement of the industrial society by post-industrial societies as part of this transformation 

that comprises more flexible work practices and a shift of the traditional bureaucratic work 

organisation.  
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From Future Studies Institute to Globalisation Council in Sweden 

 

Future studies in Sweden have been in existence during the last three or four decades. In the 

beginning of the seventies, a Parliamentary Commission presented the report Att välja framtid 

(SOU 1979:59/To choose future). The Swedish Government has financed future studies since 

1973. The first institute for future studies, the Secretariat for Futures Studies, functioned as a 

complement to the Prime Minister's Office. In 1980, the secretariat was made a unit of the 

Swedish Council for Planning and Coordination of Research, and in 1987 activities were 

reorganized into an independent research foundation. The Institute for Future Studies is a 

research foundation designed to: 

“pursue future studies, long-range analyses, and thereby connected 
activities, under its own auspices or in cooperation with others, with the 
objective of stimulating an open and broad discussion of future threats to 
social development as well as the opportunities therein.”  
 

The institute has started a research programme on Society and the Future, which deals with 

various aspects of the relationship between population change and public policy. The aim is 

to:  

“extend the knowledge concerning actual developments in our public institutions and how 
structural change and reforms are affecting people’s welfare, in terms both of resource 
distribution and of the citizen’s room for manoeuvre, particularly from a gender perspective. 
A key assumption in this respect is that future research can be enriched by the more 
systematic adoption of an institutional perspective. Special importance is attached to the 
study of social marginalisation processes and the long-term consequences of childhood 
conditions. There is great emphasis on international comparisons, as well as on European 
integration and global migration.” 
 

Another focus of the institute’s research concerns the labour market development during the 

last decades and the demographic predictions for the decades to come. Labour market 

entrance for young citizens has been postponed and takes place at a later age. Early retirement 

is another problem facing the Swedish demography and economy. 

 
“Will this recipe work in the future? The demographic situation will clearly force us to re-
consider this trend, at least if we want to strengthen the ability of people of working age to 
provide for enough children to reproduce the population and, consequently, the tax base. 
Immigration can only temporarily cover for an inadequate rate of domestic fertility.” 
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Thus, the future labour supply and the generation shift are crucial issues in the research driven 

by the Institute for Future Studies. Part of the problem is also the reproduction crises, where 

people give birth to children later in life, not seldom at 35-plus, in a context where the 

occupational career or the workload often involve major segments of stress.   

 

More recently, the Swedish government has established a Globalisation Council 

(http://www.sweden.gov.se/sb/d/9299 ).  

 
“…to promote a deeper knowledge of globalisation issues, draw up economic policy 
strategies and broaden public dialogue about what needs to be done to ensure that Sweden 
can compete successfully in a world marked by continued rapid globalisation. The Council's 
work is expected to lead to proposed measures whose purpose, broadly defined, will be to 
boost Sweden's competitiveness and attractiveness on the international scene.”  
 

Some of the main points of departure have been summarized in the report: Knowledge driven 

Growth.  An initial report by the Globalisation Council (2007). To give a glimpse of the ideas 

being discussed, we will quote some relevant parts of the conclusions. One of the core issues 

concerns the future of the Swedish model of active labour markets: 

 

“In a changing labour market, job security must reside in people’s ability to adapt to chang-
ing conditions rather than in protecting a particular job in a particular workplace. As Gösta 
Rehn, a famous Swedish trade union economist, put it, true security is ‘in our wings’. Calls 
for increased flexibility must be combined with an approach based explicitly on the work-first 
principle, sufficient insurance and extensive opportunities for further training. The work-first 
principle needs to be further developed in Sweden to ensure access to further training, re-
training and income security for all during transition periods.” 
 

Another conclusion focuses on the growing role of SMEs. Sweden cannot build its future on 

larger global enterprises. The importance of job-creation and business development needs to 

be highlighted: 

 

“Entrepreneurship must be encouraged. Although the major global enterprises will remain 
important for Sweden, their increasingly tenuous links to the country explain why their role 
needs to be combined to an ever greater extent with new, dynamic entrepreneurship and 
conditions that enable smaller businesses to grow. Shorter product cycles and an intensive 
period of innovation mean old truths about the time needed for a business to grow in the 
market will not necessarily apply in the future. A major question is how to effectively mobilise 
Swedish risk capital and Swedish-based owners.” 
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The Globalisation Council gives high priorities to the role of mobile skills and the utilisation 

of skills from other nations.  

 

“Sweden should take active steps to attract international skills and expertise. A tug-of-war for 
talent is currently unfolding in the new world, with its ageing population. There is fierce 
competition for leading researchers and business leaders, as well as for many other skilled 
people: builders, engineers, care professionals and artists. A radical overhaul of our 
immigration policies is needed in this connection. The ability of a person to contribute much 
needed skills to the country should be an aid, not a hindrance, to his or her prospects of living 
and working in Sweden. A new regulatory framework governing labour immigration, adopted 
with broad political consensus, would be a desirable development. Within the EU, Sweden 
should actively seek to counter new isolationist tendencies at the European level.” 
 

Let me conclude with a short reflection on the development today and for the next two 

decades to come in Sweden. 

 

Workplaces in Sweden – from ideals to realities towards 2020 
 
One of the tasks of the workshop was to highlight national trends within a broader context. 

The first challenge concerned work oriented innovations and the role of new technology.  The 

anticipation could be painted both in light and dark colours. The dark picture is that the 

introduction of new technology can lead to a stronger polarisation of work creating 

workplaces with increasing workload, less control and missing social support. The light 

picture is that some jobs will be upgraded by use of new technology, creating and supporting 

high performance workplaces with highly educated staff, and diversity in composition. A 

recent study by Statistics Sweden and the Swedish Trade Union Confederation supports the 

darker picture of workplace quality development from 1991 to 2007. The increasing global 

competition, introduction of even newer technology and the weaker industrial relations do not 

give strong hope of a major shift in this context. 

 
This deterioration has continued into 2007, especially for women in private services and for 

female white collar workers. The negative development also characterizes the conditions for 

men in private services, male white collar workers at lower levels and, finally, women at 

higher white collar workers’ level. A positive change, however, is that there are somewhat 

better work environment conditions for women in the industrial sector. 
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There are also traditional work environment problems, such as monotonous tasks, back and 

neck problems, physical burdens, few possibilities to take a break at work etc. Women have 

more irregular working hours than men and only one out of three women has a “normal” day-

time, 40-hour a week job. 

 

 
The demands of working life do not necessarily have to mean mental strain and health hazards. The 
risk of ill-health arises when demands become excessive and when the employees have no direct 
influence over their work situation, lack support from others around them or have no opportunities off 
for recuperation. A risk of ill-health can also occur when the employee’s knowledge and experience 
are unequal to the task involved. 

The content and organisation of work have a bearing on the mental stresses, which employees can 
be subjected to. Mental strain is capable of leading to ill-health or accidents that can be avoided and 
alleviated by adapting demands and expectations to individual capabilities. This must already be taken 
into account when planning, for example, the use of technology, equipment and facilities as well as the 
organisation of work.  

“Load”, in both the mental and physical sense, refers to the factors of the work environment 
affecting the individual, such as volume of work, job content, unclear work input expectations and so 
on. 

“Mental strain” refers to the mental impact of the workload on the individual. This kind of strain 
can lead to ill-health and illness. 

Stress is the physiological reaction occurring in the body when someone is subjected to demands 
and expectations. When the demands and expectations do not tally with the individual person’s 
capabilities, they can result in ill-health. 

Ill-health, according to objective medical criteria, is an illness or a physical or mental functional 
impairment not constituting an illness. The latter can be instanced with various forms of stress reac-
tions and musculoskeletal disorders. 
 

From the Swedish Work Environment Agency (2006) 

  
 

The second theme on globalisation and the integration of the European labour market has 

partly been answered above. The discussion about the collective agreement rights and the 

European service directive is another field. The Swedish Parliament, Riksdagen, has recently 

decided to approve the Lisbon Treaty. This means that the trade union rights will be binding 

under the EU Treaty. During the political process preceding the decision, there has been a lot 

of discussions on the pros and cons of Sweden joining the Lisbon Treaty. One important issue 

is the future role of the Swedish model for collective agreements and wage-setting. The 

current discussion of the Laval case and the decision by the European Court is an important 

future dimension for employment relations in Sweden.  Should the Swedish labour market be 

open to a high level of labour migration within the context of the service directive? What will 

happen with the collective agreements in the future? Will increasing labour migration lead to 
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wage dumping and worsened work environment conditions. And, on the other hand, how 

could Swedish wages be defended – and protected – in times of growing international 

competition and economic pressure? To what extent will a highroad-model focussing on the 

knowledge society, innovations and clusters be a solution on a labour market with a majority 

of employees in the low-paid service sector? 

 

Sweden is traditionally a country with a strong public service sector built on the initial idea of 

general welfare policies.  Social protection is guaranteed by public actors and the corporations 

have an additional and supporting role in this case. Private insurances can, of course, be used 

to support the social benefits. Some corporations take initiatives to support workplace 

diversity and even organise day-care support at the workplace. In general, however, these 

services are provided by the public sector. 

 

The transition agreements are collective agreements made between the social partners. The 

activities are administered by so called TRRs, trygghetsråd (security councils set up by the 

subscribing parties) and the TRRs give redundant employees support and help to find new 

employment or to start self-employment. Personal guidance and coaching are provided during 

the redundancy period. Unlike the services provided by the employment agencies, these 

services are offered before the employee becomes unemployed. The length of the period 

during which unemployed persons receive help varies depending on which agreement they are 

covered by. Most of the TRRs finance, for example, training, apprenticeships, start your own 

business, acclimatization into a new job and commuting costs. 

 

Since 2004 about two million employees are covered by transition agreements, i.e. about 43% 

of the labour-force. The biggest is Trygghetsfonden TSL (the Security Fund, which was 

established between the Federation of Swedish Enterprise and LO, the Swedish Trade Union 

Confederation) and TRR Trygghetsrådet (established between the Federation of Swedish 

Enterprise and PTK, the Federation of Salaried Employees in Industry and Services). There 

are also transition agreements for civil servants, white-collar employees in banks and 

municipality-owned companies, volunteer organisations, and estate agencies. The councils 

shall be complementary to the ordinary labour-market policies and are financed by the 

employers, who pay part of their payroll expenses for this purpose.  
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The role of industrial relations, job security and employment contracts in Sweden in 2020 is 

an open question. Some of the answers are given above. Increasing labour migration will lead 

to growing pressure and tension in industrial relations and wage protection. However, the 

future of work is not only determined by industrial relations, labour law and social protection. 

Stronger pressures on the labour market may be the result of increasing international 

competition as well as the financial crisis with falling demand and rapidly increasing the 

numbers of unemployment.  

 

Finally, some comments on equity, gender, ethnic inclusion and diversity as well as 

generation gaps at work in 2020. A major shift in a future perspective is the greying societies 

in Europe and the increasing numbers of older citizens. This development is both a threat and 

a challenge. The negative scenario comprises an increasing demand for social and medical 

services and care, especially to the growing numbers of 85-plus citizens. On the other hand, 

the majority of healthy senior citizens could also be an asset to society, for example due to 

participation in informal work or voluntary activities. The report from LO, mentioned 

previously, showed strong gender gaps with regard to work environment and quality of work. 

Still, the ethnic gap on the Swedish labour market is quite strong, illustrated by the failure to 

use foreign skills on the Swedish labour market. This observation is supported by some 

Swedish research projects concerning ethnic discrimination at work. Some decades ago, 

immigrants had a higher employment level than Swedes. Today, the situation is the opposite. 

One of the explanations is that labour migration has decreased fundamentally, and the 

majority of new immigrants today are political refugees with a much longer transition period 

to work than the former group. In previous decades, there was a more direct connection 

between immigrants and the labour markets, political refugees included. 

 

Ongoing Swedish research “re-reflects” the good work metaphor in a more turbulent work 

environment, flexible work contracts, work intensification, breaking down of leadership 

systems (Waldenström and Härenstam, 2008). The job demand-control model has been a 

conceptual tool for analysing workplaces over more than three decades. There is a need to 

deepen the analysis of the organisational impact on the model, and also what it means from a 

gender perspective. Waldenström and Härenstam (2008) have recently looked into these 

issues and conclude: 
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“There are also indications that individualized responsibility may have a negative impact on 
job demands, particularly if there are unclear goals and lacking resources in the 
organization. Working in a female-dominated workplace also seems to have a negative 
impact on work conditions. One explanation may be that the effects of some organizational 
factors differ depending on the work object in production. Modern management technologies 
in the public sector, in line with new public management, seem to have negative implications 
for job demands and control. Furthermore, we have observed that a similar type of 
organizational change does not have the same influence on women and men and on highly 
and lowly educated groups. It is also important in future studies to explore how different 
groups of the workforce are affected by different ways to organize work.” 
 
Their remarks on the need of future research have bearing on this workshop documentation of 

the future of workplaces in Europe and in Sweden: 

 

“Further studies in this field, for example, by applying multilevel analysis, would add 
valuable knowledge on the organizational determinants of control and demands. The 
theoretical perspective of an organizational approach to studies of the psychosocial work 
environment is in line with what has been called ‘new structuralism in organizational theory’.  
In this tradition, organizations are regarded as important means of social stratification, and 
the focus is on general patterns and systemic conditions. On the other hand, in order to link 
organizational behaviour to individual behaviour, both people and organizations must be 
seen as actors. The choice of action, for the organization or for the person, may be restricted 
or structured in different ways. Thus, we need to know more about the processes involved in 
organizations that give both managers and workers discretion to act in ways that lead to 
healthy workplaces.”  
 
In conclusion, it looks as if the future workplace in Sweden will be subject to pressures from 

globalisation, labour migration over regions and continents, increasing workload and stress, 

and new demands supported by management ideals focussing on efficiency, and value 

creation models of increasing productivity. It is not difficult to anticipate who are the winners 

and losers in this dramatic change. The gender gap has grown over the last years in Sweden, 

both with regard to workload, working hours and job security. The ethnic gap is still present, 

but new policies and more responsive institutional models might bridge this gap.  

 

Unemployment or job postponement due to longer educational careers is another challenge – 

or threat – to be met. Enduring youth unemployment is a threat to progressive development in 

Europe. Not so much has been said about young people and adults with functional 

impairments. Although new technology could reduce barriers to employment, not many 

employers will recruit individuals with high-risk-values of sickness, absence or the need for a 

fundamental redesign of the workplace.  
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From good work to decent work – final comments on future European workplaces  

 
The workshop has highlighted not only the future of the workplace but also the future of work 

and employment within an industrial relations perspective. There are no shortages of visions 

of good work or attractive work. In many cases, however, there seem to be an increasing gap 

between visions and realities. Firstly, the global gap in work conditions and work quality 

seems very large and in some cases expanding. Secondly, there are regional gaps within 

continents or sub-regions. Thirdly, there is also a gap between various types of occupations 

with regard to work quality, influence and control. We have also discussed the gender gap and 

the ethnic gap in this context. 

 
The concept of good work was launched by the federation of metal workers in 
the mid 1980s: Good Work as an infrastructure for work, welfare and life 
quality (Swedish Metal Workers Federation/LO) comprised nine dimensions: 
 

1. Job security 
2. Equal and fair share of production results 
3. Worker co-determination 
4. Collaborative work organisation 
5. Skills and competence development at all levels 
6. Recurrent education/lifelong learning 
7. Flexible and employee-friendly working hours 
8. Workplace equality and social inclusion 
9. A healthy and risk-reducing work environment 

 
Good work in an EU-context focuses more on inclusive work environments (EU): 
 
“Regaining full employment not only involves focusing on more jobs, but also on better jobs. 
Increased efforts should be made to promote a good working environment for all including 
equal opportunities for the disabled, gender equality, good and flexible work organisation 
permitting better reconciliation of working and personal life, lifelong learning, health and 
safety at work, employee involvement and diversity in working life.”  
 
The ILO on the other hand is satisfied with a definition focusing on “decent work” (ILO): 
 
“Decent work means productive work in which rights are protected, which generates an 
adequate income with adequate social protection. It also means sufficient work, in the sense 
that all should have full access to income-earning opportunities. It marks the high road to 
economic and social development, a road in which employment, income and social protection 
can be achieved without compromising workers’ rights and social standards. Tripartism and 
social dialogue are both objectives in their own right, guaranteeing participation and a 
democratic process, and a means of achieving all the other strategic objectives of the ILO.” 
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Howard Gardner and colleagues have focussed on good work as Good Deeds, 
Good Acts, and Socially valuable contributions: 
 
“While ‘good work’ is typically the goal of most workers, formidable obstacles to its 
realization exist. Despite our best efforts, internal and external conditions can make ‘good 
work’ difficult to do. Pressure to keep costs low and profits high, to do more in less time, and 
to fulfil numerous life roles, including those of a parent, a spouse, a friend, and a worker, can 
all make cutting corners tempting. Furthermore, in countries with high levels of corruption or 
illegitimate governmental interference ‘good work’ may be doubly challenging. Doing ‘good 
work’ is certainly easier for professionals living in a democratic society that affords 
opportunity and encourages constructive social efforts. Yet even in such a happy 
circumstance ‘good work’ is neither effortless nor assured. It is always a challenge requiring 
ethical commitment and skill on the part of each individual worker.” 
 
They underline the relation between good work and work ethics and professional and moral 

standards. 

 
“In conclusion, ‘good work’ is likely to occur when there are clear and strong standards for 
what constitutes a desirable performance: standards that are enforced by a concerned 
professional community; standards that are internalized in the self-image of practitioners; 
and standards that are not contradicted by a strong external pressure from market, political, 
or social forces. If all these four types of controls are aligned, ‘good work’ is possible, even 
probable. If the four controls pull in different directions, or one or more are absent, it is likely 
that the kind of work produced will be shoddy at best, and at worst it will be detrimental to 
the well-being of the community.”  
 
To anticipate the future of work is not an easy task. It comprises a number of normative, 

conceptual and methodological challenges. An alternative to the eternal search for the rich, 

prosperous and challenging future that only exists in our dreams, is to develop Dahlbom’s 

idea of developing and sharpening the methods we use to meet future demands and changing 

conditions at work. This is not just a challenge to individuals – in a world with high levels of 

value transformation and individualisation – but also a big challenge to our social institutions, 

the industrial relations and labour laws as well as the public or private institutions in society 

protecting and developing health, well-being and a good life. 

 
The ongoing global financial crisis is just one of many expected futures that we did not 

foresee just some months ago. Thus we must increase our capacity to plan for and meet the 

highly improbable scenarios. Nassim Nicholas Taleb has written about this challenge in his 

book The Black Swan. The Impact of the Highly Improbable. (Penguin Books, 2007, page 

xix): 
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The central idea of this book concerns our blindness with respect to randomness, particularly 
large deviations: Why do we, scientists or non-scientists, hotshots or regular Joes, tend to see 
the pennies instead of the dollars? Why do we keep focusing on the minutiae, not the possible 
large events, in spite of their huge influence? And, if you follow my argument, why does 
reading the newspaper actually decrease your knowledge of the world? 
 
It is easy to see that life is the cumulative effect of a handful of significant shocks. It is not so 
hard to identify the Black Swans, from your armchair (or bar stool). Go through the following 
exercise. Look into your own existence. Count the significant events, the technological 
changes, and the inventions that have taken place in our environment since you were born 
and compare them to what was expected before their advent. How many of them came on a 
schedule? Look into your own personal life, to your choice of profession, say, or meeting your 
mate, your exile from your country of origin, the betrayals you faced, your sudden enrichment 
or impoverishment. How often did these things occur according to plan? 
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3. Background papers 
 
 

3.1 Social Sustainability in Work Systems by Peter Docherty et al 
 
Peter Docherty (Centre for Healthcare Improvement, Chalmers University of Technology, 
Gothenburg and ATK Arbetsliv, Stockholm);  
Mari Kira (Department of Industrial Engineering and Management, Helsinki University of 
Technology);  
A. B. Rami Shani (Department of Management, Economics and Industrial Engineering, 
Politechnico di Milano). 
 
Why is Sustainability an Important Goal for Contemporary Work Organizations? 
 
A broad perspective on sustainability understands it as balanced development in the various 
resources that make up and are used by work systems. The sustainability movement started 
with ecological issues, and many companies still think of sustainability in terms of operations 
that preserve and regenerate natural resources. However, work systems utilize and consist of 
many different types of resources – human, social, economic, and ecological resources – and a 
sustainable work system focuses on the balanced development of them all. Here I am most 
interested in human and social sustainability in work systems. How can employees, 
individually and together, grow and develop at work thus gaining new personal, professional, 
and communal resources that allow them to function in a sustainable manner in today’s 
turbulent working life?  This new comprehensive concept of sustainability incorporates the 
responsibility of a work system for human, social, economic, and ecological outcomes. A 
sustainable work system seeks to achieve its business goals, contribute to ecological 
sustainability and maintain its social responsibility. 
 
Human and social sustainability at work has value in itself. Most people spend a large part of 
their adult lives working. This is why work can be a vital arena for adult development and 
growth (e.g. Csikszentmihalyi, 1990). Work relates to the basic human need for expression 
through action (Ransome, 1996), and to social connectedness and social contribution (Hvid 
and Lund, 2002); at best, it can provide sense of purpose and meaning in a person’s life 
(Gardner et al, 2002). Work can play its role in adult development through which an indivi-
dual can become happier, more reflective and a constructive part of the society. However, too 
often we witness that the negative outweigh the positive consequences from work: stress and 
burnout, sense of meaninglessness and alienation seem all too prevalent in today’s working 
life (e.g. Maslach and Leiter, 1997; Kira, 2003). Some researchers are even drawing the 
conclusion that ‘big organizations are unhealthy environments for human beings’ (Leavitt, 
2007).  
 
Human and social sustainability is perceived as having value from the point of view of 
economic and ecological sustainability. Economic and ecological sustainability are not 
achieved through purely technocratic solutions or managerial actions. Enthusiasm, commit-
ment, and competence of each employee are needed for a work system to be able to maintain 
its operational functionality, and to prosper economically and be thus competitive. The 
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realization of ecological and economic sustainability is dependent on people, and we see 
sustainable human and social development as foundations of ecological and economic 
sustainability. If employees do not understand the meaning and purpose of environmental 
reporting, they hardly engage in it wholeheartedly. Environmental reporting may seem 
secondary and will be done ‘if we have time’. In order to ‘go the extra mile’ for ecological 
sustainability, individual employees need to understand its importance and be aware of their 
own possibilities to contribute to it.  
 
As the business success of companies heeding the challenges of sustainability has become an 
established fact, others are beginning to see the demise of the ’Great Trade-Off Illusion’, that 
sustainability entails a sacrifice and a new realization that it is an opportunity (Hart, 2007). 
Naturally, ‘green-washing’ also exists: some companies may adopt an ‘environmentally 
friendly’ posture mainly to improve their market image or weaken the perceived need for 
regulation, without any real change of heart in their perception of their responsibilities for 
ecosystems and societies. However, there are also companies that are willing to make pro-
found changes in shouldering their social and ecological responsibility. Recent research also 
underlines that sustainability can actually offer cutting-edge competitive opportunities (Hart, 
2007; Prahalad, 2006). 
 
What Is Sustainability? What Is Social Sustainability In Work Systems? 

In this section, we define sustainable work systems as work systems building their operational 
success on the growth and development of the various resources they utilize and consist of. 
We also discuss the general definitions of sustainability and sustainable development to 
anchor our approach in this broader literature. 
 
Sustainable work systems 

Sustainability is most often defined as a general worldview according to which people should 
strive to fulfil their needs in a manner such that the ability of future generations to fulfil their 
needs is not endangered (World Commission on Environment and Development, 1987). The 
sustainability concept has thus a value dimension stating that no population has the right to 
devour the world’s resources for the satisfaction of its needs — much less its wants and 
ambitions.  
 
We address sustainability here in the context of work systems: private and public, for-profit 
and non-profit organizations, or their parts and the collaborative networks they form, that 
have been formed for the purpose of work. We define work as an intentional value-creating 
process.  
 
Financial, material, physical, intellectual, technological, and ecological resources all are 
intertwined in work activities. Work takes place in cultural, ecological, economic, historical, 
and social contexts. Addressing sustainability in a work system means, therefore, addressing 
all these elements that form the system, influence it, and are influenced by it.  
 
This generally entails recognizing a broader circle of stakeholders than is commonly 
acknowledged: not only local communities (already a stretch for some), but the communities 
that customers and participants in the entire value chain live in, and their ecologies. This is 
based on the commonality between business activity and other forms of human endeavour, 
recognizing that economic activity is subject to fundamental moral principles and responsibil-
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ities — an essential requirement for sustainable social action (Whetten et al, 2002). Lund-
Thomsen (2007) also underlines the necessity of adopting a critical (or moral) perspective to 
the illumination of issues that are more central to some stakeholders than to others. However, 
ecological or social sustainability does not have to be contradictory to shareholder values.  
 
Sustainability means concurrent development in the economic, ecological, human, and social 
resources engaged in work processes. A sustainable work system is able to function in its 
environment and to achieve its economic or operational goals as well as developing the 
various human and social resources engaged in its operations. This is the difference between 
sustainable and long-lasting work systems.  
 
Moreover, we cannot focus only on short-term, static efficiencies such as productivity and 
profitability; we must also focus on long-term, dynamic efficiencies such as learning and 
innovation.  
 
A sustainable work system does not merely make trade-offs between the short-term and the 
long-term or between different stakeholders, but aims to attain a just balance in development 
for them all. For many companies, the “business of business” is only seen as “business”, yet 
many of the “economy-first remedies” for lagging competitiveness have exacerbated the 
unsustainable exploitation of human, social, and natural resources without having met the 
competitiveness requirements of even the immediate future (Docherty et al, 2002). These 
interventions, in effect, have failed even on their own terms; the still bigger problem is to 
align an understanding of the requirements of competitiveness with those that represent long-
term sustainability. 
 
The diversity and richness of work system resources is perceived as an important source for, 
and an important result of, sustainability. A work system formed by diverse kinds of people 
and diverse tangible and intangible resources is more sustainable than a uniform work system 
relying only on a limited set of resources, strategies, and responses. Work systems never stay 
the same. The diversity in such systems allows them to respond to environmental challenges 
and opportunities in a creative, changing manner. Therefore, the search for sustainability has 
to also be the search for ensuring diversity in a work system through work design, work-
organization design, and technology development measures. 
 
Thus, a sustainable work system is definitely not in a static or steady state—it changes 
continually as a social and technical system (see Newton, 2005). During its life cycle, a 
sustainable work system strives toward a higher level of development—but, evolving along 
with natural cycles of change, it may also transform beyond recognition or even cease to exist. 
Sustainability simply means that the existence of a work system has created a platform for the 
future existence of new work systems and processes; its heritage is resource-regenerative 
rather than resource-consuming for future work processes (Wilhelmson and Döös, 2008). 
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To summarize, some of the principles for sustainable work systems are: 
 
• The operation of a sustainable work system is aimed at the regeneration of all the kinds of 

resources it utilizes. 
 
• A sustainable work system addresses the needs and ambitions of all its stakeholders 
 
• A sustainable work system does not exploit any stakeholder or resource, but strives to take 

some measure of responsibility for externalized costs and free goods. 
 
• A sustainable work system addresses both static effectiveness, such as productivity and 

quality issues as well as dynamic effectiveness, such as learning, improvement and 
innovation issues. 

 
• A sustainable work system addresses both the short-term and the long-term perspective. 
 
• A sustainable work system is not in a static or stable state, but evolves continually with 

changes in its context. 
 
Sustainability and Sustainable Development 

The UN World Commission on Environment and Development, often referred to as the 
Brundtland Commission, after its chairperson, presented the now classical definition of 
sustainable development: 
 
“…development that meets the needs of the present without compromising the ability of future 
generations to meet their own needs. It contains within it two key concepts:  
 
• the concept of ‘needs’, in particular the essential needs of the world’s poor, to which 

overriding priority should be given; and  
 
• the idea of limitations imposed by the state of technology and social organization on the 

environment's ability to meet present and future needs.” 
 
Several important elements may be read into this definition:  
 
• It has a principle dimension stating that no single generation has the right to consume the 

world’s resources for the satisfaction of its needs.  
 
• It emphasizes the satisfaction of needs, not wants and thus has a priority dimension setting 

the satisfaction of needs by all people now before the wants and ambitions of the 
privileged.  

 
• It has a progress dimension, so that ecological sustainability can be achieved through 

social and technological innovations.  
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As John Elkington (1999), who coined the term “Triple Bottom Line” (people, planet, and 
profit) expressed it:   
“At the heart of the emerging sustainable value creation concept is recognition that for a 
company to prosper over the long term it must continuously meet society’s needs for goods 
and services without destroying natural and social capital.” 
 
Martens (2006) identified the following aspects as common in various definitions and 
interpretations of sustainability: 
 
• Sustainability is an intergenerational phenomenon where the actions of the present 

generation create or delimit the opportunities of the coming generations. 
 
• Sustainability is a multiscale phenomenon: local actions have regional and potentially 

global effects.  
 
• Sustainability focuses on multiple domains: ecological, social, and economic domains all 

have to be taken into account to create better living conditions for people and the planet. 
 
The content analysis of Gladwin et al (1995) on various conceptions of sustainability and 
sustainable development leads to a rather similar outcome. They (1995, p.878) define 
sustainable development as: 
 
“…a process of achieving human development (widening or enlarging the range of people’s 
choices …) in an inclusive, connected, equitable, prudent, and secure manner. Inclusiveness 
implies human development over time and space. Connectivity entails an embrace of ecolo-
gical, social, and economic interdependence. Equity suggests intergenerational, intra-
generational, and interspecies fairness. Prudence connotes duties of care and prevention: 
technologically, scientifically, and politically. Security demands safety from chronic threats 
and protection from harmful disruption.” 
 
The following basic assumptions connect the ecological, economic, human, and social aspects 
of sustainability and underlie this article: 
 
• The opportunity to develop as a person, a professional, and a member of a society through 

work experiences — or, in other words, to be sustained as a person by work — is a basic 
human right. 

 
• In contemporary working life — characterized by rapid changes, knowledge-intensive 

work, global competition, and social values emphasizing equality and human dignity — 
the sustainability of human and social resources is one of the foundations of economic 
sustainability.  

 
• The sustainability of human resources at work is one of the foundations for social 

development and the sustainability of whole societies. 
 
The sustainability of human and social resources is needed to secure ecological sustainability, 
because only people and groups who operate sustainably are able to grasp, prioritize, and 
work toward ecological sustainability. 
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We have used the concept of sustainability, while the Brundtland Commission wrote about 
sustainable development. For us, sustainability means the dynamic state of becoming sustain-
able — a process founded on conscious efforts to create new opportunities for existence in 
multiple domains and at multiple levels, now and in future. By sustainable development, we 
mean the active efforts of people to support this dynamic state of sustainability. We agree 
with Carl Holling (2001, p. 390) who wrote: 
 
“Sustainability is the capacity to create, test, and maintain adaptive capability. Development 
is the process of creating, testing, and maintaining opportunity. The phrase that combines the 
two, ‘sustainable development’, thus refers to the goal of fostering adaptive capabilities and 
creating opportunities. It is therefore not an oxymoron but a term that describes a logical 
partnership.” 
 
Sustainability can be seen as the dynamic state of resource regeneration and growth while 
sustainable development means those actions taken to reach and maintain this state. 
 
Reflections on Some Key Issues in Developing Social Sustainability 

Social Sustainability is Value-Based 

Sustainability is an essentially contestable subject in the sense that no authoritative, universal-
ly valid definition can be formulated—not even by the United Nations. The balancing of eco-
logical, social, and economic values is inherently subject to opinion. Sustainable development 
may need to accommodate conflicting values, beliefs, and points of view as to what is a sens-
ible, desirable, and feasible thing to do (Loeber et al, 2007). There is no way of determining 
what is “really sustainable” other than through collective and contextual deliberation and 
learning. Sustainability is also a concept that claims normatively to offer desirable directions 
for action. Thus, the learning entailed in this context is more than joint fact-finding and 
involves processes of value judgment.  
 
Sustainable development needs to be elaborated in an action-oriented way, in which a balance 
is found between the desirable and the feasible in a given context. Again, the balancing of 
feasible and desirable proposals for action is particularly complex, given that sustainable 
development is radical, even revolutionary. It requires a critique of the existing less-
sustainable or unsustainable present circumstances and processes, and entails reassessing and 
changing assumptions, values, rules, structures, and routines. It involves a critical review of 
what is taken for granted in the organization, namely reflection on assumptions, beliefs, and 
theories underlying “the way we do things here.” Sustainability is about challenging our 
mental models, policies, and practices, revealing and assessing ideas and values that have 
been taken for granted and reaffirming, reformulating or rejecting them. It is not just about 
accommodating new considerations into current work or finding common ground between 
related programs. It entails envisioning and accomplishing change rather than sustaining the 
status quo. All of these activities are value-based. 
 
The overarching feature of an organization giving it its distinctive character is its value base: 
in our context comprising values such as concern for others, i.e. different stakeholders; for 
ecological, social and economic sustainability, for fairness and participation; for learning, 
development and creativity, for stability and change. Values are the cornerstones for building 
sustainability and must permeate the culture of a sustainable organization. Establishing a 
company’s values with clarity and emphasis is a key task for management. Values have to be 
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shown to be the key bearing or reference point of action in organizations in turbulent and 
rapidly changing environments. 
 
Social Sustainability Requires the Participation of Concerned Stakeholders. 

Past unsustainable decisions in work systems and in societies have something in common: 
they have all sub-optimized, focused too much on the benefits of one or more stakeholders at 
the expense of the benefits of others.  
(STS <––> TQM) 
Armstrong (1978) and the Upjohn case.  
 
Work intensity 

Studies have also shown that the recent management rationalizing methodologies without 
personnel representation in decision processes, have achieved marked cost reductions but 
have given the workforce less employment security and more intense and stressful work, with 
radically increased losses of time through sickness (Rydh, 2002; Kira, 2003; Askenazy et al, 
2006; Green, 2006). When cost reductions and thus economic benefits have been dominant, 
the well-being and health of employees and customers and thus the benefits of employees 
may well be compromised. 
 
Social Sustainability Centres on Learning Processes 

Bawden et al (2007, 135) point out that the quest for a more sustainable world hinges on 
development, while sustainability itself provides a moral and intellectual focus for social as 
well as cognitive development: we must “learn our way out” of our present situation toward a 
more sustainable world. This may be achieved in appropriate “learning situations” in which it 
is not merely a matter of participation, but of critical reflection, dialogue, and acts that 
challenge roles, power structures, beliefs, values, and assumptions and communicate in the 
broadest sense of the term. 
 
Learning in sustainable development must take place at all levels in the organization: the 
individual, collective, and organizational levels, and indeed, beyond that — among organiza-
tions in networks, coalitions, and systems. At the individual level, it may involve acquiring 
new knowledge and skills, but definitely involves thinking through one’s assumptions, 
attitudes, beliefs, and values. In this context, Schön (1983) sees learning as a process of 
reviewing theories-in-use in the light of unexpected events and unexpected discrepancies in 
the details of a problem situation. Loeber et al (2007) maintain that it is especially useful in 
the context of sustainable development to regard learning as a social event, as changes 
implied in sustainable development require joint action by many actors. Double-loop or 
second-order learning questions the assumptions behind how things are or how they are done 
(Argyris, 1982). Such learning is particularly relevant — even imperative — for sustainable 
development, which requires important shifts in values. Learning for sustainability focuses on 
encouraging people to think about why certain decisions are being taken and what the 
available real alternatives are. 
 
Developing Social Sustainability: Alternative Theories 

Socio-Technical Approach to Developing Sustainable Organizations 

Socio-technical systems (STS) theory may be regarded as pioneering in its contributions to 
social sustainability, especially regarding design and change processes (Pasmore, 1988; Adler 
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& Docherty, 1998). The basic concept in STS theory is joint optimization, i.e. that an organi-
zation will function best if the social and technical systems are designed to meet the demands 
of each other and the environment. STS theory has spread and had a marked influence on 
working life around the world, with different regions developing different aspects. In North 
America the focus has been on such issues as the empowerment of employees, developing 
their business competence in controlling key variances and participating in production and 
product development, as well as the improvement of quality of working life. Participative 
design (Emery, F. and Emery, M., 1974) has been a dominant theme on the Australian scene. 
Scandinavians have focused on the social partners (unions and employers) and the 
developmental processes that are embedded in dialogue and communicative practices 
(Gustavsen & Engelstad, 1985).The fourth stream is the Dutch ‘Integral Organizational 
Renewal’ design school of thought (de Sitter, 1994) emphasized the integral design of the 
system with an engineering-based design orientation.   
 
Current developments in socio-technical theory concern its application to the issues of social 
sustainability and employability have been formulated as key topics for many STS 
researchers, for example, in the United States (Sena & Shani, 2002, 2008), and in Northern 
Europe (Brödner, 2002; Lifvergren et al, 2008; Weichel et al, 2008). Current on-going studies 
are developing the new aspects of the theoretical framework with salutogenic (health 
promoting) and complexity theory (Kira & van Eijnatten, 2008). The STS approach provides 
the foundation for the joint optimization of technology and human subsystems within an 
environmental context, with on-going and parallel development and utilization of resources.  
 
Developing Sustainable Organizations: Stepwise Iterative Models 

One way of introducing sustainability is through an incremental iterative process in which the 
organization moves through several phases, progressively nearing ‘sustainability’. There are 
many such models and there is considerable overlap between them, even if they differ in the 
number of phases in the model and the names given them. Two examples are: 
 
Dunphy, Griffiths and Benn (2007) address the issues of attaining and maintaining social 
and ecological sustainability. In their phase model describes a progression from active 
antagonism, through indifference, to compliance, to a strong commitment, to actively 
furthering sustainability values, not only within the organization but within the sector and 
society as a whole. The model thus describes a gradually extending embracement of 
sustainability values and more thorough adaptation of sustainability-promoting practices. 
Each phase entails a development in the organization’s human resources policy. 
 
The framework is illustrated with vignettes and examples from different companies, though 
no case is presented of a company’s sustainability development through several phases of the 
cycle. The incremental change is planned or emergent, and for the most part impacts on the 
day-to-day operational processes.  
 
McEwen & Schmidt (2007) present a study mainly based on ecological sustainability 
experience, using a model with five phases (or gears, to use their motoring metaphor). The 
companies studied had varying degrees of achievement. The authors’ main focus was on 
management’s mindset that shapes the capacity to understand the world and thereby to take 
effective action in support of it. The five phases are compliance, free acceptance, partnership, 
integration and re-design. 
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In this study, shared values, ethics, guiding principles and leadership were seen to contribute 
most to sustainability developments. A clear challenge seen at all levels is ’embedding 
sustainability’–sowing attitudes and values deep in the organization, The activities and forms 
sustainability takes reflect the breadth and complexity of the mindsets and capacities of those 
involved. Leaders are responsible for ‘translation’ (framing sustainability in terms that others 
understand) and ‘transformation’ (up-shift their own perspectives and capacities). The 
continuous, on-going character of work with sustainability and the need for new large-scale 
redesigns is emphasized, 
 
These stepwise iterative models regarding social sustainability focus on the broadening mind-
sets and changing practices when attaining sustainability. The basic idea underlying these 
approaches is that sustainability is seen as the final outcome of a series of free-coupled change 
projects, each having its own goals, resources and methods. The individual steps may be seen 
simply as ‘improvements’ or ‘developments’, in the initial steps requiring no more than ‘clear 
targeting’ to quote McEwen and Schmidt. The changes envisioned are feasible and attractive, 
or at least not particularly controversial or threatening. Risk-taking is contained. The learning 
involved may occur through failure in which case it conforms with the learning strategy of 
small losses (Sitkin, 1992). The transformation focus on the system perspective focusing the 
relationships to different stakeholders is lacking. So is its learning perspective, including 
individual, collective and organizational learning across levels and over boundaries. 
 
In addition this stepwise strategy does not seem to constitute a transformation as it is difficult 
to see where changes in values or the questioning of the ‘way things are done here’ are 
expected to occur. Improvements may simply be the result of enlightened self-interest. As yet 
the literature does not include any case that has completed the full series of ‘phases to 
sustainability’.  
 
Developing Sustainable Organizations: the Transformative Approach 

A transformation entails a radical shift in the organization’s values, culture, structure, routines 
and ‘how they do business’. It is an all-pervading, holistic, extended change process. It may 
be a process that is thought out in detail from the outset, but, more probably, grows or 
emerges depending on the impacts of earlier measures taken or on developments in the 
organization and its context.  
 
The transformation process requires the system to utilize most of its resources in an optimal 
way. If the system is to try and develop a radical re-conceptualization of its vision, mission, 
culture, strategy, structure, work design, leadership and the like, careful attention to two kinds 
of learning processes, the learning that must take place during the transformation process and 
the learning that must then take place in the ‘transformed’ organization (Useem & Kochan, 
1991). Understanding the contextual mess and the triggering events, their potential impact on 
the system, the possible opportunity that they create and determining what kind of changes 
and learning are required presents a challenge to any system. 
 
Developing the appropriate learning mechanisms and processes seems to be key to successful 
transformation (Schein, 1993). Research suggests that managers need to make some design 
choices about the nature of the learning mechanisms and processes (Shani & Docherty, 2003; 
2008). The learning mechanisms are viewed as a structural configuration and processes that 
are devoted to the facilitation of understanding and action (Popper and Lipshitz, 1998a & 
1998b).  
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The transformational process is one in which the leader influences followers so that they are 
able to achieve performance beyond expectations (Bass, 1998 and Bass & Avolio, 1990). 
Yukl (1994) views transformational leadership as the ability to change follower's attitudes to 
achieve increased commitment for the organization's mission, objectives, strategy. As such, 
transformational leadership is a construct that operates at multiple levels of analysis – both at 
the individual and organizational levels (Stephens, D'Intino & Victor, 1995).  
 
Developing Sustainable Systems 

A systems premise regarding sustainability is that no single organization can be sustainable if 
those interdependent with it are not sustainable. Even modest achievements in sustainability 
cannot be realized without organizations working in concert with others in their system. Here 
we take up the ways in which organizations have worked together to achieve sustainability. 
The growing complexity and scale of development and business processes entail that only the 
largest corporations can even consider ‘going it alone’ in new ventures. Both the chances of 
success and the risk of failure induce managements to deal with such issues from a system, 
not simply an organizational perspective. Experience of such system approaches in general, 
and regarding sustainability development in particular, is growing rapidly. There are different 
ways of defining such systems. 
 
A first group concerns business alliances and consortia that concern the development, 
production and marketing of new products and services, entailing the pooling of critical 
resources, human, social and economic. The Norwegian program ‘Enterprise Development 
2000’ is an example of the Scandinavian model of such collaborative development.  The 
program was a joint venture by the national bodies of the employers and the unions together 
with the Norwegian Research Council. The individual projects were planned and carried out 
by the local social partners with support from government financed researchers providing 
advice, consultation and structured feedback (Gustavsen et al, 2002). Similar projects have 
been conducted in Sweden in the health care sector in which the system represented in a 
project includes different organizations along the health care value chain striving to improve 
the efficacy and efficiency of the services they provide (See Ekman et al, 2008). 
 
A further broadening of the system is achieved in regional development programs in which 
the system includes not only companies and the social partners, but also regional agencies and 
authorities and municipal and city councils. In addition to economic goals, such projects 
usually have labour market, competence development, health and welfare and environmental 
goals or constraints, giving them a distinct sustainability character. This use of collaborative 
learning networks to develop regions may well be regarded as a common approach in Europe 
(see Fricke & Totterdill, 2004; Lundberg, 2004; Gustavsen et al, 2007), though there are 
examples of this in North America (see Walshok & Stymne, 2008). 
 
Yet another form of organizational network focuses learning around issues shared by the 
network members. Certain features of these networks overlap with those mentioned above. 
Such networks seem to be initiated by researchers at prominent universities and in several 
cases have specifically addressed sustainability issues (see Senge and Scharmer, 2001; Senge 
et al, 2006; Bradbury, 2008; Mirvis, 2008). 
  
Toward a Phase-Based Model of the Development of Social Sustainability 
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The model presented in Figure 1 identified the main factors influencing the evolutionary 
process and outcomes of a sustainable development effort. The formulation envisions four 
major sets of interrelated factors/processes with a number of variables that affect the sustain-
able development process and outcomes: (1) becoming aware, recognizing and gaining 
insight; (2) mobilizing resources, building commitment and setting direction; (3) designing, 
experimenting and implementing specific change mechanisms and processes; and (4) 
establishing a state of sustainability and on-going development of learning and reflective 
mechanisms and processes. 

 

 

 
Phase one: Becoming Aware, Recognizing and Gaining Insight 

The first phase is about awareness, recognition, or insight. A key actor or several key actors in 
a work system realize that there is an urgent need for more sustainable operations. These key 
actors in most cases are at the top level of the system; strong leverage for sustainability can be 
generated by the personal insight and commitment of a CEO, other executives, and company 
owners (e.g. Amodeo, in press; Cox, in press). Several factors can provide the first spark for 
sustainability. A sudden and intense recognition of an existing problem can initiate a sustain-
ability journey. For instance, Amodeo (in press) illustrates how a CEO came to see his 
company as “a plunderer of the Earth” and started to work toward ecological sustainability 
based on this insight. However, sustainability can also build on the existing personal value 
base of work system actors (Cox, in press).  
 
This first phase of the sustainability journey requires coming to grips with three kinds of 
factors: leadership, the environment, and the system. Leadership usually brings the external 
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forces into alignment with the internal forces. The leaders’ perceived legitimacy, respect and 
appreciation by members of the system is what generates the buy-in (Boyatzis, 2008). The 
level of trust inherent in the relationships between the leaders and the followers will 
determine the level of openness and risk taking in the sustainable development effort. 
 
The importance of understanding the characteristics of the environment, such as the cultural 
and political environment, the societal and regional trends and, the industrial trends is critical 
in order to appreciate the magnitude of the triggering event/s. The nature of the system can 
have both a positive or negative effect on the nature and outcome of the sustainable develop-
ment effort. For example, development of a coherent strategy within which sustainable 
development is embedded is likely to impact the effort (Kira & Forslin, 2008).  
 
Phase 2: Mobilizing Resources, Building Commitment and Setting Direction 

The phase deals with mobilization, commitment building, and direction setting. An important 
aspect of this phase is developing stakeholder involvement. Various stakeholders that can 
bring to the table different insights illuminating various aspects of sustainability-related 
issues, need to be identified and involved. Involving the stakeholders, building commitment, 
and setting the direction are fluid and not linear processes. Creating arenas for dialogue is of 
utmost importance (e.g. Bradbury, in press). At this critical junction, the more open and 
honest the dialogue, the higher the level of commitment that will be generated.  
 
Phase 3: Designing, Experimenting and Implementing Specific Change Mechanisms and 
Processes 
 
During this phase, the work system designs, implements, and tries out specific change 
mechanisms and processes to promote sustainability. All in all, the capability to learn in 
general and especially for sustainability can be designed and managed rather than left to 
evolve through the normal activities of the system. For example, the literature identified three 
types of learning mechanisms: cognitive, structural and procedural (Shani & Docherty, 2003).  
Cognitive mechanisms provide language, concepts, symbols, models, theories and values of 
thinking, reasoning, and understanding; structural mechanisms provide organizational, 
technical and physical infrastructures such as communication channels, databanks and 
databases, learning specific structures and; procedural mechanisms concern the rules, 
routines, methods, and tools that have been institutionalized in the organization to promote 
and support learning. Many systems tend to develop a tapestry of learning mechanisms that fit 
well within the system culture and context. Finding the balance between the establishments of 
‘new’ learning mechanisms with ‘old’ learning mechanisms is of utmost importance.  
 
Phase 4: Establishing a State of Sustainability and On-Going Development. 
 
Several authors (e.g. Newman, 2005; Bradbury, in press; Cox, in press) point out that 
sustainability is a very dynamic state in the sense that, while the framework of stakeholder 
collaboration and learning for the search of sustainability solutions may be relatively fixed, 
the solutions themselves live and change. Exploration of design and redesign of working 
needs to occur in consultation and involvement of those who know both the way work is done 
currently and have ideas for an alternative future state. This is critical in achieving a 
successful design both from the point of knowledge and ownership of results.  
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The original chapter presents four cases of organizations striving individually or in networks 
to achieve sustainability, formulating their efforts in different terms and adopting different 
strategies. The cases are: 
 
1. Developing the social and technical mechanisms for the sustainable development of work 

systems in the Software Development Firm Inc. (SDF). 
 
2. Transforming the company culture to focus sustainability at Interface Inc. 
 
3. Forming a development coalition for sustainability along the healthcare value chain in the 

Lidköping area, Sweden. 
 
4. Utilizing learning networks to achieve organizational and regional sustainability. 
 
Some lessons from the cases  

Even though the development phases towards sustainability have emerged spontaneously in 
the cases, we propose that by being aware of these phases towards sustainability, other work 
systems can steer and plan their sustainability development.  
 
Sustainability and Reasons to Pursue it 

At Interface and in the Sustainability Networks, the concept sustainability was explicitly used, 
and it was seen to connect to the preservation and regeneration of natural resources – the 
focus was thus on ecological sustainability. However, in these cases, the concern for 
ecological sustainability rapidly created a concern for human and social sustainability; it was 
understood that solutions for ecological challenges faced can not be devised without broad 
participation and fundamental development in stakeholders involved.  
 
At SDF and Lidköping, the aim was to promote operational sustainability while taking care of 
the sustainability of human and social resources engaged in the operations. These cases are 
characterized by a strong commitment to the stakeholder perspective and the creation of value 
for both customers and patients, and for their personnel. In these cases, the actors did not 
directly use the concept sustainability.  
 
It therefore seems that the concept ‘sustainability’ is used more naturally in connection to 
ecological concerns than in connection to concerns for the sustainability of other types of 
resources involved in a work system’s operations. However, regardless of the initial focus, all 
the case work systems ended up including the sustainability of several kinds of resources in 
their approaches. 
 
At Lidköping, sustainable operations were understood to grow from collaboration and mutual 
understanding between different actors or partners in the healthcare process – thus a thorough 
analysis and improvement of the patient pathways spanning the different actors was sought.  
Also here the employees involved had the chance to radically improve their work routines and 
to learn to understand the interdependencies in their work more broadly and thus grow as 
persons and professionals in the organizational development work they were carrying out. 
 
These challenges or opportunities seem to have something in common, namely: 
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• The challenge or opportunity demands balancing different, even seemingly contradictory 
goals or interests. 

 
• The challenge or opportunity cannot be dealt with by a single organization or group on its 

own, but collaboration across traditional boundaries is needed. 
 
The case work systems realized that they could not come to terms with this kind of problems 
or challenges by relying on hierarchical, top-down decision-making or by pursuing the issue 
in an isolated ‘task force’. That is why a new kind of development path towards sustainability 
started to take shape in them.  
 
Steps towards Sustainability 

In every case, the path towards sustainability seems to have included two steps: first, a 
widening and deepening of the understanding of the complexity of the challenges faced and, 
second, a broadening of the circle of different stakeholders involved in the development 
process.  
 
The cases also show how sustainable development in work systems can go beyond ideas, 
values, and mental models. The second common phase we identify deals with mobilization, 
commitment building, and direction setting. Work system actors need to build a plan for how 
they want to change toward sustainability. A vision or an understanding of what sustainability 
in a particular work system can be is formed.  
 
Sustainability is truly something for a generation of peers who respect one another and 
believe in the power of collaboration instead of the power of hierarchy. The second clear 
feature of this activity phase is experimentation. New solutions need to be tested through 
experimentation in order to ensure that they balance different parties’ needs and priorities and 
that they lead to sustainability. 
 
Directions for Future Research 

Due to the emergent nature of the field, its scope, context, mechanisms, change, and 
dynamics, it is impossible to provide a comprehensive path for research.  As can be seen from 
the cases described, developing sustainable work systems is an emerging complex 
phenomenon and a field of study that is in need of much research and discussion.  
 
• The Multiple Nature of Research Issues regarding the Development of Sustainable Work 
Systems 
At the most basic level, sustainability is an intergenerational, multi-scale, and multiple-
domain phenomenon. Facilitating the development of sustainable work systems can be 
enhanced by an interdisciplinary orientation. In this context interdisciplinary differences are 
more constraining than national differences.   
 
• The Need for Longitudinal Studies 
We advocate that future research on sustainability and sustainable development and change 
should explore the contexts, content, and processes of sustainability together with their 
interconnections over time. The combination of the chosen levels of context, the processes, 
and the interaction field brought into an analysis is likely to generate new insights into the 
phenomenon of sustainability. 
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• The Need for Collaborative Research 
Actionable knowledge is viewed as knowledge that can simultaneously serve the needs of 
science and of living systems, e.g., work units, organizations, networks, or societies (Argyris, 
2003).  
 
The focus on sustainability and sustainable development lends itself to the exploration and 
utilization of different alternative participative inquiry approaches. Mohrman and Shani 
(2008) point out that the quality of such collaborative research is dependent on the alignment 
of the researcher-practitioner partners’ purposes in the study, the institutional and resource 
context of collaboration, the mechanisms that enable learning in the collaborative relation-
ships, and the convergence of the languages of practice and theory. Pasmore et al (2008) 
maintain that collaborative research must be characterized by high levels of rigor regarding 
standards of scientific proof; of reflection regarding the partners’ joint creation of new 
insights and theories; and of relevance regarding significant value generated to the 
participating organization(s). 
 
• Exploring the Nature of Partnership in the Development of Sustainable Work Systems 
Partnership and participation are both an end and a means in the context of sustainability and 
sustainable development. Our cases dealing with the design of work and work organization 
indicate that partnership is an important feature of sustainable work.  
 
• The Need for Sustainability Transformation Processes 
An empirical investigation that examines alternative approaches to sustainable development 
and their potential merit is likely to shed some light on the possible approaches, their phases, 
key activities, key processes, and respective outcomes. 
 
•The Role of Learning and Learning Mechanisms 
Despite initiatives for change, organizations manifest a remarkable stability. Interventions 
from internal or external experts, new policies, joint agreements, and government reforms 
often appear to have little effect on the reality of shop or office floors. The wind of change 
soon blows by, and “business as usual” is resumed, often after a considerable waste of 
resources. Repeated change projects with no clear benefit demoralize — and are, in fact, a 
basic cause of such negative phenomena as burnout (Barklöf, 2000). Research on the decay or 
reversal of change processes is needed. 
 
A goal for a sustainable organization is not simply double-loop learning but the ability to 
learn to learn, coupled with a capacity for innovation. The processes of learning and 
development in organizations, including experiential learning, tacit knowledge, communities 
of practice, learning mechanisms, creativity, and development, have all been acknowledged as 
of great importance but are still enigmatic and require much further research.  
 
• The Need for Integrating the Issues for Economic, Social, and Ecological Sustainability 
There is a pressing need for the political and social involvement of all sectors of society 
(“social responsibility”) to ensure that knowledge in the areas of social, ecological, and 
economic sustainability may develop at comparable rates, and that the issues integrating them 
are allotted due attention and resources.  
 
Conclusion 
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How does a work system ‘become’ sustainable?  

What happens in a work system as it suddenly or gradually adopts the basic value of 
sustainability and starts orient towards a new way of operating – a way that is founded on the 
basic idea, value and/or principles of sustainability. The review indicated that such change 
processes deal with adopting a gradually expanding or more complex mental model on 
sustainability that allows more authentic and versatile actions towards sustainability in 
working life.  
 
The issue of sustainability is now clearly on the societal agenda and more research is no 
longer an alternative in lieu of immediate action. The risks and opportunities of the triple 
bottom line, economic, social and environmental outcomes, are clear for organizations 
working alone or in concert with others. The present knowledge of means and ends to 
endeavour to attain and maintain social sustainability should dispel the trepidation of any 
organization from embarking on its own strategy toward that goal. This challenge must now 
be addressed by all organizations. 
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3.2 The Social Partners and Future Work by Peter Totterdill 
 
UK Work Organisation Network 
 
Introduction: Facing Europe’s Challenge 
 
Europe faces many interconnected dilemmas within the global economy: low rates of 
innovation and growth, an insufficient skills base, an ageing workforce . . . and a growing 
recognition that the European Council’s ambitious 2000 Lisbon goal of becoming “the most 
dynamic and competitive knowledge-based economy in the world capable of sustainable 
economic growth with more and better jobs and greater social cohesion, and respect for the 
environment by 2010” is not achievable.  
 
The full potential of social dialogue, and the role of the social partners more generally, in 
addressing these challenges has yet to be unlocked. Successive policy documents have called 
for the broadening and deepening of social partner engagement in order to harness their 
knowledge, resources and commitment. The 2006 Progress Report on the Lisbon Strategy5 for 
example pleads for social partners “to play an even greater role in the development and 
implementation of the renewed Lisbon Strategy, particularly by making joint proposals on 
how they can directly contribute to its success.” However this paper argues that such requests 
are unlikely to go far enough on their own. 
 
The paper is grounded in two principal propositions: 
 
1. That the workplace, particularly the organisation of work and its consequences, 

constitutes the focal point for the achievement of Lisbon’s goals for competitiveness and 
employment. At the same time there is a major gap between leading practice and common 
practice in European workplaces. However the European policy arena and that of many 
member states is largely silent about this issue. New forms of work organisation represent 
an underused resource in the achievement of Europe’s economic and social goals. 

 
2. That social dialogue is a critical factor in identifying and delivering approaches to the 

organisation of work capable of increasing innovation and competitiveness on the one 
hand, and of delivering more and better jobs on the other. However current models of 

                                                 
5 Time to Move Up A Gear The European Commission's 2006 Annual Progress Report on Growth and 
Jobs. Available at: http://europa.eu.int/growthandjobs/pdf/2006_annual_report_full_en.pdf  
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social dialogue are too exclusive and remote from the workplace. Greater involvement of 
national and local social partner representatives is required, enabling them to contribute to 
European dialogue and to become knowledgeable participants in the resourcing of 
workplace innovation. Greater opportunity for dialogue between social partners and other 
actors, such as policy makers (at all territorial levels) and researchers, is also needed. 
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New Goals 
 
The challenges facing the EU require more than instrumental solutions: rather they need an 
approach which engages a wide range of actors in defining and articulating shared aspirations 
for Europe in the 21st Century. The “European Social Model” is often mentioned in this 
respect: 
 

“The European Social Model is a vision of society that combines sustainable economic 
growth with ever-improving living and working conditions. This implies full employment, 
good quality jobs, equal opportunities, social protection for all, social inclusion, and 
involving citizens in the decisions that affect them. In the ETUC’s view, social dialogue, 
collective bargaining and workers’ protection are crucial factors in promoting innovation, 
productivity and competitiveness. This is what distinguishes Europe, where post-war 
social progress has matched economic growth, from the US model, where small numbers 
of individuals have benefited at the expense of the majority. Europe must continue to 
sustain this social model as an example for other countries around the world.”6  
 

This is echoed in the European Council’s famous Lisbon Declaration of March 2000: 
 

“The Union has today set itself a new strategic goal for the next decade: to become the 
most competitive and dynamic knowledge-based economy in the world, capable of 
sustainable economic growth with more and better jobs and greater social cohesion.” 

 
What does this mean in practice? According to an essay written by James Wickham and 
published by the Irish Congress of Trade Unions (ICTU) Lisbon “defines the European 
version of American 'apple pie': not just growth, not just employment, but good jobs and even 
social cohesion as well. In an earlier age, one might have said guns and butter; today the 
cynical might say, having your cake and eating it. No hard choices, just everything you want.” 

7 
 
Yet “Social Europe” is not a vision shared by all governments and social partners in the 
EU27. Wickham suggests that “the statement looks a bit different when you discover that in 
fact the Portuguese presidency had to fight very hard to get the words 'social cohesion' 
included in the Declaration.” Yet if there is a distinctiveness about Europe’s sense of its place 
in the world it lies precisely in this interrelationship between economic performance and what 
might be called social citizenship – the embedding of rights relating to employment, 
healthcare, social protection and education within the society. A society which takes proactive 
and regulatory measures to reduce inequality of opportunity – and sometimes inequality of 
outcome – by improving access to education, health and meaningful employment is one 
which enjoys access to a far wider range of human talent and potential. As Wickham points 
out: 
 

“The US has the most prestigious (and the most expensive) universities in the world, but it 
also has some of the highest levels of adult illiteracy of all OECD countries. Literacy 
levels in the inner city ghettos make mockery of the claim that the USA is a ‘knowledge-
economy’.” 

 
                                                 
6 ETUC website: www.etuc.org/a/111 
7 www.ictu.ie/html/publications/ictu/Essay2.pdf 
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While neo-liberal rhetoric suggests that it is precisely this form of intervention which holds 
back Europe’s growth and prosperity compared with the US (where ‘social inclusion’ or 
‘social cohesion’ are still rarely heard in political discourse), European researchers need to 
turn to the evidence base to uncover the real economic costs of exclusion.  
 
This theme has been taken up by the Danish Confederation of Trade Unions (LO) in its 
approach to “responsible globalisation”8.  The LO points to the risks of a globalisation process 
led by short-term corporate cost-reduction strategies which would undermine the 
competitiveness of EU countries such as Denmark while creating exploitative forms of labour 
in the developing world. However, they argue, the appropriate response is not to oppose 
globalisation: rather it should be grasped as an opportunity for mutual development and 
international cohesion.  However this requires the creation of a sustained and multilateral 
strategy in which social and environmental regulation plays a central role and in which the 
actions of governments and corporations are open to scrutiny. At domestic level it also 
requires a much more explicit focus on an innovation-based economy and on enhancing the 
quality of work and the employability of workers at all levels. Denmark, as the LO points out, 
has made considerable progress in these areas. However the same is not necessarily true of the 
rest of Europe, and there is a need for significant new EU policy “tool-kits” to support the 
building of a responsible globalisation strategy throughout Europe. 
 
Social dialogue9 is central to the distinctiveness of Europe’s position. Its incorporation into 
the founding charter of the European Community points to a recognition that shared spaces 
for dialogue between policy makers and the labour market parties can enrich decision-making 
and harness collective action in pursuit of agreed objectives. Critically, as the following 
sections of this paper argue, social dialogue must come to belie the “apple pie” accusation by 
addressing the hard choices required to achieve win-win outcomes for employers and 
employees. Europe has a long way to go before the talent and potential of its entire people are 
recognised and utilised through work – an issue of mounting concern to all social partners. 
 
 
New Goals for European Policy 
 
Can competitiveness and innovation on the one hand be reconciled with more and better jobs 
on the other? Much of the EU’s Lisbon policy documentation asserts that such convergence is 
possible but with little reference to specific evidence capable of demonstrating the drivers for 
such convergence, the characteristics of convergence or the obstacles to achieving 
convergence.  
 
The workplace constitutes the focal point at which convergence between competitiveness and 
employment is (or is not) achieved in practice. It is sometimes argued that the design of work 
organisation is principally an internal issue for enterprises, one in which external bodies have 
very little legitimate interest. In practice the workplace rarely appears as more than a black 

                                                 
8 Fallenkamp, B. Globalisation, outsourcing and working conditions. Presentation to the UKWON 
Social Dialogue Inquiry, Brussels, 28th February 2006. See LO, 2006, Denmark in a Globalised 
World. LO: Copenhagen. 
9 Social dialogue is defined as “a tool to ensure the smooth functioning of labour markets, recognised 
by articles 138 and 139 of the EC Treaty . . . it refers to the discussions, negotiations and the joint 
actions undertaken by the social partner organisations representing the two sides of industry . . . at EU-
level” (UNICE: http://212.3.246.118/content/default.asp?PageId=372).  
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box in policy discourse. Yet workplace characteristics substantially determine outcomes in 
key areas of policy concern such as the innovative capacity of European enterprises, their 
ability to compete, and their ability to attract, deploy and retain skilled labour. Workplaces are 
the principal locus of lifelong learning, and quality of life at work is a significant influence on 
both health and retirement age. There is also an increasing body of evidence (largely 
unacknowledged in the policy documentation) which demonstrates that the benefits of 
investment in workforce development and ICTs sought by the Lisbon strategy10 are only fully 
realised when undertaken in tandem with innovation in work organisation11.  
 
The Hi-Res study12 concluded that emerging ways of organising work represent an under-
utilised resource in Europe, providing evidence that they offer the potential for convergence 
between enhanced organisational performance, employment growth and quality jobs through 
social dialogue:  
• Improving organisational performance and competitiveness through successful innovation 

in products, services and processes. Benefits identified from case study evidence include 
enhanced rates of innovation, greater responsiveness to customers, improved productivity, 
better quality, cost reduction and lower staff turnover.  

• The enlargement and enrichment of jobs, allowing employees more control over their 
working environment and greater opportunities for innovation, enhancing learning, 
workplace health and quality of working life. Increased competencies resulting from such 
jobs enhance the employability of individual workers in increasingly volatile labour 
markets. New forms of work organisation can also be sensitive to the needs and 
contributions of specific labour market groups such as older workers. 

 
Successful and sustainable approaches to work organisation draw extensively on knowledge, 
skills and dialogue created by social capital. This includes research by public bodies, services 
provided by intermediate organisations, formal or informal networking, education and 
training provision and the system of industrial relations. Policy makers and social partners 
have an interest in ensuring that these wider resources are made available to support new 
forms of work organisation which balance economic and social dimensions.  
 
The workplace dimension in EU Policy 
 
Workplace innovation and the modernisation of work organisation appear as recurrent themes 
in successive EU policy documents and communications. Odile Quintin, the Commission’s 
then Director General for Employment & Social Affairs, told a Dublin EU Presidency 
Conference in February 2004 that the modernisation of work is at the heart of the Lisbon 
strategy and that member states need to use all the means at their disposal to accelerate the 
pace of workplace change13. This echoes the conclusions reached at the Danish Presidency 
Conference on work organisation in Roskilde during November 2002. Later “the design and 

                                                 
10 Delivering Lisbon – reforms for the enlarged union COM (2004) 29 final/2.  
11 See for example Totterdill, Dhondt & Milsome, 2002, Partners at Work? A Report to European 
Policy Makers and Social Partners. Nottingham: The Work Institute  
(www.hi-res.org.uk). 
12 Ibid.  
13 Unpublished report of the EU Presidency Conference on Adaptability and Adjustment to Change in 
the Workplace. 26th/27th February 2004, Dublin Castle. 
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dissemination of innovative and sustainable forms of work organisation”14 are cited in 
Commission policy as a means of enhancing productivity, responsiveness and quality, as well 
as improving working life and the retention of older employees. Yet, despite recognition of 
the role of workplace social dialogue in promoting inclusive and sustainable innovation, there 
remains little sense from the policy documentation of how the “positive management of 
change”15 is achieved in practice, or therefore of the types of intervention needed to resource 
and sustain it.  
 
Recent EU policy outputs relevant to the workplace read like a checklist of fashionable ideas 
of good practice, for example, Corporate Social Responsibility, Financial Participation, 
Anticipating and Managing Change and Work-Related Stress. There are also clear cross-
cutting priorities for action, notably:  
 
• the balance between flexibility and security (“flexicurity”),  
• the positive management of change, 
• investment in research and the distribution of knowledge, especially at enterprise level).  
 
Each of these policy interventions makes a potentially significant contribution in its own right 
to European economic and social policy objectives but collectively offer an insufficiently 
integrated vision of the sustainable workplace.  
 
The renewed Lisbon Strategy agreed at the Spring European Council in March 2005 put 
growth and jobs at the top of Europe’s political priorities and implied fresh commitment to a 
comprehensive approach. This commitment was given further weight by agreement on the 
Integrated Guidelines for Growth and Jobs16 which “provide a clear roadmap for the design 
of national reforms” and pursue economic and social modernisation “in a distinctively 
European way.”17 In fact the Integrated Guidelines, both for 2005–8 and for 2008–10 do 
offer some specific markers for the construction of a workplace-focused strategy for Europe: 
the problem is that there is no evidence that these are influencing the national programmes of 
Member States in a systematic way.   
 
New Processes 
 
If the vision of a competitive, knowledge-led economy characterised by high quality employ-
ment and social cohesion is not to be dismissed as well-intentioned fantasy, Europe needs a 
comparable vision of the sustainable workplace and a clear sense of the actions required by 
policy makers, social partners and other actors in order to deliver it. What happens in the 
workplace and what happens in Brussels can sometimes seem very far apart. However the 
divide between the strategic policy framework represented by Lisbon and the organisation of 
work in the enterprise need to be bridged by forms of extended social dialogue in which social 

                                                 
14 See for example Council Decision of 22nd July 2003 on guidelines for the employment policies of the 
Member States (OJEC, 5.8.2003, L 197/13), para. 14. 
15 European Social Dialogue, a force for innovation and change (COM 2002) 341 final. Brussels: 
European Commission. 
16 European Commission, 2005, COM(2005) 141 final 2005/0057 (CNS). 
17 European Commission, 2006, “Time to Move Up A Gear” The European Commission's 2006 
Annual Progress Report on Growth and Jobs: 
(http://ec.europa.eu/growthandjobs/pdf/2006_annual_report_full_en.pdf). 
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partners and policymakers at all territorial levels are brought together. This section explores 
ways in which that might happen.  
 
New challenges require new approaches to collaborative action. Existing structures for social 
dialogue have made tangible progress in several areas with the adoption of over 40 joint texts 
by the cross-industry social partners as well as agreements on issues such as parental leave, 
part-time work and fixed-term contracts which were subsequently incorporated into EU 
Directives. Yet the complexity of the challenges and opportunities which Europe faces is 
growing. There is a need to engage a wider range of actors in realising European goals and, in 
particular, to build closer relationships between social partners, policy makers, researchers, 
and others at all territorial levels across the EU. There is a need to ensure closer convergence 
between high level dialogue in Brussels and the changes taking place in workplaces and 
working lives. There is a need to add a new dynamism to the ways in which social partners 
and others throughout Europe engage with emerging trends and policies, and to engage these 
actors more fully in identifying “what works” – and what doesn’t. Finally there is a need to 
ensure that stronger bridges are built between the outcomes of dialogue and concrete actions. 
 
Collectivism and diversity: extending social dialogue 
Some definitions of European Social Dialogue are largely restricted to discussions between 
the Brussels-based organisations that represent national employers’ bodies or trade unions, 
events often convened by the European Commission. Such a model simply assumes that 
social dialogue is informed by a two way flow between the workplace, national organisations 
and the European Social Partners.  
 
Such hierarchical models are prone to limitations. Indeed there is a significant gap between 
the relatively abstract European-level dialogue which takes place about trends and policy 
interventions on the one hand, and the real changes affecting workplaces and working lives on 
the other.  
 
It is widely considered that actually existing social dialogue is insufficiently inclusive and 
therefore lacks the depth required for real understanding of underlying forces or for 
identifying effective actions. In short, social dialogue at the present time often fails to capture 
the tacit knowledge and experience of front-line actors. Closing the gap is a precondition for 
the establishment of truly evidence-based policy making. 
 
While acknowledging acknowledges the central role of collectivism at EU level, the task is to 
find ways of balancing it with greater inclusiveness and diversity. New arenas are required to 
enable a wider range of actors – including social partners, policy makers and researchers at 
national and regional levels – to engage in dialogue around European policy objectives: in 
summary a vision of Extended Social Dialogue as a driver for both innovation and cohesion 
throughout Europe.  
 
The nature of these arenas will vary considerably to reflect national circumstances including 
density of trade union and employers’ organisation membership, the industrial relations 
framework, and a wide range of institutional and cultural factors. Indeed there is considerable 
scope for innovation and experimentation in the design and leadership of new arenas capable 
of reflecting these diverse factors. 
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Extended Social Dialogue – about what? 
 
Dialogue is the vital resource in increasing the visibility of how work is organised – of 
addressing the balance between productivity and innovation and thereby exposing the 
relationship between what happens in the workplace and the achievement of Europe’s policy 
goals. Subjecting decisions, dilemmas and challenges to scrutiny does not simplify choices 
but it can make them more robust, allowing hidden interdependencies and obstacles to be 
identified and addressed, allowing the tacit knowledge of stakeholders to be captured and 
deployed, and enhancing the commitment of all actors to an agreed course of action. The Irish 
National Centre for Partnership and Performance’s Forum on the Workplace of the Future18 
offers a particularly valuable lesson in how work organisation can act as the glue in 
formulating a joined-up response to a series of diverse economic and social policy challenges.  
 
The Commission19 would specifically like to see progress made by the social partners in the 
three main areas identified by the Employment Task Force report: improving labour force 
adaptability, investing in human capital and job quality, and attracting more people to the 
labour market. However the potential scale of the task is barely reflected in either the intensity 
or scope of current activity. As we have argued above, workplace factors have a profound 
bearing on these three key policy areas by creating the context for, amongst other things, 
functional flexibility, learning, skill utilisation, quality of working life, motivation and 
retention.  
 
This raises a question of fundamental importance for the direction of social dialogue: is work 
organisation itself a legitimate focus for social dialogue, or is it the key to be deployed within 
social dialogue to unlock a deeper understanding of critical policy issues such as 
competitiveness and demographic change, and to identify the solutions?  
 
Work organisation and its implications for competitiveness and employment are insufficiently 
understood by many social partners and policy makers. Successive attempts to raise its policy 
profile such as the 1997 EU Green Paper Partnership for a New Organisation of Work20 have 
not met with overwhelming acceptance. Nonetheless it has been argued on several occasions21 
that the differential economic and social impact of competing approaches to work organisa-
tion demands that social partners and policy makers “take sides”. There is ample evidence that 
“high road” models of work organisation can bring together long-term competitiveness, 
employability and a high quality of working life, yet it is equally apparent that such cases are 
most likely to emerge from a nurturing web of social partnerships, knowledge infrastructure, 
education, labour market conditions and macro-economic policy. The implication is that work 
organisation must become as clear a policy issue at EU level as it has become in certain 
member states. Yet while work organisation appears as part of the policy narrative relating to 
key dimensions of the Lisbon review process, it is also clear that there is a considerable 
distance to travel before it is recognised as a focus for policy intervention in its own right. 
 
                                                 
18 NCPP, 2005, Working to our Advantage: A National Workplace Strategy, Dublin: NCPP 
(downloadable at www.ncpp.ie). 
19 European Commission, 2004, Communication on the European Social Dialogue 
(http://ec.europa.eu/employment_social/social_dialogue/comm_en.htm). 
20 European Commission, 1997, COM (97) 128 final, 16.04.1997. 
21 See for example Totterdill, Dhondt & Milsome, 2002, Partners at Work? A Report to European 
Policy Makers and Social Partners, Nottingham: The Work Institute (www.hi-res.org.uk). 
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Defining the scope of Extended Social Dialogue 
The potential of Extended Social Dialogue lies in its distinctive but interwoven strands: the 
critical scrutiny of emerging trends, public policy and social partner competence.  
 
Scrutinising trends 

Extended social dialogue should draw on widespread evidence from workplaces, by building 
bridges between academic knowledge and practice. Patterns in the forces driving change, the 
characteristics of organisational innovation, the impact on performance and working life, and 
the obstacles to sustainability can be detected through structured dialogue.  
 
Current debates on new forms of work organisation remain excessively influenced by 
examples from manufacturing often at the expense of a new economy characterised by diverse 
and sometimes uncharted work patterns. Extended social dialogue requires a diverse range of 
participants to redress this imbalance. 
 
Extended social dialogue also has an important role to play in identifying the appropriate 
qualitative and quantitative indicators against which to measure sustainable organisational 
practice; it should also stimulate the benchmarking of workplace practices – not only to 
identify evidence of success but also to learn from failures. Evidence of macro-level develop-
ments also requires scrutiny, including for example the work organisation implications of 
emerging technologies and labour market trends. Outputs from such dialogue can generate 
actionable knowledge leading to guidelines for practitioners (the Irish Forum on the Work-
place of the Future provides a good example of how a combination of research and extended 
social dialogue between employees, trade unions and employers lead to the generation of 
practical outcomes22). 
 
Policy scrutiny and revision 

Extended social dialogue can improve the process of policy design and implementation by 
grounding it in practical knowledge and experience and by forcing an engagement with 
different interests and perspectives. While this is the function of the social dialogue mecha-
nisms led by the European social partners and European Commission, it can be argued that 
current processes are too rigid, over emphasise formal agreements and draw on the voices of 
too few people. Experiences at local level show that policy development can be a series of 
creative acts involving openness, informality, a willingness to experiment and a commitment 
to finding the better argument rather than reinforcing institutional positions23. New structures 
are not sufficient. Extended social dialogue needs new ways of animating dialogue which 
engage a much wider range of participants and lead to concrete means of evaluating, refining 
and improving policy. 
 
Policy innovation 

Social dialogue can also identify significant gaps in the scope of individual measures or 
proposals, and in the overall policy framework. We have argued above that policy silences 
about the black box of work organisation damage prospects for realising major policy goals. 
                                                 
22 Ibid. 
23 See for example the chapters by Banke et al, Claussen, Ekman Philips et al, Ennals, Gustavsen and 
van Klaveren in Fricke, W., and Totterdill, P., Action Research in Workplace Innovation and Regional 
Development, Amsterdam: John Benjamins Publishing. 
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Social partners are well placed to identify the obstacles that poor workplace practice can 
impose on the achievement of targets in policy areas as diverse as innovation, competitive-
ness, employment, demographic change and mental health – and to evaluate the potential for 
corrective intervention. The “positive management of change” in Europe requires an environ-
ment abundant in resources for learning and support, accessible to enterprises and their 
workers throughout the EU. Targeted public intervention with social partner support is 
effective in building such an environment, not only by supporting change in the individual 
workplace but by building a wider infrastructure for innovation.  
 
Building competence and capacity 

Social partner organisations need spaces to reflect on their own competence and capacity to 
respond to the new challenges. In many parts of Europe trade unions and employers’ organi-
sations have few resources to act outside the traditional industrial relations sphere, lacking 
appropriate skills, knowledge, access to research facilities and experience of emerging 
practice in the organisation of work. There is scope for both partners to collaborate in building 
shared competence and capacity, demonstrated by joint initiatives such as New Work 
Organisation in Ireland24 − an innovative and successful project during the late 1990s made 
possible by the availability of European Social Fund resources. More recently the establish-
ment of the National Centre for Partnership & Performance25 in Dublin builds on these gains 
and provides a proactive framework for dialogue and collaboration between employers, trade 
unions and the state. The Istituto per il Lavoro in Bologna26 was an important example of 
institutional capacity building in the South of Europe resulting from dialogue between 
regional social partners and policy makers, but its recent demise illustrates the problems of 
volatile funding in areas not deemed as being within the policy core by national governments 
and the EU.  
 
In each case of social partner competence building, the European dimension has been of 
particular importance. Policy leadership from the Lisbon process, the use of Structural Funds 
to pilot new approaches and the role of Research and Development programmes in promoting 
knowledge sharing all help to grow competence and capacity. However the question of why 
the availability of such resources has not stimulated comparable actions more widely remains 
pressing. In part the answer lies in the need for greater EU policy integration, a stronger steer 
from formal instruments such as the European Employment Strategy and more support for 
‘policy entrepreneurs’ on the ground. 
 
Capacity building for social partners is a particular challenge in Southern Europe27 and the 
new member states; further work is needed to understand both the obstacles and the 
opportunities which they face. Emergent approaches in such countries may look very different 
from models characteristic of Northern Europe; the early establishment of cross-European 
mechanisms for comparison and for the pooling of knowledge will be important in building 
cohesion and sustainability.  
 

                                                 
24 Savage, P. T., (1999), New Work Organisation in Ireland. Irish Productivity Centre, Dublin. 
25 www.ncpp.ie  
26 www.ipielle.emr.it/eng/ 
27 Garibaldo, F. And Telljohan, V., eds, (2007), New Forms of Work Organisation and Industrial 
Relations in Southern Europe, Frankfurt-am-Main: Peter Lang. 
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Tangible outcomes for Extended Social Dialogue 
 
The EU has begun to recognise the need for new forms of dialogue to address challenges of 
adaptation in the global economy. It calls for new capacity for social partner engagement in 
the “positive management of change” – in other words increasing the ability to identify and 
implement “win-win” approaches which secure longer term competitiveness as well as “more 
and better jobs”28. The Commission's Communication on the European Social Dialogue29 
urges the social partners to ensure that social dialogue leads to concrete results and 
encourages them to raise awareness of their outputs more widely.  
 
Regulation plays an important and perhaps an increasing role in key areas such as occupa-
tional health and safety, working time and employee participation, though it might be argued 
that regulatory mechanisms are often applied where there is weak potential for agreement 
through social dialogue. Regulation however does not in itself lead to the types innovation 
required in sustainable 21st Century workplaces.  
 
The real strength of extended social dialogue must lie not just in its ability to identify collec-
tive solutions to common problems but in its ability to enthuse and engage actors at all 
territorial levels in the process of implementation.  
 
Deepening and extending social dialogue, and creating new spaces for collaboration between 
social partners and policy makers, therefore has an impact at three levels: the policy level, 
institutional competence development and workplace innovation. 
 
New modes of public policy 
 
This paper has argued that the workplace is the locus of reconciliation between the twin 
Lisbon aims of competitiveness and employment. Proactive measures by business support 
organisations and social partners are of proven30 value in stimulating and resourcing the 
introduction of new ways of organising work through, for example: 
(a) provision of knowledge-based services and other publicly provided forms of support 

as a means of raising awareness and resourcing workplace innovation; 
(b) creation of opportunities for networking and peer exchange between companies as a 

means of learning through shared experience; 
(c) capture and dissemination of knowledge and experience from workplaces across 

Europe to help understand emerging trends and to inform learning and dialogue; 
(d) widespread provision of support for action research on innovative approaches to 

change, especially in new contexts31; 

                                                 
28 See especially European Social Dialogue, a force for innovation and change (COM 2002) 341 final. 
Brussels: European Commission. 
29 http://ec.europa.eu/employment_social/social_dialogue/comm_en.htm  
30 See Business Decisions Ltd, 2002, Government Support for New Forms of Work Organisation. 
EWON research paper available at 
http://europa.eu.int/comm/employment_social/socdial/workorg/ewon/survey_final.pdf 
31 Gustavsen, B., 2006, Regional innovation & work organisation. Presentation to the UKWON Social 
Dialogue Inquiry, Brussels, 28th February. See also Gustavsen, B., 2004, ‘Participation and Local 
Organisation’ in Fricke, W., and Totterdill, P., Action Research in Workplace Innovation and Regional 
Development, Amsterdam: John Benjamins Publishing. 
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(e) creation of development coalitions at regional, national and transnational levels to 
close the gaps between key actors and stakeholders with an interest in work 
organisation32; 

(f) provision of access to training capable of building the competencies associated with 
new forms of work organisation. 

 
In recent years a number of exemplary initiatives have been developed to address these issues 
in some member states; the Norwegian Enterprise Development 2000 and Value Creation 
2010 Programmes33 and the Finnish National Workplace Development Programme34 are 
amongst several frequently quoted examples35. These programmes combine several of the 
elements listed above, involving close co-operation between public policy makers and social 
partners in both their design and delivery.  
 
Even an elementary understanding of the obstacles to new forms of work organisation points 
to significant gaps in the policy framework at European, national and regional levels. The 
European Commission, most member states and the social partners have considerable ground 
to cover before it can be claimed that a coherent policy framework is in place across the EU. 
European policy makers and social partners need a much better understanding of the nature of 
workplace innovation and its wider implications for economic and social goals. Extended 
social dialogue must contribute to a significant policy development task if Europe is to realise 
the full potential offered by new forms of work organisation. For example: 
 
A. Beyond a small number of specific issues such as working time and teleworking, work 

organisation has not been adequately addressed by the European Employment Strategy 
through the Guidelines for the employment policies of Member States. It provides no 
effective guidance on policy measures to close the gap between leading-edge practice and 
common practice in European workplaces.  

 
B. The European Social Fund (ESF) is rarely effective as a resource for supporting new 

forms of work organisation. ‘The modernisation of work organisation’ is defined as an 
ESF objective by the European Commission but is typically not fully understood by 
national administrations and is largely ignored in regional development plans and project 
scoring measures. Moreover the administrative procedures associated with European 
Social Fund projects are hard to manage and make participation difficult for many 
enterprises36. 

                                                 
32 Ibid. 
33 Ibid. 
34 Alasoini, T. The Finnish National Workplace Development Programme as a New Public Policy 
Strategy. EWON Research Paper available at 
http://europa.eu.int/comm/employment_social/socdial/workorg/ewon/pres_ta_together.pdf 
35 See also Business Decisions Ltd, 2002, Government Support for New Forms of Work Organisation. 
EWON research paper available at 
http://europa.eu.int/comm/employment_social/socdial/workorg/ewon/survey_final.pdf 
36 Centre for Enterprise, 2002, The use of ESF Funds in supporting the modernisation of work 
organisation. Unpublished EWON Report. 
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C. There is little recognition of the role of organisational factors in innovation processes 

within the EU’s Seventh Framework Programme for Research and Technological 
Development. More research, especially action research, is required to identify and 
develop workplace conditions conducive to innovation.  

 
D. Europe lacks a system of knowledge management on work organisation. The diversity of 

European experience offers a potentially powerful learning resource for actors at all levels 
yet there is no effective mechanism for the sharing of knowledge and experience on a 
systematic basis. Practitioners in each member state are continually forced to reinvent the 
wheel.  

 
New coalitions, institutions and roles  
 
Innovation is not a placeless process. Workplace innovation is a collective act, grounded in 
interdependence between firms and actors within the broader network of social relationships. 
Drawing on the Norwegian experience for example, the emergence of “development 
coalitions” at regional level is grounded in open and inclusive dialogues between diverse 
partners and demonstrates considerable potential for stimulating and diffusing innovation37. 
Even researchers can become informed participants within such coalitions, contributing a 
specific type of knowledge to the development process while at the same time providing 
partners with opportunities for critical self-reflection. Action research, in this sense, becomes 
a key resource in the regional toolkit. The Enterprise Development 2000 and Value Creation 
2010 Programmes in Norway38 provided fresh opportunities for action research-based 
intervention at regional level. Territorial networks are powerful not just because they can lead 
to the sharing of knowledge but because they animate dialogue capable of translating 
generalised constructs such as ‘total quality’ into locally-owned concepts of practice. 
 
Coalition building and institutional development may well need the framework of a broader 
institutional and policy structure in order to thrive. The existence of intermediate 
organisations, designed to work in the spaces inaccessible to statutory bodies, can be vital in 
animating new thinking and practice. As semi-independent organisations, and perhaps 
accountable to a wider group of stakeholders, they can work in more flexible and creative 
ways than their parent institutions. In many European regions the creation of such 
organisations must be seen as a policy priority, and certainly a precondition for building 
effective development coalitions.  
 
In the UK, a long-term gap at the heart of national policy provided the context for the creation 
of the UK Work Organisation Network as a coalition of researchers, social partners and policy 
makers39. Likewise the tripartite Istituto per il Lavoro played a comparable role until its 
demise at regional level in Emilia Romagna,40. Such network organisations can act as 
important animators of dialogue and action in support of workplace innovation operating at 
                                                 
37 See the Integrated Innovation volume at www.ukwon.net for a detailed account of development coalitions in theory and practice.  

38 Gustavsen, B., 2004, ‘Participation and Local Organisation’ in Fricke, W., and Totterdill, P., Action Research in Workplace Innovation and Regional 

Development, Amsterdam: John Benjamins Publishing. 

39 Ennals, R., Ford, C. and Totterdill, P., 2001, ‘The UK Work Organisation Network: A National Coalition for Working Life and Organisational Competence’ 

in W. Fricke and P. Totterdill Action Research in Workplace Innovation and Regional Development, Amsterdam: John Benjamins Publishing. See also 

www.ukwon.net.  

40 www.ipielle.emr.it/eng/.  
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national, regional and local levels. Yet the volatility of funding regimes, not least from the 
EU, actively undermines attempts to sustain the social and intellectual capital built up by such 
institutions. Social partners may take a longer term view of restructuring and need to persuade 
public funders at EU and other territorial levels to recognise the damage done to intangible 
assets by short term project-driven perspectives. 
  
Employers’ organisations and trades unions can also develop new roles as participants in 
organisational learning and innovation. For example the creation of new capacity enabling 
social partner organisations to play a hands-on role in facilitating workplace innovation was 
defined as a key objective for the New Work Organisation in Ireland programme 41. Much 
more research and experimentation is needed to realise the full potential of local trade union 
officials and stewards as knowledgeable participants in workplace innovation, as well as to 
develop their capacity to secure employee engagement across the workforce. Trade union 
representatives can play an important role in the generation of actionable knowledge at the 
workplace, perhaps by building ‘researcher-practitioner partnerships’ with individual 
academics which capture and analyse real-life stories from the front line.  
 
Bringing social dialogue to the workplace 
 
We have argued that the ‘black box’ of work organisation needs to be unpacked: that the way 
in which work is organised is a matter of concern in the wider public sphere and that likewise 
there is a wider public obligation to promote economically and socially sustainable 
approaches. Yet while social dialogue at national or European levels can seem very remote 
from the day-to-day workplace arena, an increasing body of evidence demonstrates the central 
role that dialogue plays in workplace innovation. Critically we need to escape from the notion 
that work organisation is the product of applied expertise in which there are preferred 
‘solutions’. Rather the organisation of work should be understood as a continuously evolving 
state which reflects complex interaction between dialogue, creativity and learning - and one in 
which the quality of these variables determines the level of sustainability. 
 
Research and the exchange of experience between key actors across Europe42 suggests that the 
‘high road’ of sustainable, win-win approaches to the organisation of work is most likely to be 
achieved when: 
1) Employees are regarded as active partners, treated as responsible people who will react 

constructively and who want to contribute to the full extent of their individual capabilities. 
2) The workplace has developed a culture which values participation and involvement, with 

a work environment in which everyone contributes for the benefit of the organisation as a 
whole. 

3) Participation and involvement at the workplace level are linked to the development of new 
competencies. Sometimes this means finding ways of utilising existing skills more 
effectively, but very often new investment in training will be required. Learning is an 
integral part of job performance. 

                                                 
41 Savage, P. T., 1999, New Work Organisation in Ireland. Irish Productivity Centre, Dublin. 

42 See for example Totterdill, P., 2002, Developing new forms of work organisation: the role of the 
main actors. DG Employment & Social Affairs, KE-47-02-1123-EN-C. Brussels: European 
Commission. Also Totterdill, Dhondt & Milsome, 2002, Partners at Work? A Report to European 
Policy Makers and Social Partners Nottingham: The Work Institute (www.hi-res.org.uk). 
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4) When organisational innovation is initiated in the workplace, employees can see 
immediately that it is directly related to the achievement of transparent performance 
measures. 

5) New forms of work organisation are explicitly informed by a win/win perspective. This 
means that the worker must recognise and influence the potential for improvements in job 
quality and working life. 

6) Employees have some control over their work environment, including involvement in 
planning and the ability to strike a balance between routine tasks and more demanding 
roles. 

 
Critically this involves the negotiation of an appropriate balance between the direct participa-
tion of employees in decision making and change on the one hand, and representative partici-
pation in strategic issues by trade unions and employee representatives on the other. Such 
balances are typically very sensitive, seeming to threaten both the management prerogative to 
involve employees directly and the trade union prerogative to represent employees 
collectively.  
 
Workplace social dialogue in its broadest sense is therefore at the heart of workplace 
innovation. Indeed we would argue that the opportunity to engage in extended social dialogue 
relating to working life is a right – and a responsibility – for all European workers. New 
workplace partnership or dialogue forums are required, running in parallel with established 
industrial relations negotiations - and the metaphors “boxing” and “dancing” are frequently 
used to denote the distinction between adversarial and co-operative forms of dialogue in this 
context. “Dancing” provides the opportunity for employers to harness the creativity and 
commitment of frontline staff, gaining access to their tacit knowledge and experience43. For 
employees and their representatives this engagement offers the potential to move beyond the 
adverse or lowest common denominator consequences which have often characterised 
workplace redesign, unleashing innovation “win-win” solutions and gainsharing. Dialogue 
forums can also hold management performance against agreed practices or standards to 
account, and there is case study evidence that they can be effective in balancing strong 
leadership with inclusive involvement. 
 
However trade union representatives in the workplace rarely have access to sufficient time, 
resources or knowledge. They need further external support (as discussed above), a 
recognition by employers that engagement in developmental issues requires considerably 
more time away from normal duties, and the development of a new set of “dancing” skills.  
 
From the perspective of social partners and policy makers alike effective models of dialogue 
in the workplace are of increasing importance; further research and opportunities for the 
exchange of experience across Europe will be of considerable value.  
 

                                                 
43 Huzzard, T., Gregory, D., and Scott, R., 2005, Strategic Unionism and Partnership: Boxing or 
Dancing? Oxford: OUP. 
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Roadmap 
We can identify the following immediate actions as means of building social dialogue in the 
three spheres of public policy, institutional competence and workplace innovation: 
 
1. Scenario Building for social partners, policy makers and researchers, designed to 

explore the future of work and organisations, and to articulate and inform the strategic 
choices faced by key actors.  

 
2. Social Partner Inquiries which will critically interrogate practitioners involved in 

workplace innovation as a means of identifying and disseminating actionable 
knowledge relating to sustainable dialogue-based approaches to the organisation of 
work. This process should lead to the production of a practitioner-focused European 
Workplace Strategy, centred on evidence-based approaches to organising work. 

 
3. A Social Partner Policy Forum which will proactively investigate and debate 

emerging policy issues with relevant officials from the European Commission and 
member state governments drawing on the innovative practice at workplace, regional 
and national levels represented in the European Workplace Strategy. Suggested issues 
include flexicurity, innovation and employment, and the ageing workforce. 

 
4. National/Regional Workplace Development Forums led by national social partner 

organisations with the participation of public policymakers and researchers. By 
establishing territorial development coalitions of enterprises, trade unions and other 
actors the aim is (a) to build capacity and competence within national/regional social 
partner organisations; (b) to explore the potential for territorial coalitions as a means of 
modernising the organisation of work through social dialogue at the local level; (c) to 
capture and disseminate front-line experiences as a contribution to strands 2 & 3 above.  
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3.3.  National Report: Germany by Jürgen Howaldt et al 
 
Sozialforschungsstelle Dortmund (Dortmund Social Research Centre). Prof. Jürgen Howaldt 
and Dr. Heike Jacobsen (together with Emanuel Beerheide, Monika Goldmann, Ellen Hilf, 
Helmut Martens, Bastian Pelka, Ulrich Pröll, Antonius Schröder, Jürgen Schultze and 
Michael Schwarz) 
 
Background 
 
In this paper a number of key expectations on employment in Germany have been formulated 
for the next few years by Sozialforschungsstelle Dortmund as a central research institute 
within Technische Universität Dortmund (Dortmund Technical University). Naturally, any 
forecast as far as 2020 is subject to considerable uncertainties. In this paper we are working 
on the assumption that, over the next twelve years, developments will not take any major new 
directions which have not been identified already and that no fundamental external events will 
cause any sustained shake-up in the world of labour. Rather, we are assuming that 
transformation will take place through the intensification of certain phenomena, through 
cushioning effects and through deviations, depending on the routes taken, but not through 
sudden, radical changes or indeed any changes that might go beyond whatever extraordinary, 
radical changes have already been identified up to this point. This approach is partly the result 
of the specific experience gained by our institute. 
 
Sozialforschungsstelle Dortmund (sfs) is rich in traditions. With a workforce of approx. 75, it 
is the biggest German sociological institute in the field of labour research. For a number of 
decades our facility has conducted empirical sociological research into many areas in the 
development of labour, employment, organisational and industrial issues. Its research profile 
is marked by its close focus on the practical problems of companies and their workforce as 
well as on political strategies designed to overcome and control such problems. The specific 
strength of the institute lies in its wealth of experience from working with industry on the 
analysis of social developments and from helping to influence such trends. The primary 
purpose of this research focus is to identify the forms, conditions and consequences of general 
social, technical and political developments within a certain empirical field and to describe 
the same as capable of being moulded.  
 
This approach eventually prompted us to write this paper, which is based on a wide range of 
experience and knowledge gained by the researchers who are experts in each of the fields 
specified here. A workshop was held by the entire institute, looking at the hypotheses that had 
been developed by these experts on expected future developments. These were subjected to a 
critical and intensive discussion by their colleagues at sfs.  
 
1. Basic assumptions 
We are convinced that we are currently experiencing a fundamental transformation in industry 
and society, a change that has a far-reaching impact on the world of labour. This radical 
change from an industrial to a knowledge and service society is causing upheaval to all the 
existing forms of enterprise, employment and labour.  
 
However, any forecasts of specific developments must be treated with caution. It is one of the 
characteristic features of the present radical changes that they are not caused by one-
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dimensional factors, but are marked by a high level of complexity. Until the 70s of the last 
century technical progress and formal rationalisation were seen as the predominant driving 
forces for any change in the world of labour and were used as blueprints for far-reaching 
forecasts (take, for instance, the three-phase models). Over the last few decades, however, 
there has been an increasing awareness for the complexity of such changes. This is reflected, 
for instance, in the analyses of national innovation and production models, in different 
varieties of capitalism and in diversified corporate and Group strategies. Moreover, increasing 
globalisation is leading to a marked increase in mutual interdependencies. Developments such 
as the credit crunch, the rising cost of energy and regional conflicts can have far reaching 
effects on economic and social developments throughout the world.  
 
2. Main tendencies 
So what can we expect for the future under these complex conditions? In this paper we have 
formulated some of our expectations in the light of the questions we received. 
 
2.1 Increasing segmentation of the labour market and continued erosion of 'normal 

employment'  
 
The erosion of the traditional, standard concept of employment and, with it, the segmentation 
of the labour market – particularly through the proliferation of "flexible" and 'non-typical' 
forms of labour – is likely to continue until 2002. Each segment of the labour market is more 
and more clearly developing into a stable working environment that is separate from others, 
with its own typical risk/resource pattern and at the same time very different structures when 
it comes to the "space of opportunities" that is provided for the socially beneficial creation of 
health and safety at work, stable career development prospects and reliable long-term 
prospects for the shaping of one's private spheres of life. 
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A number of cross-sectional trends can be observed in all segments: 
 
• Increasing redistribution of regulatory burdens to the workforce and a growing need for 

self-regulation on the part of each individual (see also 2.5). 
 
• The legislative broadening of local leeway for preventative powers and for employment 

policies (elimination of red tape and deregulation) without any corresponding extension of 
local decision-making powers (e.g. entrepreneurial skills, health and safety 
communication, forms of investment). 

 
• Loss of significance of the traditional operational setting (e.g. health & safety promotion), 

increasing significance of other settings with high potential such as: local/regional 
authorities, educational system, professional associations, industrial self-administration 
(chambers of commerce), informal networks (see also Conclusions). 

 
2.2 Old and new lines of segmentation  

At the same time traditional lines of segmentation are in a state of flux. In view of 
increasingly intense segmentation processes and set against the background of changing 
requirements in our knowledge society, there is a growing emphasis on skills. Unless this 
trend is counteracted by political controls, we can expect further deterioration in the 
employment opportunities and working conditions of persons with low-level skills or none. 
Processes of social exclusion and disintegration are particularly likely to increase among 
unskilled and low-skilled workers, thus running counter to the central goals of the Lisbon 
Strategy (greater social cohesion). 
 
However, lines of segmentation, chances of inclusion and risks of exclusion must be viewed 
not only with regard to the available skills among the workforce. There are three dimensions 
that will continue to be important: gender, ethnicity and age. 
 
Gender: 

• Germany's poor gender equality balance compared with other countries is likely 
to improve over the next few years. 

• The proportion of women in employment will continue to rise, as will the 
proportion of working mothers. 

• The gender ratio in career development opportunities will balance out both in an 
upward and downward direction.  

• Well and highly skilled women will achieve similar positions as men. The 
proportion of women in executive jobs will rise, with the exception of the top 
level. However, the "glass ceilings" of these positions will continue to be a 
barrier to women's careers. 

• Men will be forced more than before to accept unfavourable working conditions 
and will experience the kind of fragmented working lives that have 
traditionally been experienced by women. 

• The problem of unequal pay or income opportunities for men and women is 
likely to persist in Germany. This is because the trend towards part-time jobs 
among women will only show a moderate downturn, while the continued 
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gender-specific division of labour will still prompt women to accept more 
career discontinuities than men, and there will be no more than limited political 
opportunities to achieve a reduction of gender-based discriminatory payment 
structures.  

• It is doubtful to what extent there will be any improvement to the work-life 
balance for men and women. The unbroken trend towards more part-time work 
among women certainly indicates that compatibility has a higher price tag for 
women than for men. 

• Like elsewhere, the child care infrastructure will also improve in Germany. 
Whether the quality of child care will also increase is a question of political 
controls and also of educational politics. 

• The increase in the number of dependants requiring care will continue to limit 
the number of women in gainful employment, as home care will continue to 
predominate in the future and is being encouraged by the political objective of 
prioritising outpatient treatment over inpatient treatment. It will depend on the 
actual support structures to what extent women – as those who are most often 
burdened by care commitments – will receive any form of relief. The 
structures, in turn, will need to have political backing and will require funding. 

• The gender-specific division of labour in the private sector will be eroded, but 
only very hesitantly. However, we will see a continuation of a current trend 
whereby the traditional gender-specific division of labour between earning 
money and looking after the family will develop into a division of labour that 
depends on a woman's income opportunities for households with medium and 
high earnings. This is borne out by the increase in household-related services 
and the large proportion of illicit work in private households. Work of this kind 
is increasingly performed by female migrants. 

Ethnicity: 
• Immigration will rise, but integration will continue to be difficult. 

• The share of women among migrants will outnumber men. On a global scale 
there are already more female than male migrants – a proportion which is 
reflected in a downturn of migrants in industry and an increase of the same in 
domestic and care services. 

• Female migrants, in particular, are increasingly achieving higher vocational 
qualifications, thus improving their positions in the labour market, which is 
further aided by the diversity policies of companies and the government. 

• Migrants will increase their share among the self-employed. 

• A small group of highly skilled employable persons, both male and female, 
with a migration background will gain senior positions in multinational 
industrial companies on account of their additional linguistic and intercultural 
skills. 

Age: 
• Compared with today, we will see an increase in the employment of older 

persons again, partly because a shortage of skilled labour will force companies 
in this direction and partly because the low level of retirement pensions will 
force the elderly to boost their pensions by continuing in employment.  
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• The need to increase one's pension with an additional income will be felt not 
only by persons whose income was once low and who therefore receive low 
pensions. Old-age poverty is also likely to impact persons who once held 
highly skilled jobs and/or who were self-employed, as the opportunities for 
continuous employment with mandatory superannuation schemes will continue 
to decrease and there will be a rise in deregulated forms of income and 
employment. Only a very small proportion will succeed in building up a 
sufficient pension entitlement for their old age.  

The developments described here will be accompanied by an increasing significance of 
diversity-focused policies, not only at the state level but particularly also in industry. In 
Germany this trend will be boosted even further by globalisation and a lack of skilled 
workers. However, this situation will primarily benefit highly skilled persons, whatever their 
gender. 
 
At the regulatory, political level, the protagonists who impact the development of 
segmentation lines, chances of inclusion and risks of exclusion will increasingly be the EU 
(with Germany implementing its directives only slowly) and the regional level. At the 
regional level political and economic networks are gaining in significance. We will also see 
an increase in the importance of the various sectors of industry and their institutions in the 
moulding of employment conditions. 

 
2.3  Emergence of flexibly networked organisational and corporate structures, new 

management models and wider access to the available human resources   
 
Set against the growing complexities, speed and turbulences of organisational environments, 
caused by rapid transformations of economic and social conditions, we have been observing 
an increasing tendency towards a fundamental reorientation of organisational activities since 
the early nineties. The aim is to raise the ability of organisations to learn and innovate, thus 
enabling them to adapt more quickly and flexibly to their continually changing environments. 
This need to learn and be flexible is reflected in new definitions of borderlines between 
companies and their environments, in new forms of control and coordination outside 
bureaucratic structures and in tendencies towards decentralisation and marketisation. This 
development supports a new form of access to the working capacity of employees – one that 
enables and indeed requires a high level of self-regulation and self-monitoring.  
 
All these deployment models are accompanied by the gradual fading of any clear definition of 
labour with regard to content, time and the social dimension. These developments are highly 
explosive for ordinary employment conditions and – as we showed above – serve to promote 
their "erosion" even further. Set against this background, the processes of pluralisation of paid 
employment are expressions of the assertion of a post-Taylorist or post-industrial type of 
labour. Instead of being standardised, de-individualised and hierarchically regulated, this type 
of labour is characterised by flexibilisation, individualisation and self-regulation.  
 
Expectations on the future are quite discordant: on the one hand, many employees will have 
greater freedom and more development opportunities. However, these will often be countered 
by an experience of great strain and the risk of failure under the conditions of an environment 
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controlled by market conditions. The areas where this can be expected are particularly those 
where increasing demands for self-regulation etc. are not balanced by sufficient leeway for 
the responsible execution of one's work – a tendency which can currently be observed, for 
instance, in social services and especially in the health sector. 
 
On the other hand, the increased access to potential human resources is partly accompanied by 
the requirement for higher levels of skills. Yet even today German companies are 
complaining about a "lack of skilled specialists". Unless there is some success in meeting 
these requirements through a considerable enhancement in the systems of general and 
vocational education as well as in corporate and vocational further training, then greater 
responsibilities in the workplace may turn into a risk, both at the personal and corporate 
levels. 
 
Finally, there will still be forms of organisation with a high level of division of labour, forms 
that are not merely restrictive, but which are also under continuous pressure to safeguard their 
economic value and thus allow job “security”. 
 
2.4  Expansion and restructuring of initial and further training in the sense of lifelong 

learning 
 
Lifelong learning in the knowledge society 

The far-reaching technological, social, economic and demographic changes and the 
challenges of globalisation and modernisation described here (i.e. segmentation of the labour 
market, erosion of normal employment, fragmented career biographies, etc.) require a 
reorientation and restructuring of initial and further training in the sense of continuous and 
thus lifelong learning within a modern knowledge society. Under the Lisbon Strategy, lifelong 
learning is also a medium to long-term success factor for establishing Europe as the most 
competitive knowledge-based region in the global market. The modern knowledge society 
needs an all-embracing mobilisation of expertise, both for its economic, environmental and 
social future and also to remain globally competitive. At the same time every single individual 
is subject to a growing requirement to take an active and confident interest in the continuous 
transformation of the world of labour and society and positively to keep up with these 
changes. An ongoing learning process that accompanies a person's working life must seek to 
unfold each person's individual competencies as broadly as possible and thus to promote their 
participation in the world of labour and in society, to reduce discrimination and to strengthen 
democracy.  
 
Regional educational responsibility 

To meet the need for new and continually changing skills, it will be important to ensure the 
ongoing development of structures in the current national practice of initial and further 
training against the background of general European conditions (European Qualification 
Framework EQF, ECVET, etc.). This will need to happen at the levels of local and regional 
government and will have to take the form of a systematic “enablement structure” that is 
geared towards each person’s individual career and learning biography, with opportunities for 
lifelong learning within the region. Lifelong learning as an ongoing process that accompanies 
a person’s working life would thus take the form of an integrated structural principle of the 
educational system. The latter will require restructuring and partly also the creation of new 
structures which have hitherto been traditional and segmented. Such processes would need to 
address the current sequencing and segmentation of the educational system (keyword: 
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columnisation) and develop it in an integrated manner, with close internal correspondences, 
plotting each person's (individual) educational biography.  
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Scenarios for initial and further vocational training 

This leads to the following potential scenarios for initial and further vocational training: 

From a dual to a plural system of vocational training: a trend against the background of the 
ongoing loss of attractiveness of dual vocational training, either leading to or prompted by a 
number of developments, for instance each company's own career development options, 
greater integration of job-focused elements in general education and an increasing reduction 
of career relevance elsewhere (e.g. in IT). 
 
Vocational training with greater relevance to the work process and with a view to impacting 
the same: this development, which goes hand in hand with an increasing attractiveness of 
vocational training, is based on greater participation of (regional) subject-specific advisory 
boards in the development of vocational training curricula and of integrated schedules, in the 
creation of modules within each vocational discipline and in a greater influence of European 
vocational profiles and qualifications, etc. 
 
The upgrading of formal education and lifelong learning: greater emphasis on a university 
entrance qualification (such as A-levels, Abitur and Baccalaureate) as a requirement for 
vocational training places, loss of significance of initial vocational training (right down to a 
pure “bridging function”), while fundamental practical vocational knowledge is not conveyed 
until a person undergoes an internal corporate trainee programme, etc. 
 
Integrated concept of education 

In all, initial and further vocational training are increasingly marked by an integrated concept 
of education that seeks to improve not only career prospects but also general life skills and 
which – from the learner's point of view – follows an individualised concept that it adapts to 
regional specifics and requirements, backed up by a nationwide support system and a 
European framework of orientation. 
 
2.5 “Industrial relations” with and without trade unions  
 
At the beginning of this decade three scenarios were identified for the future development of 
industrial relations in Germany: (1) erosion, (2) muddling through and (3) revitalisation. The 
first of the three scenarios was seen to be the most likely one. What characterises such 
scenarios is (1) that they are very much dependent on a specific route being taken and (2) an 
understanding of changes as transformation. A discussion is in progress whether Germany's 
network of capital investors, banks and industrial groups – known as "Deutschland AG" – 
might be coming an end, and also whether we are seeing the end of the decade of co-
management. We can observe a growing trend towards conflict in a country that is currently 
still fairly unperturbed: (1) location-specific conflicts, (2) strikes over wages and salaries 
involving groups that are assertive on the labour market as well as some professional 
associations, (3) by now critical trade union responses to the latest decisions of the European 
High Court on the implementation of the EU Service Directive. German trade unions under 
the umbrella of the DGB are reacting to relocations and location-specific conflicts with new 
demands in co-determination policies and with proactive participation strategies. 
 
This situation prompts us to identify two potential scenarios for the future development of 
industrial relations in Germany. It is very much an open question which of these scenarios is 
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more likely to occur, as a complete realignment is presently in progress.  
Scenario 1: Erosion 

One scenario would be the progressive erosion of institutional structures, accompanied by the 
growing significance of highly diverse corporate regulations which weaken or deliberately 
undermine any collective bargaining regulations or indeed any statutory regulations that are 
still in place. This would amount to the progressive fading of boundaries and would ultimately 
provoke new conflicts in the definitions of jobs. It is also believed that this would involve a 
gradual weakening of trade unions. Social divisions are expected to increase – for instance, 
between core staff, on the one hand, and those whose jobs have been casualised or who are 
threatened by casualisation, on the other.  
 
Scenario 2: Muddling through 

The second scenario is based on the assumption that institutional protagonists, particularly 
trade unions and works councils, may respond to the increasing conflict potential by adopting 
new participation-focused courses of action and make productive use of various conflicts that 
break out. Here, too, the trade unions' courses of action and regulatory endeavours should 
primarily focus on their old core clientele and on the group of highly skilled employees who 
are seen by trade unions as a pool of strategic members. At the same time, if today's economic 
and political conditions continue, we are likely to see social tension arise in a number of 
areas. On the other hand, there are probably greater chances for the introduction of minimum 
securities – such as minimum wages which are currently under discussion in Germany – 
because solidarity-focused developments will generally carry more weight.  
 
2.6 Corporate social responsibility 
 
The issue of the social responsibility of businesses in Germany has had a long tradition with 
the focus on the (mainly philanthropically motivated) activities of individual business owners 
and on questions of industrial and business ethics, quite apart of economic expediency. A 
discussion of this issue has recently gained momentum and is being discussed more and more 
widely, often leading to controversy. The two major factors are, on the one hand, the 
international discussion of corporate social responsibility – a discussion that has been 
encouraged, above all by the EU Commission – and, from a structural perspective, the gradual 
transformation of the welfare state and the increasing significance of a polycentric (civil) 
society.  
 
Corporate social responsibility (CSR) is a concept that involves the voluntary integration of 
social and environmental concerns into entrepreneurial activities with the one's stakeholders 
(i.e. customers, suppliers and the workforce). It is a future investment that ultimately has the 
purpose of boosting one's earnings capacity (EU Commission 2001). The EU Commission 
distinguishes between an internal and an external dimension of a company’s social 
responsibility. The latter concerns the wider community. In its recommendations the 
Commission argues in favour of an integrated approach whereby companies should seek to 
cover both dimensions in their corporate strategies. 
 
When it comes to CSR as a corporate strategy, Germany is “still largely inexperienced and 
lacking in structure” (according to the German financial paper Handelsblatt). Its pool of 
empirical data is underdeveloped and mainly based on unsystematic descriptions of isolated 
practical instances and on surveys which use a variety of methods, so that they do not allow 
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comparisons. The debate therefore tends to focus more on programmatic, ideological, 
normative and/or voluntaristic aspects. 
We believe that the future of CSR in Germany will depend on the following conditions: 

- CSR will only be of economic benefit and have any sustained impact both inside and 
outside a company if it forms part of the company's corporate strategies and if it is 
translated into such strategies. 

- The long-term success of CSR will depend on the active support and constructive 
criticism of the various stakeholders. Although the main players in this area are 
industrial companies, it is important to develop credible CSR practices together with 
the other stakeholders, such as trade unions, non-governmental organisations, public 
authorities and academic institutions.  

- The CSR policies of German businesses are highly diverse and motivated by a wide 
range of reasons. Clearly the approach, methods and priorities that are required will 
differ for small to medium-sized businesses which are clearly lagging behind in 
matters of CSR compared with international groups of companies, and they will also 
differ for service providers compared with manufacturing companies. The use of the 
innovation potential that is associated with CSR and the further propagation of this 
concept require a flexible blend of creative freedom and of standardisation (for 
instance in the reporting system and in the specification of minimum requirements for 
a voluntary CSR management system). 

With this in mind, we believe that we are most likely to see the following scenario: 
- CSR will continue to be voluntary, with companies undergoing specific undertakings. 

Rules and guidelines will be formulated as frameworks for orientation. 

- State institutions will intensify their intermediary, informative and networking roles 
and turn them into routines. 

- Knowledge of and about CSR will spread significantly more widely, and CSR will 
become a consultancy issue. 

- CSR will be widespread and specific. It will steadily increase in importance and 
acquire a medium and long-term perspective. 

- Big and international companies, in particular, will push for the translation of CSR 
into corporate strategies. 

- It will become increasingly impossible to expect small and medium-sized companies 
to adapt CSR practices for their purposes. At the same time, they will be under 
increasing pressure to adapt their corporate strategies in this direction. 

- Internal CSR will grow more and more into a significant competitive factor, 
particularly as a tool for the long-term loyalisation of skilled staff, as a way of 
maintaining employability and of recruiting qualified junior staff, but also as a tool in 
customer advertising, customer loyalisation, the creation of an image and the 
presentation of the company. 

- CSR will become an explicit yardstick for a corporate culture and for one's ability to 
innovate. 

- Works councils and staff councils will be increasingly involved and will also stimulate 
the drafting of laws and of collective agreements. 
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- Companies that actively implement CSR will have less fluctuation and greater shares 
of highly skilled employees and women than other businesses. 

 

 

3. Conclusions 
 
These tendencies which are likely to develop will not automatically lead to the emergence of a 
"brave new world of labour", but are associated with a range of inconsistent effects on the 
workforce. One central development that can be observed is an increase in psycho-social 
strains and in a lack of job security which will continue to characterise the working 
environments of many employees.  
 
There will be an increase in the requirements on the way job profiles are specified. The field 
of tension between a humane environment and rationalisation, between organisational 
requirements and the rights of the workforce to “good” or acceptable work will create new 
inconsistencies under the new conditions. Lines of compromise will have to be renegotiated. 
This task is rendered difficult by the increasing segmentation and heterogeneousness of the 
new world of labour. 
 
However, the new forms of labour and employment will involve not only risks for the 
workforce, but also new opportunities. Modern forms of labour require modern structures and 
regulations to allow people to develop their full potential. Willingness has increased among 
the management to move along new paths in this respect. Our research project “The Future of 
Labour in Dortmund” has shown that in view of the demographic transformation and the 
emerging shortage of skilled staff one decisive success factor that is emerging will be the 
ability of a company to create such skills through training, to recruit skilled staff and to 
encourage them to stay for long periods of time. In this context it will be increasingly 
important for businesses to offer attractive jobs, while questions of the quality of labour will 
gain in significance again.  
 
However, it is an open issue how “good labour” should be defined in the knowledge and 
service society. This why it is of such immense importance to develop a model of “good 
labour”. After all, the assertion of traditional principles of “good labour” – principles which, 
among other things, sought to remove the limits of restrictive routines – has been responsible 
for the creation of new problems in our post-Taylorist world of labour.  
 
The basic tenets of the European employment strategy can form an important orientation 
framework in national policies for the moulding of labour and in the labour market of the 
future. To achieve this, however, it is necessary systematically to question the existing ideas 
about the positive effects of more flexibility in the labour market – ideas which can often be 
rather one-dimensional – and to find political solutions to the two major problems which are 
associated with it: The first point is that the connection between paid employment and 
entitlements to social security benefits is becoming a barrier to more labour market flexibility, 
and more importantly, a hindrance to high quality flexible employment. The second problem 
associated with increased labour market flexibility is the changing meaning of the 
employment relationship that is implied with employers’ intentions to reduce their 
engagement in this relationship. In Germany these problems come against a particularly 
firmly entrenched tradition of employment relationships which are oriented towards industry, 
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the relevant socio-political regulations and the expectations of the individual. Experience over 
the last few years has not yet shown any adequately secure forms of flexible employment.  
As we see it, the society of the future will probably still be a “labour society”. The quality of 
labour is not merely a factor that decides the competitiveness of businesses and regions. It is 
also an important indicator for the development of a society and a region. Regions are already 
competing not only for investments, but also for the creative potential of businesses and 
employees. A regional employment policy as part of a creatively inclined labour policy is 
therefore above all aimed at the development and use of the existing human potential, while 
taking account of demographic developments and also of the scarcity of skilled staff which is 
beginning to emerge to some extent.  
 
Despite radical changes in the world of labour and despite the associated problems, labour 
will continue to be the most important resource for the mastery of innovation processes in our 
knowledge and service society. “Labour is the process that unites education, innovation and 
employment – a process which not only creates knowledge but in which the acquired 
knowledge also becomes practical. The quality of labour significantly decides to what extent 
knowledge and human capital will be used, sustained and developed, though also the extent to 
which it will be endangered and wasted.” (Memorandum: “Labour Research and Forms of 
Labour – an Indispensable Element in a Forward-Looking Educational and Innovation 
Policy”, 2004).  
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3.4 New technologies and risks: Probing new risks in the work 
environment by the Argument Delphi method by Rantala and 
Luatomo 

 
Rantala, J. & Luotamo, M. Finnish Institute of Occupational Health 
 
1 Introduction 
Technological development, scientific breakthroughs and growing investments in new 
technologies are transforming the majority of industries. New businesses and applications are 
generated by new and enabling technologies, such as nanotechnology and biotechnologies. 
Development has already been seen in all of the key sectors in Finland, from forest products 
to electronics. For example, according to Tekes, the Finnish Funding Agency for Technology 
and Innovation, the number of Finnish companies involved in the nanotechnology sector has 
grown by more than 100 per cent in two years (Raivio, Pessala, Hjelt, Mikkanen & Kahelin 
2008).  
 
Furthermore, the work environment is in a constant state of change due to technological 
development. More and more employees are involved in new technologies in their workplace. 
Despite the fact that new technologies are emerging, our knowledge of their possible effects 
on human health is very limited. Nanotechnology, among others, has been of special interest. 
Free nanoparticles and nanostructures have raised health and health concerns globally (e.g. 
the National Institute for Occupational Safety and Health 2007; European Commission 2005). 
Employees involved in the production of items applying nanotechnology can be exposed to 
nanoparticles and nanomaterials on a large-scale. It is therefore extremely important to 
explore the possible new risks caused by these new technologies and processes in the work 
environment. Other examples of new technologies and insufficient knowledge of their effects 
on health include non-ionizing radiation and electromagnetic fields.  
 
The European Agency for Safety and Health at Work has carried out a Risk Observatory 
(2005). The objective was to identify emerging risks related to occupational safety and health 
by collecting expert forecasts. The expert forecasts were obtained by conducting question-
naire-based surveys following the Delphi method. The Risk Observatory focused on several 
factors related to change in the work environment, including physical, chemical, biological, 
organizational and social risks. (European Agency for Safety and Health at Work, Risk 
Observatory, 2005.) Corresponding studies concentrating on new technologies and their 
impact on the work environment in Finland have not been reported.  
 
2 The Delphi risk probing project and its objectives 
In order to ensure a secure work environment and safe consumer products it is extremely 
important to anticipate the possible risks relating to new technologies. This foresight study 
focuses on new technologies and occupational health and safety. The study is being carried 
out by the Finnish Institute of Occupational Health, and it is funded by the Finnish Work 
Environment Fund. At the moment, this 2-year project is ongoing and it is scheduled to finish 
in 2009.  
 
An advisory group consisting of authorities, representatives of labour market organizations 
and enterprises was set up for this study. The group also has members specializing in 
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occupational health and safety from the Finnish Institute of Occupational Health. The 
advisory group plays an active role in the project, and the expertise of its members is used at 
all phases of the project. 
 
The study aims to anticipate future health and safety risks to Finnish work environments 
caused by new technologies and manufacturing processes. The objective is to provide 
information on the new risks and their management in order to make work processes and 
working conditions safer. If new risks are revealed, it will be possible to respond to them and, 
for example, change the manufacturing process or cut the exposure time.  
 
Further, the objective of this study is to provide information as a basis for decision making by 
authorities and policy makers, including the Parliament and the Government, social partners 
and enterprises. The information will also be disseminated to consumers and citizens. The 
intention is to gather the results in a database.  
 
3. Method 
This research project applies the Argumentative Delphi method. It is based on the collection 
of expert knowledge. The Argument Delphi method is a Policy Delphi variant, and it is 
focused on the production of relevant arguments (Kuusi, 1999). Argument Delphi is not a 
consensual method. On the contrary, it aims to explore all the alternative views on future 
development paths and gather opinions supporting or opposing them. (Kuusi, Loikkanen & 
Turkulainen, 2001.)  
 
As in the traditional Delphi method, the Argument Delphi method could also be characterized 
by three features. Firstly, the process is based on anonymity. In this study, panellists argue 
anonymously, and the identities of the other panellists are not revealed at any stage of the 
process. The second characteristic feature is iteration, according to which the process of the 
study includes three rounds. The purpose of several rounds is to deepen the argumentation 
instead of seeking consensus as in the traditional Delphi method. The third element is 
feedback. The anonymous arguments of other panellists are sent back to some or all of the 
panellists. (Kuusi et al, 2001.) 
 
In the Argument Delphi method, the first stage is typically carried out by interviews rather 
than by posted questionnaires. Interviewing the experts ensures rich argumentation and 
diversity of opinions. Delphi managers may also present the anonymous arguments of other 
panellists to stimulate the interviewee’s argumentation. The main purpose is to make the 
panellists argue seriously. On the basis of the interviews the Delphi managers formulate 
topics. (Kuusi, 1999.) 
 
In the second stage of the process, the panellists are asked to evaluate the topics. Lastly, the 
objective of the third stage is to assess the findings from the previous rounds. Usually the 
Delphi managers have arranged a common seminar for the panellists. (Kuusi et al, 2001.)  
 
4. First stage of the project 
The panel for the study consists of 29 experts from 12 different industries, among others the 
forest, metal and textile industries. Besides the experts from enterprises, there are panellists 
from authorities, research institutes and labour market organizations. The panellists represent 
different points of view concerning the focus of the study, but mainly their expertise is in the 
field of occupational health and safety or new technologies. Some of the panellists are 
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following the development of several industries. Among the panellists were, for example, a 
development manager, a professor, a senior technology adviser, a senior researcher, a director 
of occupational health and safety and a senior safety engineer. 
 
Most of the panellists were selected by the advisory board and the Delphi managers. A few 
were selected by snowball sampling, that is based on the recommendations of the other 
panellists. Participation in the panel is entirely voluntary.  
 
According to the method, this study consists of three stages. The first stage was carried out by 
personally interviewing all the panellists. The interviews lasted 1.5-3 hours, and they were 
relatively unstructured. The purpose was to focus on the panellists’ own expertise and collect 
their views and opinions on new technologies and manufacturing processes as well as their 
impacts on occupational health and safety. For example, the panellists were asked what kind 
of new technologies and processes will be introduced in different industries. Further, the 
interviews discussed the possible health effects of new technologies as well as related issues, 
such as risk communication and the roles of different actors in the prevention of future risks.  
 
All the interviews were recorded and afterwards the recordings were transcribed. The 
qualitative data is rather extensive − 286 pages of transcribed material. The data were 
analyzed using themes.  
 
5 The following stages 
At the moment, the second stage of this project is ongoing. The purpose is to formulate an 
electronic questionnaire, which all the panellists will be asked to fill out. The questionnaire 
consists of two units.  
 
The first unit contains topics which are defined solely on the basis of the material collected 
from the first round. The topics are statements, mostly about future events, which panellists 
are asked to evaluate. The evaluation occurs in such a way that the experts decide whether 
they approve or disapprove a topic. Topics are grouped by industries, and the panellists are 
advised to choose all the industries within their expertise. Besides making only agree-disagree 
evaluations, the panellists are expected to argue their evaluations. 
 
In the second unit of the questionnaire, panellists will form two visions of the future. They 
will be asked to look forward and visualize both desired and feared visions of the year 2015. 
The visions should discuss the development of new technologies and manufacturing processes 
from the perspective of occupational health and safety. For example, possible exposures to 
detrimental materials and the exposure routes may be described in the visions. Further, the 
panellists will be asked to present from their own point of view the actions and tools needed 
to make the desired vision attainable.  
 
The argumentation will continue in the third stage of the process. The preliminary version of 
the final report will be sent to the panellists, who are asked to comment on it. Besides the 
comments that may be useful in evaluating the results, the panellists will receive feedback 
from the previous stages.  
 
6 Reliability of the research 
The selection of the panellists is a critical stage in the Argument Delphi process. Their 
expertise should be complementary to that of the other panellists as regards the focus of the 
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research. It is highly important that at all phases of the process Delphi managers obtain 
relevant information from the panellists. (Kuusi et al, 2001.)  
 
Further, the information policy of the panellists must be taken into account when assessing the 
reliability of an Argument Delphi study. In the interviews with the representatives of 
enterprises there were some signs of bias in information sharing concerning technical 
solutions under development. Kuusi (1999) considers anonymity to be the best tool to avoid 
the combined problem of information policies. It also diminishes the disadvantages of group 
dynamics, such as the impacts of status differences between panellists and their tendency to 
conform.  
 
The main purpose of the Argument Delphi method is to evoke discussion of the subject 
matter. The target of the method is to persuade the panellists to present all possible options 
and evidence for or against them. The method deals largely with statements, arguments and 
comments from the personal point of view of the panellists. (Kuusi, 1999.) Therefore neither 
the arguments presented by the panellists nor the results of the study can be evaluated on the 
basis of their truth value. As Kuusi (1999) indicates, the Argument Delphi study does not seek 
to predict what will actually happen but what will reasonably happen from the point of view 
of a single actor.  
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3.5 Foresight Systems and Key Activities at National and Regional 
Levels in Finland: Developing Foresight Systems and Better Future 
of Work Places in Europe by Jari Kaivo-oja 

 
Research Director, Dr Jari Kaivo-oja, Finland Futures Research Centre, Turku School of 
Economics  
 
Abstract  
Foresight is neither prophecy nor prediction. According to Godet (1993) foresight consists of 
three critical elements: (1) anticipation, (2) appropriation and (3) action. In the European 
FOREN project the fully-fledged foresight model was introduced. According to fully-fledged 
foresight model critical elements of foresight activities are (1) the foresight methodologies, 
(2) networking (3) shared vision and (4) strategic decision-making. (FOREN Guide 2002). It 
invites us to consider the future as something that we can create or shape, rather than as 
something already decided. According to FOR-LEARN (2007) Foresight On-Line Guide 
there are four principles of foresight (http://forlearn.jrc.es/guide/1_why-foresight/character-
istics.htm): (1) action orientation, (2) openness to alternative futures, (3) the use of 
participatory methods and (4) multidisciplinary research orientation. These principles of 
foresight are right, but in the realities governmental and organizational activities it may be 
difficult to follow these principles without more coordinated national and European activities. 
The survey report evaluates Finnish activities in the foresight field and presents some 
promising ideas and models for the foresight of work life. Especially Nordic Foresight 
Forum’s recommendations are presented as relevant recommendations of Nordic foresight 
experts. Special attention is given foreseen changes relevant for work life and work places. 
 
In summary section authors discuss the current challenges of the Finnish regional and national 
foresight systems and activities. They use theoretical frameworks of the foresight as 
background for discussions. One key conclusion is that the four principles of foresight 
presented by the FOR-LEARN network should be taken more seriously, when foresight 
systems are developed in Finland and elsewhere. Also recent new methodological innovation 
Adaptive Foresight Methodology should be taken in the wider use in the European foresight 
research. The author also point out that the element of appropriation is often missing from 
many foresight activities. Many foresight projects are anticipatory oriented, but serious 
appropriation phase and more often actions are often neglected in the Finnish national 
foresight processes. One practical reason for this problem can be complex nature of emerging 
social and technological networks.  
 
The author conclude that dialogue and appropriation in on-going foresight projects are 
becoming more challenging because of globalization process, which is having impacts on 
various social, economic, technological, environmental, political and value systems. Fast 
changes are problematic for wider social dialogue. Many national and regional foresight 
processes are becoming trans-boundary foresight processes because of globalization process. 
Concerning the Lisbon strategy the author conclude that the foresight projects should launch 
at national, regional and local level such activities, which promote the achievement of the 
objectivities of the Lisbon strategy; economic growth, full employment, social cohesion and 
governance. There are a lot of needs for international foresight co-operation. The Finnish 
experience indicates clearly that foresight activities should be focused on critical and 
challenging fields, which are (1) education (competence and qualification foresight studies, 
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future education needs etc.), (2) labour markets (future skills and practical future challenges in 
the labour markets), (3) innovation systems (technology and science foresight) and (4) the 
logic of networking (so called cluster foresight studies). 
 
1. Introduction  
The aim of the article is to elaborate the recent Finnish national and regional foresight systems 
in Finland. The second aim of this paper is to make reflections how foresight research should 
be promoted in work place and work life research.  
 
General view to futures of employment is dichotomous as noted by Williams (2007, 6-8). 
These visions are defined in Tables 1 and 2.  
 
Table 1. Dichotomous visions of futures for employment (Williams 2007, 7) 
 
Nature of change Old New 
Sector-based Industrial society Post-industrial 
  Knowledge economy 
  Information economy 
Employment practices Fordism Post-Fordism 
Organizational Bureaucracy Post-bureaucracy 
 Compliance Commitment 
 Direct control Indirect control 
 Hard human resource 

management 
Soft human resource 
management 

 
Table 2: Dominant visions and counter-visions of the future of work (Williams 2007, 8) 
 
Dominant visions Counter-visions 
Formalization Informalization 

of welfare: third way visions of work, 
post-employment vision 

Commodification De-commodification 
of employment, non-capitalist visions 
of work, post-capitalist visions of work 

Globalization Localization 
of work and welfare, green visions 

 
These visions are giving us big view to futures of work life and work places. Obviously we 
are going to see a mosaic picture of work life in the future. There are multiple drivers of the 
accelerating change, many of them now familiar to work life researcher. To summarize these 
include:  

• rapid economic and cultural globalization,  
• a shift from an energy-based industrial economy to a service and knowledge economy,  
• the emergence of the “knowledge society”,  
• dazzling technological innovation as a consequence of the confluence of the GRIN 

technologies (genomics, robotics, informatics and nanotechnology),  
• accelerating urbanization,  
• shifting age demographics,  
• radical changes in geopolitics—the end of the cold war, disintegration of the old 

Soviet Union, and the emergence of an enlarged European Union, and 
• environmental pressures including climate change. 
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These listed drivers are typically shaping directly and indirectly work life and work 
organizations every where – not only in Finland. In Finland foresight systems have been 
developed systematically during two decades. Foresight has typically focused on technology, 
innovations, work life and educational issues. Special attention was paid to Finnish foresight 
practices and activities after deep economic recession in early 1990s. During the years 1995-
2000 a lot of resources were allocated to foresight research. The critical driving force in the 
development work was European Social Fund who sponsored many national, regional and 
local foresight projects (176 projects, 17 million € in the years 1995-2000). After the active 
development phase of work foresight research some evaluations have been made. This study 
summarizes the learning of these evaluations and defines the key foresight processes 
established during the development phase period. The key foresight processes described in 
this study are national foresight processes and the most important regional foresight 
processes. For example, the following national processes are described:  
 
(1) Futures Committee in the Parliament. 
(2) National Foresight Network of the Ministries,  
(3) MITENNA -labour training and education needs 2020 foresight system, 
(4) National Foresight Forum of the Ministry of the Trade and Industry (MIT), 
(5) Finnsight 2015 Science and Technology Foresight (SITRA and the Finnish Academy), 
(6) Education Intelligence Foresight system, 
(7) ETLA (Research Institute of the Finnish Economy) Economic 5-year Regional 

Forecasting System. 
(8) Tekes foresight systems, 
(9) VTT foresight systems, and  
(10) SITRA foresight systems.  
 
Concerning regional level foresight systems the following systems are described: (1) 
Foresight system of the Finnish TE Centres44, (2) Regional cluster modelling and foresight 
system, (3) The surveys of the Need for Workforce and Training (TKTT Foresight Model) 
and (4) Sub-regional special foresight processes.  
 
In the case of Finland foresight activities have focused on some critical themes: (1) Education 
and training needs, (2) demand for labour force, (3) changes in qualifications and compet-
ences of labour force, (4) changes in different business fields and clusters and business life in 
general, (5) technology foresight, (6) demographic structures, (7) globalization impacts and 
(8) innovation systems. During the years 2001-2008 special attention has been paid to the co-
operation of different actors and agencies and the utilization of the results of the foresight 
projects and activities. Many new interesting projects are under planning phase. Short report 
concerning these key projects is presented in this article.  
 
2. Foresight systems in Finland: Major recent developments and activities 
A number of foresight studies have been carried out under the auspices The Ministry of 
Labour and the Ministry of Education, often co-financed by European Social Funds (ESF). 
                                                 
44 Employment and Economic Development Centres (TE-Centres are joint regional service centres of 
the Ministry of Labour, labour districts of the Ministry of Trade and Industry both agricultural, 
forestry and fishery district of the  Ministry of Agriculture and Forestry. The main tasks are to support 
SMEs, to promote technological development, to implement regional labour policies, to plan and 
organise adult training and to promote farming, fisheries and rural enterprise activities. 
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The Finnish National Board of Education also administrates a foresight database and Internet-
based foresight knowledge service (ENSTI) with the focus on future education and labour 
demand. The ENSTI system is nowadays widely used by planners of education in Finland. 
Committee for the Future of the Finnish Parliament play, in turn, an important role in raising 
the awareness and the level of knowledge of the Members of the Parliament 
(www.eduskunta.fi) with broad-scope future outlooks and more focused future-oriented 
technology assessments. The Committee for the Future also prepares Parliament’s response to 
Government’s Report on Future during each electoral period. 
 
In Finland, the Ministry of Trade and Industry initiated a pre-study “On the Road to 
Technology Vision”, which it coordinated together with Tekes (The National Technology 
Agency) in 1996-1997 (see KTM 1997). After the project the Ministry commissioned an 
assessment report on the present state and development needs of Finnish foresight activities. 
The report recommended a clear institutional frame for foresight work and better coordination 
of the diverse activities that contribute to forward thinking (Salo 2001). As a result, the 
Ministry of Trade and Industry launched a four-year foresight development and coordination 
project in 2001 with a relatively modest budget (see http://www.ennakointifoorumi.fi/).  
 
In addition, public sector organisations, such as The Academy of Finland, Tekes and SITRA 
(Finnish National Fund for Research and Development) are important foresight actors as well. 
In the recent national FinnSight 2015 exercise (www.finnsight2015.fi), the Academy of 
Finland and Tekes joined their efforts in supporting the priority setting of basic and applied 
research in Finland. In parallel, SITRA started its own foresight exercise in form of a national 
foresight network in late 2005. The aim of this foresight work was – instead of concentrating 
in in-depth analyses - to recognise the changing trends and crucial future challenges to which 
decision-makers should already pay serious attention. (Finnsight 2015). All these activities are 
now going to be summarized and co-ordinated in SITRA´s Foresight Forum 
(www.foresight.fi to be launched in autumn 2008). 
 
In Finland, a number of sectoral and regional foresight studies have been carried out by VTT 
(Technical Research Centre of Finland), Finland Futures Research Centre, the Systems 
Analysis Laboratory of Helsinki University of Technology, Lahti Centre of Helsinki 
University of Technology, Lappeenranta Technical University and other university research 
groups. These actors have also contributed to various types of strategy workshops that have 
been organised partly also for educational purposes. VTT has also been actively involved in 
technology road-mapping processes carried out internally or in cooperation with industrial 
federations and international consortia. In addition, considerable efforts have been put to 
societal embedding of innovations and new technologies (Kivisaari et al, 2004). Furthermore, 
foresight studies focusing on some specific topics are typically carried out as a collaborative 
work by sectoral research institutes, academic researchers and private consultants. On the 
educational side, a Graduate School in Future Business Competencies (TULIO), which is 
coordinated by the Finland Futures Research Centre and Finland Futures Academy, was 
established in 2005/2006. VTT and Finland Futures Research Centre are also active partners 
in Nordic and European foresight cooperation. Common Nordic foresight analyses has also 
made on the basis of Nordic foresight research (Andersen, Borup, Borch, Kaivo-oja, Eerola, 
Finnbjörnsson, Överland, Eriksson, Malmer & Mölleryd, 2007). This large foresight study 
gave a list of policy recommendations:  
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Based on the experiences from Nordic Foresight Forum the following issues were 
recommended for the NICe. Many of these recommendations are very relevant for co-
operation in foresight research of future working life.  
 
Recommendation 1: Use foresight to strengthen the Nordic Research and Innovation Area 
and increase the weight of Nordic countries in the European discussions. The Nordic 
countries are a special group of countries in a globalized world. Practically this could mean 
creating opportunities and foundations for bilateral and multilateral Nordic co-operation on 
foresight. Nordic actors as the NICe can initiate foresight activities to identify bases for joint 
efforts to participate proactively in European foresight exercises and European socioeconomic 
policy-support activities, and even in the design and implementation of European innovation 
policy more generally. 
 
Recommendation 2: Discover possibilities for Nordic added value in foresight exercises. 
There is evidently much potential added value in Nordic co-operation. However, R&D 
activities are needed to discover the best possibilities for Nordic added value. Discussions in 
the Nordic Foresight Forum indicate that we need more Nordic stories and current first 
foresight projects funded by the NICe are creating such Nordic stories. 
 
Recommendation 3: Broaden the scope to the Baltic area. Nordic foresight activities should 
be in a broader context. “Nordicness” or “Balticness” should be understood in the global 
context. Nordic foresight activities can include actors from the Baltic Sea and Barents regions. 
An important future challenge is co-operation with Russia, which presents a window of 
opportunity in the long run. In the future such activities could promote the creation of a Baltic 
Sea Research and Innovation Area. One obvious partner in this kind of process could be the 
Baltic Economic Forum (BEF) on Economic and Social Development in the Baltic States (see 
e.g. http://www.balticeconomicforum.com/). 
 
Recommendation 4: Adopt the principle of rolling priorities and adaptive foresight. The 
Nordic countries could benefit from a limited number of clear priority areas of co-operation. 
These priority areas should be fixed for a certain period, but with space for emerging areas 
and topics as older ones are sufficiently covered. This principle of rolling priorities could help 
Nordic countries to adapt in the globalized world economy. In some special areas one Nordic 
country is always champion and other Nordic countries can learn something from such cases. 
This kind of idea could help to create strong synergy between national and pan-Nordic policy 
interests. This suggestion can be connected to E. Anders Eriksson’s and Mathias Weber’s 
Adaptive Foresight Mode (Eriksson and Weber, 2006). Adaptive foresight has been 
developed at the crossroads of foresight and adaptive strategic planning, so far focusing on 
technology and innovation policy. From foresight and related types of contemporary 
perspective on innovation it inherits a flavour for broad and multi-disciplinary exploration of 
the increasingly complex, interdependent and uncertain realms of today’s business and policy 
strategy. In addition, it suggests that the adaptive planning paradigm provides a natural 
starting point for navigating the complex landscape of policy strategies. 
 
Recommendation 5: Initiate post-projects to mitigate the dilemma of projects being closed 
too early. Projects often generate a lot of interest – Nordic as well as international – but when 
a project is completed no resources are left to follow up on this interest. Post-project activities 
would include participating in seminars and reformulating results for other relevant audiences. 
One way to solve this dilemma is to organize smaller follow-up activities such as interactive 
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seminars, workshops, retargeting of final reports and publications, and reformulating of 
findings based on new input. This could be arranged administratively by the NICe (Nordic 
Innovation Centre) through smaller so-called post-projects or dissemination projects (or even 
series of such), like the present pre-projects or planning projects. The same tool could be used 
for rolling priorities. 
 
Recommendation 6: Monitor procedures for Nordic foresight activities systematically and 
liaise with the European Foresight Monitoring Network (EFMN). There should be created a 
systematic scanning procedure for Nordic (Baltic), national, regional and sectoral foresight 
exercises. The next phase of the Nordic Foresight Forum should include dissemination of 
Nordic foresight activities and experiences as briefings to the EFMN. This would benefit 
European foresight discussions and facilitate Nordic impact on these discussions. This could 
also include information flow in the opposite direction, by utilizing the EFMN to identify 
relevant new Nordic foresight exercises. 
 
Recommendation 7: Initiate a systematic procedure for generating and assessing good ideas 
and topics for Nordic co-operation in foresight. The following illustrative and tentative list of 
ideas for new Nordic foresight projects is based on discussions at the Tampere and Stockholm 
workshops and on the Internet questionnaire. 
• The future of innovation in the Nordic social model; this is a broad foresight theme that 

could encompass many others. In particular it features the two aspects on how Nordic 
social models may enable innovation and may be supported by innovation. 

• Nordic Energy Foresights; these could be seen as a continuation of the Hydrogen Energy 
Foresight with much of the same type of Nordic added value. 

• From Common Agricultural Policy to bioenergy and R&D funding: implications for the 
Nordic countries if (some of) the funding for the EU Common Agricultural Policy is 
shifted to support bioenergy production and R&D. 

• Nordic security foresight; this could comprise both Nordic and European homeland 
security, the Nordic contribution to global stability and security, and security as a market 
for Nordic industry. 

• Nordic services foresight(s); examples could include education, health care and services 
for the older people, both as being part of the Nordic social model and as (potentially) 
globally competitive Nordic industries. 

• Nordic remote-areas foresight. We propose starting a pilot study on possible themes for 
Nordic foresight with the aim of then launching one or two foresight programmes on a 
Nordic level. It is recommended that Nordic foresights have a variable geometry, which 
means that a minimum of two countries, but hopefully more, will participate in each of the 
foresight activities proposed. 

 
Recommendation 8: Finally, we suggest prolonging the Nordic Foresight Forum. The regular 
meetings (every 6 months) of the forum and especially the more committed effort in the work 
packages has proved a strong mechanism for both formal and informal networking and 
exchange of experiences and knowledge. It has also created a solid basis for further European 
co-operation. The minimum version of the forum is to meet every 6 months, but our 
experience of other similar international networks is that without tasks to perform together, 
networks erode quickly. The strongest network-creating mechanism is to work together on an 
actual task, meeting deadlines and producing common results. One of the main purposes of 
the network is to learn, to exchange practices and to gain experience from foresight activities 
and their impact on decision-making and policy in Nordic countries. 
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These recommendations are useful background information when we discuss about the future 
of work life and work places. These Nordic recommendations are also relevant for the wider 
European research agenda. In European context we can present two important recommenda-
tions. 
 
Recommendation 9: A key foresight research field challenge is to develop European 
Foresight Monitoring Network (see EFMN 2008) and its current knowledge management 
systems to include foresight of work life issues in more integrated way. There should be 
common European forums to analyse very latest European foresight monitoring results 
relevant for European working life and work places. 
 
Recommendation 10: An European challenge is to connect various ambient innovation 
research activities and tools of the European Union (Inno-Policy TrendChart, Inno-Nets, Inno-
Actions, Inno-Grips, Inno-Learning Platform etc.) (see PRO INNO Europe 2008) to more 
systematic work life research and foresight programmes based on very latest innovation 
research findings.  
 
The Finnish experts and foresight agencies has done a lot of European co-operation in the 
context of COST A22 (CORDIS Foresight methodologies network, web: 
http://www.costa22.org/mou.php), European Foresight Monitoring Network (EFMNm Web: 
http://www.costa22.org/mou.php), the For Society network (Web: http://www.eranet-
forsociety.net/ForSociety/index.html) and FUTURREG (Web: http://www.futurreg.net/). 
These European foresight field projects have focused much on methodologies and 
dissemination of foresight activities.  
 
Figure 1. The foresight process 
 

 
 
Typically these projects have described new methodologies to manage the foresight process 
(Fig. 1, see e.g. Keenan, Loveridge, Miles and Kaivo-oja 2006). The most established 
European foresight effort has been FOR LEARN –project (Web: 
http://forlearn.jrc.ec.europa.eu/index.htm). Good overview to European organisational 
corporate foresight research was made by Becker (2002). It is important to understand that the 
use of foresight methodology is a different kind of process in private corporations, small 
companies and public sector agencies. Typically public sector agencies can use heavier 
administrative processes and longer processes when they implement foresight activities. In 
companies and corporations processes must more flexible and faster. If companies and 
corporations made larger foresight processes they typically focus on clusters and markets in 
their analyses.  
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One very important recent methodological progress has been so called Adaptive Foresight 
Methodology. This methodology has been used in many contexts and in Finnish regional 
Satakunta Foresight-project this approach was tested also in Finland. Adaptive Foresight 
Methodology has been developed at the crossroads of foresight and adaptive strategic 
planning. In this methodology innovation is seen as increasingly complex, interdependent and 
uncertain and therefore in need of broad and multi-disciplinary exploration and participation. 
The adaptive planning paradigm provides a natural guide for navigation of this complex 
landscape: one should consider whether strategic decisions should be deferred until more 
information is available and simultaneously whether to invest in (real) options which would 
facilitate the implementation of such decisions if taken some future time. Compared to 
conventional foresight, Adaptive Foresight thus favours a more modest interpretation of the 
collective ability to “shape the future” and stresses the need to adapt to actions by others. Here 
it is equally important to be able to exploit the upside of uncertainty as to abate its downside. 
(see Eriksson & Weber 2008). 
 
2.1 Futures Committee in the Parliament in Finland: Current situation analysis 
The Parliament of Finland has wished to assume an active role in the discourse on the future 
of the nation. It has obliged the Government to submit a report on the future once each 
parliamentary term. In it, the Finnish Government defines its perception of the country's 
future and of the measures that will be needed over a time span of 5-15 years. Finnish 
Parliament has appointed the Committee for the Future to deliberate and reply to the 
Government's report. Parliament deliberates the Committee's report in session and adopts it 
with any amendments that have been made, whereupon it becomes a resolution of Parliament 
binding on the Government. 
 
Parliament received the first report on the future in 1993. The Committee deliberated and 
replied to the report the following year. This time, the Government's report on the future is in 
two parts. The first, “Finland and the Future of Europe”, was submitted to Parliament in 
autumn 1996 and the second, “Fair and Bold − A Finland of Responsibility and Expertise”, 
which concentrates on Finland, in April 1997 (Tulevaisuusvaliokunta, 1998). This report by 
the Committee is its response to the first part of the Government's report. The Committee has 
outlined the factors on which future success will be based and proposes measures, which 
Parliament approved during the session at which the Committee’s report was deliberated, 
intended to enable us to grasp the helm of the future. The Committee hopes its report will 
prompt an open and inspiring discourse on social models. We urge Finnish decision-makers to 
follow developments not only in Europe, but also in the rest of the world. By comparing 
present models with those looming on the horizon, Finland must choose and carve out the 
road to be followed. Passively waiting is dangerous. 
 
One method that has been developed in Finland is the presentation by the Government of 
reports to Parliament. Rather than introducing legislation in Parliament, the Government 
submits a report on some or other important social matter, such as rural development, energy 
policy (including the construction of nuclear power stations) and participation in EMU. This 
means that problems can be discussed within the context of bigger totalities than legislative 
proposals permit and above all in good time, when they are of topical relevance or can be pre-
emptively influenced.  
 
Dialogue between the Government and Parliament in the case of reports follows largely the 
same lines as with other legislative drafting. After a general debate in the chamber, the matter 
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is referred to special committees for deliberation. The committees hear the views of experts 
and draft a report, which is presented in session. There it is either adopted or rejected, in 
addition to which riders or demands that the Government undertake certain measures can be 
attached either unanimously or following a vote. However, a report cannot serve as a basis for 
a parliamentary vote of confidence in the Government.  
 
Current policy making challenges are in the main interest of Finnish Futures Committee. 
Futures Committee has made the following reports and papers to the Parliament:  
Report 1: Plant gene technology report I (1987) 
Report 2: Knowledge and communication technology in education report I (1998) 
Report 3: Plant gene technology report 2 (1998) 
Report 4: Knowledge and communication technology in education report II (1998) 
Report 5: Gerontology, ageing population and technology-report (1999) 
Report 6: Integrated knowledge management report (2001) 
Special Report: Knowledge Management in the Parliament of Finland (2001) 
Report 7: New Internet technologies supporting ageing people –social impact report (2001)  
Report 8: Gerontology, Internet and ageing people: Final report (2001) 
Report 9: Gerontology and futures policy (2001) 
Report 10: Renewable energies 2030-Delfoi report (2001) 
Report 11: Social capital and media technology developments report (2002) 
Report 12: Renewable energy till year 2030 –report (2002) 
Report 13: Regional innovation systems in Finland: Development challenges report (2002) 
Report 14: Social capital and information technology (2003) 
Report 15: Regional innovation systems and development challenges –report (2003) 
Report 16: Human genome research challenges for decision-making (2003) 
Report 17: Technology evaluation activities in the Finnish parliament (2004) 
Report 18: Caring, motivating and creative Finland: Challenges of knowledge society (2004) 
Special Report: Challenges of the global information society (by Pekka Himanen) (2004) 
Special Report: Information technology supporting the formation of social capital (2004) 
Report 19: Management of innovative environments and organizations (2004) 
Report 20: Futures of the Finnish health care system (2004) 
Report 21: Det intresserade, stimulerande och kreativa informationssamhället - Finland inför 
framtidens utmaningar (2004) 
Special Report: Technology Assessment - Comparison between the Finnish Practice and the 
Practices of the five EPTA Institutions (By Osmo Kuusi) (2005) 
Report 22: Social capital I (2005) 
Report 23: Social capital II (2005) 
Report 24: Regional innovative environments I (2005) 
Report 25: Regional innovative environments II (2005) 
Report 26: Report and Memorandum:  Keeping up with change. Background memorandum 
for the Committee’s response to the Government report on population policy. (by Paula 
Tiihonen) (2005) 
Report 27: Report: Finland, decide to succeed! A background polemic on innovation policy. 
(by Pertti Monto) (2006) 
Report 28: The Future of Health Care. Background information concerning the Finnish health 
care system in 2006 and some basic concepts used in the position of the Committee for the 
Future (2006) 
Report 29: Democracy and Futures. (By Mika Mannermaa, Jim Dator and Paula Tiihonen) 
(2006) 



 
 
 

- 99 - 

Report 30: Democracy in Futures (Mika Mannermaa) 
Report 31: Russia 2017: Three Scenarios. (By Osmo Kuusi, Hanna Smith & Paula Tiihonen) 
(2007) 
Report 32: Many democracies. A celebration seminar book in honor of Kauko Sipponen 
25.4.2007. (By Paula Tiihonen ja Risto Harisalo) (2007) 
Report 33: Forests and forest know-how as Finnish competitive strength. How to respond to 
climate change and changing global market changes? Technology Assessment Report 25. 
(Juha Honkatukia & Osmo Kuusi) (2007) 
Report 34: Eyes open. Threats and Possibilities of Knowledge Society. Special Report of 
Futures Committee 1/2008. (By Ville Eloranta) 
Report 35: Metropolies, Asia and basic education: Special report of Futures Committee 
3/2008. (By Paula Tiihonen and Osmo Kuusi) 
Report 36: Possibilities and Risk of Nanomaterials. Technology Assessment Report 26. (By 
Merja Itävaara, Markus Linder and Esko Kauppinen.) 
 
These listed titles of publications tell that Futures Parliament has had a lot of actual topics in 
their works. Renewal of society is not possible based merely on rational agendas; what is 
required is a national drive and a common goal. Finland has shown great capability for 
renewal and survival in serious crisis situations in the past. Now the same power and energy 
would need to be mobilized in more auspicious circumstances, yet current strategies seem to 
lack a collective steering and inspiring vision. The current conclusion is that Finland needs 
new kind of inspiring national vision (see Ståhle, 2007). 
 
Acquiring distinction in the international arena is becoming increasingly difficult. It can only 
be accomplished through an authentic national identity and distinctive features. Although 
Finland possesses many such features, including nature, technology and culture, national 
strategies ignore the potential of Finnish identity and values, which can nonetheless provide 
the foundation for Finland’s success. Finnish strategy papers focus on describing expertise 
and its development, which is indeed most important. Finland is a globally interesting success 
story, but she has to know how to convey this to the world (Ståhle, 2007). 
 
Current futures analyses concerning Finnish society and economy tell that informal networks 
and network institutions are wielding increasingly more power today and the trend towards 
this so-called soft power will become progressively stronger in the future. This implies a great 
potential for Finland, as being a small and homogeneous country she has the versatility to 
assimilate change rapidly. Social capital is strong in Finland, which is in the top class in terms 
of interpersonal trust and lack of corruption in the world. On the other hand, being a relatively 
new actor on the international scene, Finland’s relation capital in the international flows of 
knowledge, finance and consumption is not very developed. Success in the contemporary 
network economy is increasingly dependent on communication. The Finnish identity and 
culture are very much based on things other than communication, the development of which 
presents a significant challenge for Finland in the playing fields of the world economy 
(Ståhle, 2007). 
 
The Finnish national innovation system has received a lot of praise. However, the roots of 
innovation and entrepreneurship lie deeper in the social fabric and practices than Finnish 
knowledge and innovation strategies seem to understand. 
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The foundation for innovation and entrepreneurial spirit is instilled in individuals at a very 
early stage, and schools are consequently a crucial factor in this development. Another crucial 
aspect is management in all organizations, because it is the facilitating factor that allows 
individual creativity, innovation and entrepreneurial inspiration to develop into a national 
economic and social resource. These roots should be incorporated into the Finnish national 
innovation system (Ståhle, 2007). 
 
Finland has a unique time window for assuming the role of pioneer in the application of 
ecological technology and practices. Finland has the potential to become a worldwide brand 
as a laboratory in this field. Finland has been a pioneer in technology and a laboratory of the 
information society, attracting a great deal of interest across the world. Now is the time to re-
create that phenomenon in a new area, one on which the attention of the whole world is 
focusing today. Finland would be particularly appropriate for this role, because both the 
awareness of environmental issues and the quality of environmental technology are 
particularly high in Finland (Ståhle, 2007). 
 
2.2 National Foresight Network of the Ministries 
Government Foresight Network consists of representatives from all ministries and the Prime 
Minister’s Office. The members of the Network are those responsible for foresight activities 
in the different ministries and the Prime Minister’s Office. (Valtioneuvoston ennakointi-
verkosto, 2005a). 

Network’s main objective is to coordinate ministries’ foresight activities. In addition the 
Network wishes to develop ministries’ foresight processes, promote foresight activities at the 
regional level and ensure that the outcomes of foresight processes are put into use in 
policymaking. In short, the Network functions as a discussion forum and as a medium of 
cooperation between ministries. (Valtioneuvoston ennakointiverkosto, 2005a). 

The Network was appointed in March 2004 by the Ministry of Labour and is also chaired by 
the Ministry of Labour. The Network will be active until May 2007. In Table 3 the main 
governmental levels and their characteristic in foresight activities are described. 

All the details of sectoral foresight models were analysed and published in one large 
integration report in 2005 and second knowledge management report (Valtioneuvoston 
ennakointiverkosto 2005a, 2005b). This integrative project clarified the main functions of 
national foresight activities in a considerable way. The next phases of the project are still 
open, but some kind of ministry level co-operation will be continued. Current situation 
analysis is that probably SITRA is taking more co-ordination in this field.  
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Table 3. Foresight in the Finnish governance (Salo, 2001) 

Governmental levels Characteristics 
National level -The basic idea is to support and 

develop national innovation systems 

-Covers various governmental sectors 
and policy fields  

-All the relevant stakeholders are in 
dialogue 

Sectoral or institutional level -Evaluates futures perspectives of 
different sectors from the point of basic 
ideas of governance 

-Supports up-dated strategies of 
different sectors  

-Produces good ideas for planning and 
operations of different sectors 

Action level -Interprets main ideas of sectoral 
strategies from futures perspective 

-Produces effective implementation 
plans 

-Clarifies sector strategies in real life 
contexts  

 

Why do we need such a network? 
Every ministry is responsible for conducting foresight activities concerning its own branch of 
administration. The objective of the Network is to bring together the different views of the 
ministries in order to create a uniform, comprehensive view on the future.  

This was done in practice in 2005 by integrating the different views of the ministries to form a 
single report (Joint Assessment of the Future Operating Environment, currently available only 
in Finnish). The report can be used in the ministries as a background paper in preparing e.g. 
the Government Report for the Future to Parliament. The primary foresight activities are 
nevertheless still conducted by the ministries.  

How does the Network operate? 
The Network operates flexibly. Meetings are held when necessary – so far there has been 
about 5–7 meetings a year. In addition to coordinating the foresight activities between 
ministries the Network keeps in contact with research institutions engaged in foresight 
activities. The Network has, for example, become familiar with Sitra’s (The Finnish National 
Fund for Research and Development) foresight project as well as the Foresight Forum of the 
Ministry of Trade and Industry and Tekes (Finnish Funding Agency for Technology and 
Innovation) and the Academy of Finland. In June 2006, the Network visited the Parliament 
Delegation of Finland to the OECD in order to discuss some topical foresight-related issues.  
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National Foresight Forums 
Every year the Network organises a so-called Foresight Forum. The forum functions as a 
medium of societal discussion between ministries, regional and local governments and labour 
market organizations. The first forum, “Labour markets in 2010” was organized by the 
Ministry of Labour in the fall 2004. In 2005, the theme of the forum was health, working 
capacity and social safety. The next foresight forum was organized in February 2007. The 
theme was “Foresight from the point of view of the regions”. This kind of Foresight Forum 
models has been quite useful in from the point of national ministry co-operation and public-
private partnership.  
 

Key reports 
The Foresight Network has published two reports, both in the year 2005. The first report 
“Government Foresight Network and the Foresight Activities in Ministries” describes the 
foresight processes in the ministries and gives some background information about the 
Network and its role in these processes. The second report “Joint Assessment of the Future 
Operating Environment” is a joint assessment concerning the development of the operating 
environment within the next 10 years. The report brings together the different views on the 
future covering all branches of administrations. Both reports are currently available only in 
Finnish. 
 
Thus, the method of anticipation has been developed further and the development work is still 
continuing. In Finland, anticipation of labour and educational needs is strongly connected to 
the decision-making and highly participatory including various actors from different fields 
and levels of administration. This is indicated also by the setting up of the Foresight Network 
of the Government, the tasks of which are for example co-ordination of foresight and 
improving the foresight skills and interaction between central, regional and local 
administration.  
 
2.3 The Finnish approach to labour market forecasting (Long term-model). and the 

anticipation of educational needs (Mitenna-model, 2020) 
 
The Long Term (LT)-model is a macroeconomic model to assess the impact of economic 
growth on employment. The goals of the LT-model are twofold. First the model will 
anticipate the supply of labour force and the demand of employment by industry (over 30 
industries).  
 
The supply for labour is determined by population forecasts (source: Statistics Finland) and 
participation rates. The demand side of the LT-model uses data on production, Labour 
productivity, hours worked and the number of employed. The interaction of the two sides of 
the model generates projections of unemployment. A distinction is made between the ‘basic’ 
scenario (which describes the most probable path of the labour market), and the ‘target’ 
scenario (which describes the ‘optimal’ path if effective policies are pursued to achieve high 
levels of employment and productivity with high quality jobs in the context of sustainable 
development). The Ministry of Labour will be responsibility of the calculations of the model.  
 
The forecasting results of the LT-model are used as an input for the model on the anticipation 
of the occupations, misuse of available competences and skill needs. The LT-model includes 
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the scenarios and sensitive calculations on alternative development paths for GDP, 
productivity and employment. 
 
In Finland, the anticipation of educational needs (MITENNA-model) is done as broad-based 
co-operation between various actors. The main actors in the process in the public sector are 
the different Ministries, the National Board of Education, State Provincial Offices, Regional 
Councils and Employment and Economic Development Centres (TE-Centres), joint municipal 
authorities and training, polytechnics and universities. 
 
The main tasks of anticipation are: 
(1) To prepare forecasts concerning economic growth and employment;  
(2) To anticipate the medium and long-term demand and availability of the workforce in 

Finland; 
(3) To forecast the development of occupational structure; 
(4) To anticipate the educational needs of the new workforce, and 
(5) To estimate the national and regional intake needs of education for young people. 
 
Forecasts of the labour demand (LT-Model) are then turned into forecasts of the future labour 
demand according to occupational groups; these include the change in demand (base year 
minus target year) and attrition of labour. Future educational needs of working life are then 
derived from this total demand of labour. This process is the responsibility of the National 
Board of Education and the information it provides is used by the Ministry of Education when 
preparing the Development Plan for Education and University Research (Pdf) which is finally 
adopted by the Government. 
 
The model uses forecasts of labour demand by occupational category to generate estimates of 
demand by level and sub-field of education, which are in turn related to forecasts of the 
supply of young people coming through the education system, in order to indicate the required 
intake levels for new entrants to the system in the different fields of education. The outputs of 
the model are used both directly in planning the intakes of the education and training system, 
and indirectly in providing advice and guidance to individuals (especially young people) 
choosing their educational paths.  
 
The National Board of Education also co-ordinates the foresight process of labour and 
educational needs done by the Regional Councils and their partners. The Ministry of 
Education, Ministry of Labour and Ministry of the Interior, which is responsible for regional 
development, also participate in the co-ordination. Regions produce their own forecasts of 
educational needs in the area based on the nation-wide forecasts and their own estimates of 
regional development. This information is then used by the regions themselves in their 
strategic/visionary planning and by the Ministry of Education when deciding on the licenses 
to provide vocational upper secondary education and training and the educational tasks 
included in the license. Information is also used in performance negotiations between the 
Ministry of Education, the universities and the polytechnics when agreeing on their 
educational provision. 
 
Anticipation of labour and educational needs in Finland has its roots in the 1960s, when the 
manpower requirement method was assessed as a tool for anticipating educational needs. 
After that the specific Planning Secretariat that operated under the Ministry of Education 
prepared several forecasts. At the beginning of the 1990s the political atmosphere placed 
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particular stress on decentralization and centralized systems of planning, and forecasting was 
relinquished. 
 
Now Finland is facing a totally new situation because of the change in the age composition of 
the population. The large age groups will leave the workforce at the turn of the next decade. 
The labour force is beginning to diminish gradually. It has been estimated that the young age 
groups, which are quite small, are not large enough to meet the demand for new labour. The 
appropriate dimensioning of education in the different fields and levels is becoming to be 
more and more important. Consequently, the anticipation of labour and educational needs has 
become an important issue again. 
 
Thus, the method of anticipation has been developed further and the development work is still 
continuing. In Finland, anticipation of labour and educational needs are strongly connected to 
the decision-making and highly participatory including various actors from different fields 
and levels of administration. This is indicated also by the setting up of the Foresight Network 
of the Government, the tasks of which are for example co-ordination of foresight and 
improving the foresight skills and interaction between central, regional and local 
administration. Government Foresight Network consists of representatives from all ministries 
and the Prime Minister’s Office. The members of the Network are those responsible for 
foresight activities in the different ministries and the Prime Minister’s Office. Network’s main 
objective is to coordinate ministries’ foresight activities. In addition the Network wishes to 
develop ministries’ foresight processes, promote foresight activities at the regional level and 
ensure that the outcomes of foresight processes are put into use in policymaking. In short, the 
Network functions as a discussion forum and as a medium of cooperation between ministries. 
The Network was appointed in March 2004 by the Ministry of Labour and is also chaired by 
the Ministry of Labour. The Network will be active until May 2007. (Valtioneuvoston 
ennakointiverkosto 2005a, 2005b). 
 
In addition to the activities described here, there are many independent projects dealing with 
foresight carried out by various interest groups in Finland. They usually focus on the future 
needs of labour/education in certain occupations/fields of education. In these projects various 
methods of foresight are used. Typically competence and qualification needs foresight 
analyses focus on cluster and sector needs.  
 
2.4 National Foresight Forum of the Ministry of the Trade and Industry (MIT) 
 
Technology foresight can improve our understanding of the impacts of technologies and their 
framework, support strategic choices between alternative technological development paths, 
promote the networking of experts, and contribute to the creation of common future-oriented 
insights and conditions for consensus. Foresight exercises can also give support to the 
prioritization of technologies and the allocation of R&D and related resources. 
 
In the autumn of 2001 the Ministry of Trade and Industry launched a development project for 
technology foresight with the aim to support, with means provided by technology foresight, 
decision-making related to technology and innovation policies. The project promotes the 
discussion on future technologies and their development in Finland. It produces and conveys 
foresight-related information, networks parties interested in the future of technology and 
develops methods, processes and contents for technology foresight. Projects and initiatives 
related to this are started, enhanced and supported as far as possible. The starting point is the 
view that technology develops in interaction with the ambient world: technology is changing 
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the world, while the changes of the world are creating needs for developing technology. A 
special challenge is to identify nationally significant challenges and possibilities of 
technological development and innovations. The Ministry of Trade and Industry develops 
technology foresight in close cooperation with the National Tekes - Finnish Funding Agency 
for Technology and innovation, VTT Technical Research Centre of Finland and with Sitra, 
the Finnish Innovation Fund. The development project for technology foresight aimed at 
active interaction with all organizations and individuals interested in the future of technology. 
The project collects the views of the various parties of how technology foresight could be 
further developed in Finland. Feedback, experiences and proposals for development 
concerning technology foresight can be sent to the project via the website of Tekes. (Salo, 
2001). 
 
Ennakointifoorumi (Foresight Forum) is a Finnish governmentally supported co-operation 
platform dedicated to promote the practices to generate, disseminate and utilize the 
information about the future. The Foresight Forum was established in the beginning of 2004, 
and has since then achieved thousands of unique users. The goal Foresight Forum was to 
serve all the actors - especially in Finland - in any way active in foresight. The co-ordinators 
of Foresight Forum pointed out that: “We want to be ‘the meeting point number one’ in this 
respect” (Ennakointifoorumi 2007). 
 
In Finland, the foresight activities are used to create and maintain a reliable picture about the 
probable technological and societal trends, the developments of world and national 
economies, the values of people, environmental issues, and many other relevant topics. 
Typically the time perspective is 10 to 15 years, and quite often considerably more. Within 
the context of Foresight Forum the basic idea was to try to the help various actors to 
understand what those developments could mean for them. The members of foresight 
community include people from high executives of private and public organizations to single, 
active citizens observing their surrounding world. (Ennakointifoorumi, 2007). 
 
The foresight forum is open for everybody. Members of Foresight Forum are working to get 
together the most prominent researchers in the foresight area - first the Finnish ones, and 
gradually their colleagues in other countries, as well as their primary customers, especially the 
people who are responsible for the strategy of their organizations. For the time being, the 
weight point of operations is local, but it will naturally actively follow the foresight in other 
countries too (Ennakointifoorumi 2007). 
 
Foresight Forum has working forms, which include comprehensive virtual communication 
through the Internet, but also frequent workshops and seminars in order to penetrate the 
timely issues thoroughly with organized human interaction. Thus it promotes the dialogue and 
the networking effects within our customers: we have seen for years that the probability of 
popping up new, innovative ideas considerably increases with this kind of approach. Foresight 
Forum hopes that by browsing in its website people will find useful information, hints, and 
channels to the Finnish foresight actors. Foresight Forum will add material in English in our 
sites gradually whenever interesting publications and news will be published. The theme 
groups of Foresight Forum, which were used to generate specific understanding in the 
selected topics, were (Ennakointifoorumi 2007): 
 

• The effects of aging, 
• New service based businesses,  
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• Biotechnology, 
• User friendliness, and  
• Foresight as a part of management. 

 
The current situation of Foresight Forum is open. Ministry of Trade and Industries is planning 
next phases of Foresight Forum operations and other foresight activities. It’s quite obvious 
that in Finland, Tekes, VTT and Sitra should work in closer co-operation in the technology 
foresight field, in the future. 
 
Because of the futures challenges mentioned above many projects of Futures Committee have 
focused on knowledge, innovation and globalization challenges.  
 
2.5 Finnsight 2015 Science and Technology Foresight (SITRA and the Finnish 

Academy) 
 
Foresight, and its associated horizon scanning centre aims to provide challenging visions of 
the future, to ensure effective strategies now. It does this by providing a core of skills in 
science-based futures projects and unequalled access to leaders in government, business and 
science. Finnsight 2015–project is a good example concerning national wide foresight co-
operation.  The Academy and Tekes aimed to use the results of Finnsight 2015 for developing 
Strategic Centres of Excellence in Science, Technology and Innovation. In the case of 
Finland, foresight activities provide a structured platform for open and insightful discussion 
about the future among as large a number of people as possible. It can help to detect weak 
signals, opportunities and threats, to build up a common understanding of what really is 
important and to identify issues and measures on which decision-makers should concentrate 
their attention.  
 
According to Finnsight 2015 analyses, the Far East, China and India all have strong emerging 
economies and science and technology. India in particular is now rapidly moving into areas 
where advanced industrial countries used to have a competitive advantage, such as high 
technology. Closer to home, strong economic growth is expected in the new EU members and 
Russia. Market success, in the future, can no longer be achieved simply by means of 
technological innovation, but it will require more in depth knowledge of consumers’ wishes 
and choices and an ability to differentiate from other products and services. Globalisation is 
not only an economic process, but it is also impacting social development as well as people’s 
everyday life. As far as the individual citizen is concerned, globalisation means an increased 
freedom of choice both in education, in the labour market and in consumption. At the same 
time, the daily life of individuals is increasingly permeated by growing complexity, the 
increasing vulnerability of business and the economy, instability in the work environment and 
growing cultural tensions between people. (Finnsight 2015) 
 
The conclusions of the Finnsight 2015-project were interesting. Some of the key conclusions 
were connected to globalisation challenges. According to Finnsight 2015 and key conclusions, 
the Finnish innovation environment needs constant access to up-to-date and forward-looking 
information about the challenges of the global economy and the change of business operating 
and innovation environments. This makes it easier for a small country to find its own niches 
by specializing in areas where it is possible to achieve an internationally strong position. At 
the same time Finland should seek to optimize its resource allocation with a view to boosting 
welfare in the country, the growth and renewal of business and industry. (Finnsight 2015). 
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One of the key challenges with respect to environmental management is the simultaneous 
management of environmental issues at the global and local level, which are closely linked 
with each other. Globalization and the liberalization of world trade are fundamentally 
changing the framework of environmental management. The trend so far has been towards 
increasing environmental regulation at the same time as the public sector has assumed a 
stronger role. According to Finnsight 2015, globalization will increase the role of 
multinational companies. Clean water, forests, and pristine nature are other precious resources 
are increasingly turning into critical natural resources. Policy innovations for sustainable 
development will be in growing demand. There is a need for basic research into ecosystems, 
for analysis of alternative ecosystem scenarios and for new decision-making methods. 
Improvements are also needed to methods of forecasting environmental crises and methods of 
environmental management so that the short-term target of economy effectiveness does 
unduly increase risk-taking or overload infrastructures. Finland has strong expertise and 
competence in all these fields. The integration of environmental know-how in these fields 
with other areas of expertise offers real potential to create significant innovations at the 
product, process, solutions and service level. (Finnsight 2015, 63). 
 
According to Finnsight’s 15 analyses, increasing productivity is crucial for Finnish 
competitiveness. In this regard the development of services and service innovations as well as 
ICT applications have key significance. Steps are needed to strengthen the use of global 
knowledge and cultural know-how in research and innovation. Global risk management has 
assumed ever greater importance. In particular, there is a growing need for competencies in 
foresight and risk management related to the economy, environment, energy, infrastructure 
and health. Energy and environment issues are of critical importance globally. More 
investments are needed in developing new forms of energy generation, in the sustainable 
management of the environment and in environmental technology innovations. The 
management of effective innovation processes is a critical factor that must be further 
strengthened. (Finnsight 2015, 65) 
 
Figure 2. Intersection of competences by Finnsight 2015 (Finnsight 2015, 53) 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
 

- 108 - 

 
 

The Finnsight 2015 project (Fig. 2) founded the following key findings concerning the 
Finnish economy and society (Finnsight 2015):  
 
1. Export activities of Finland are much based on mobile technology and ICT sector. 

Finnsight 2015 study indicates that this sector will be regressed before the year 2015. That 
is why new industrial strategies are needed. 

2. For Finland future possibility is cross-sectional niche markets especially in the fields of 
electricity, paper and pulp industries and machine building. 

3. In the future Finland is not major industrial player in energy and climate policy field, 
because China is building up carbon-based energy systems in the near future. Finland will 
be marginal player in global energy and climate change policy.  

4. In the global markets, there is big threat that large corporations and companies, which use 
unsustainable and irresponsible business models, will get immoderate competitive 
advantages. 

5. Biorefinery is a remarkable industrial platform. Biorefining refers to fractionating biomass 
into various separated products that possibly undergo a further biological, (bio)chemical, 
physical and/or thermal chemical processing and separation. By means of co-producing 
relatively (high) value chemicals (e.g. fine chemicals, pharmaceuticals, polymers) the 
production costs of secondary energy carriers (e.g. transport fuels, heat, power) potentially 
could become market competitive, especially when biorefining is integrated into the 
existing chemical, material and power industries.  

6. Finland is a small country and culture in the global context. There will be serious 
problems to maintain Finnish culture and heritage in the cultural map of the world. 

7. Before the year 2015, societies and nations become networked societies and nations. The 
network society model is one critical aspect of reality. 

8. There are strong needs to develop engineering and natural science competences in the 
future.  

9. Majority of the people will do project and flex work in the future.  

These nine critical findings are now a part of national science and technology policies in 
Finland. The implementation phase of Finnsight 2015 is now going on. Tekes and the 
Academy of Finland are active in this phase of implementation. 

2.6 Education Intelligence Foresight System 
Education Intelligence is a long-term forward-looking anticipation project carried out by the 
Confederation of Finnish Industries EK. It sought to anticipate the changes in the operating 
environment of industrial and construction-based clusters and the impact of such changes on 
the competence and training needs in the year 2015. The clusters, which were analyzed, were 
(1) ICT cluster, (2) Well being cluster, (3) Chemistry and biotechnology cluster, (4) Forestry 
cluster, (5) Construction, real estate and infrastructure cluster and (6) Service and Knowledge 
Intensive Products (SKIP) cluster. A cluster is understood as a pool of suppliers, producers, 
customers and competitors, which promotes efficiency, increases specialization and provides 
a competitive advantage. A cluster is a network of networks in which competition and 
cooperation co-exist. 
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Education Intelligence was implemented side by side with another important anticipatory 
project of the Confederation of Finnish Industries EK called Services 2020, which focuses on 
the private service sectors. Education Intelligence project used many foresight methods and 
planning tools like networking, seminars, workshops, study visits, Delphi surveys, interviews, 
web pages and virtual work space (see Fig. 3). 
 
The Education Intelligence Project also sought to provide a vision of the future business 
environment, products and services, labour market and the competences required by 
companies operating in six industrial and construction sectors in the year 2015. The pilot 
phase of Education Intelligence was carried out in 2001–2003, followed by a three-year 
follow-up project launched in August 2003. The second phase was implemented in 2004-
2006. According Education Intelligence project change drivers of Finnish educational system 
are the following ones (Fig. 4).  
 
Figure 3. Education intelligence process (Confederation of Finnish Industries 2006, 11) 
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Figure 4. Change drivers and the educational systems (Confederation of Finnish Industries 
2006, 5) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The Education Intelligence project identified also key competences contributing to corporate 
competitiveness. They are presented in Fig 4 and Fig 5.  
 
Figure 5. Competences contributing to corporate competitiveness (Confederation of Finnish 
Industries 2006, 5) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Organizational and business model of the business life: An innovative, competent and 
learning network that is able to anticipate the needs of the customer in an interactive 
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relationship. By making use of conventional and new processes the network is capable of 
offering ethical and competitive solutions, and create value in a global operating environment. 
(Confederation of Finnish Industries 2006, 22). 
Successful company: An international trail-blazer! Competent, confidence-inspiring, bold – 
the best responsible growth company in its line of business, or a strategic partner of such a 
company. A network-builder that attracts experts with multiple skills and supports their 
further development. (Confederation of Finnish Industries 2006, 23). 
The employee of 2015: A change-maker who values himself and others and is committed to 
developing and sharing skills and competence. (Confederation of Finnish Industries 2006, 23) 
Labour market of the future: Multifaceted labour market where a spearhead group of 
companies, working side by side with more traditional organizations, continually develop 
new, more competitive organizations and tasks. Both the job-seeker and the employer will be 
in a position to select the most suitable option from the local and global opportunities. 
(Confederation of Finnish Industries 2006, 24). 
 
According to Education Intelligence project, in 2015, the approach to business will be 
customer oriented with companies providing innovative, value added services in response to 
the customer’s future and acute needs. Often, the solutions will be worked out in collaboration 
with the customer. For the customer, value may mean aesthetically pleasing or ergonomic 
design, a non-scratch coating, recyclability, or a sound service concept. In this process, 
technology is usually the facilitator, sometimes even the core of the innovation. The corporate 
organizational model will consist of an amoebae-like collaborative network that renews itself 
continually. Work will be carried out in global and virtual teams engaged in genuine 
cooperation – even the members of the one and the same team may be geographically far 
apart from one another. In a complex and fast-changing world, success is based on the 
sensitivity to understand and interpret the current views and prospects for future development. 
The response to the changes in the operating conditions will be quick and flexible – efforts 
will be made to prepare for unforeseen developments as well. As far as the staff is concerned, 
this calls for a high standard of competence, excellent international interpersonal skills and 
the boldness to examine issues from fresh angles. (Confederation of Finnish Industries 2006, 
22) 
 
2.7 ETLA (Research Institute of the Finnish Economy) Economic 5-year Regional 

Forecasting System 
 
The Research Institute of the Finnish Economy has developed a sophisticated nationwide 
regional model, which is linked to the global economy. This model produces twice a year 5- 
year projections about the regional GDP both the production and employment of 30 
industries. The model gives also the forecasts of unemployment, population and migration in 
all the 17 counties of Finland. 
 
ETLA’s forecasting unit monitors and forecasts economic developments and reports them in 
various publications, appraises the impact of economic policy actions and develops the 
necessary analytic tools needed in these tasks. The main publication of ETLA’s forecasting 
unit is Suhdanne (Cycle). An English Summary of the Finnish Economic outlook is released 
in the Internet when Suhdanne is published. In addition, the ETLA forecasting group regularly 
prepares various types of special reports. ETLA distributes the World Commodity Prices 
report compiled by the association of European economics research institutes, AIECE. ETLA 
participates in the preparation of the report. (ETLA 2007a).  
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ETLA publishes regularly forecasting reports. As an actual example we can present the new 
short forecasting report “Main Features of Finnish Economy in 2007 – 2008” gives the 
following anticipatory global economic results to readers in June 2007 (ETLA 2007b): 
 

1. Asia continues to boost the pace of the world economy. 
 

2. China's contribution alone to world economic growth is close to 1.5 percentage points. 
The U.S. economy is in the middle of a soft landing, which was started by a sharp fall 
in dwellings investment. Straightening the large household sector financial deficit 
requires also more household saving and a slow down of private consumption.  

 
3. The Euro Zone aggregate output economy expands by roughly 2.5 per cent a year. The 

ECB will continue to raise its main interest rate to at least 4 per cent.  
 

4. Economic growth in Finland slows to 2.7 per cent this year and to 2.8 per cent in 
2008.  

 
5. Exports expand by 4.5 per cent in 2007 and by 6 per cent in 2008.  

 
6. Fixed investment is accelerated next year by the acquisition of the reactor and other 

equipment to the new nuclear power plant and Finnair’s purchases of air craft. Risen 
interest rates and housing prices shift the emphasis in construction from dwellings to 
business related construction.  

 
7. Private consumption increases at a slower pace than during the past few years as fewer 

jobs are being created. Inflation picks up slightly.  

 
8. Public sector financial surplus contracts towards normal. There is no room for 

permanent additions to public consumption expenditure.  

 
9. Aging and globalization are the biggest challenges faced by Finnish economy.  

 
10. Risks have increased along with the prolonged strong world economic growth. An 

unexpectedly abrupt deceleration of the U.S. economy remains the greatest risk. 

 
11. The ETLA forecasting system is focusing the basic economic indicators and analyses. 

It gives comprehensive analyses to decision-makers in the Finnish economy.  

 
12. ETLA forecasting system produces also important trend information. As an example 

we can present current production trends in OECD countries and Finland (Figure 6). 
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Figure 6. Production trends in OECD countries and Finland (ETLA 2007c) 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

This kind of trend information is, of course, useful for industrial and business decision-makers 
in Finland.  
 
2.8 Tekes foresight systems 
 
The National Technology Agency, Tekes  
 
Tekes, the National Technology Agency was founded in the year 1983 as an independent 
agency under the auspices of the Ministry of Trade and Industry. Until the end of the1980s the 
main development areas of technology have been determined by the representative commit-
tees of the development of the technology programme initiatives. Systematic analyses of the 
technology trends and the future needs of knowledge and know-how in technology began in 
the late of the 1980s for a start as an internal exercise within Tekes, the National Technology 
Agency. Also VTT was active in this field in the 1980s. These technology foresight analyses 
have been continued as a normal routine since that. (see e.g. Ranta 1993, Hernesniemi, 
Lammi & Ylä-Anttila 1996, Ruokanen & Nurmio 1996, Tekes 1997). 
 
The key focus of Tekes is technology foresight and its impacts on technology and innovation 
policy in Finland. Tekes is a key institution of the Finnish innovation policy. Tekes is respon-
sible for Finnish technology strategy and technology programmes. Tekes performs also 
technology foresight for innovations within industrial clusters and focus on interesting project 
cases. 
 
Finland is continuously developing its research and innovation environment. Foresight work 
is seen as a significant tool to contribute to decision-making. The National Technology 
Agency, Tekes is one of the most important actors in the field of foresight in Finland. Tekes 
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stays from the beginning of the year 2008 under the Ministry of Employment and the 
Economy. Tekes bases all its operations on its mission, vision and the values defined by them. 
The strategy that Tekes follows consists of the objectives, core activities, policies and actions 
with which Tekes implements its mission and pursues its vision. 
 
Figure 7. Tekes: Mission, vision and values (Tekes Web-pages, http://www.tekes.fi) 
 

 

 
Mission statement. Tekes boosts the development of Finnish industry and the service sector 
by technological means and through innovation. This activity will renew the economy and 
increase added-value, productivity and exports, thereby creating employment and enhancing 
well-being. (Tekes Web-pages, http://www.tekes.fi). 
 
Focus areas. The focus areas outline future priorities for innovation in Finland. Tekes intends 
to encourage innovation in areas defined on the basis of clear user need – in fields such as 
products and business models, the environment and energy, health and well-being, services, 
safety and security, and work and leisure. (Tekes Web-pages, http://www.tekes.fi). 
 
Strategic lines. Tekes will renew its strategic guidelines in foresight every third year. The 
most important and crucial vision statement is the co-operation between the science, 
enterprises and the public sector. Nowadays also more and more important principle is that 
the citizens and stakeholders are involved in foresight processes. (Tekes Web-pages, 
http://www.tekes.fi). 
 
Recently there have been very critical reviews of technology foresight experiences in Finland. 
Critics have focused on the following issues (Pulkkinen 2000):  
 
1. International technology foresight studies tend to be too linear continuation of the past. No 

consequential taking-offs could be found from them. 
2. The progress of a national technology foresight exercise was the big second 

disappointment for the Tekes foresight research. Again the future seemed to be a linear 
continuation of the past. The major findings were very familiar: applications of 
information technology will be increasingly important, information society will be 
strengthened and deepened, economy will become ever more global and international, 
competition will be tightened, importance of knowledge will be increased, networking 
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will be most important, needs for flexibility and ability to react rapidly will be enhanced. 
The results of national foresight exercise were critiqued to be too self-evident. Maybe that 
was also reason why the public discussions didn’t rise any radical breakdowns in the 
developments. 

3. The proposals for the future actions were the third disappointment. All proposals were 
very common: e.g. education and training of employees and strengthening of research 
groups in manufacturing. All proposed topics for future research and development 
projects have been identified already before the foresight exercise. These were: rapid 
methods for product development, smart products, user interface, product data 
management, flexible assembly, management tools and methods for manufacturing 
business in networks, methods for distributed manufacturing, factory of the future, routes 
for lean and flexible materials production, materials utilisation and logistics. 

4. The limited discussion, which the foresight exercise awoke, was perhaps the worst results. 
During the exercise it became more evident that the process itself was the most important, 
not its results. And such a process could be the most important in which a large amount of 
people could be concurrently active in finding effects of technology, new business 
possibilities, important RTD topics etc. 

 
These critical aspects are good to keep in mind when work life foresight activities are 
planned. There should be more room for non-linear complexity thinking and public 
participation and discussion when foresight programmes are implemented. 
 
 
2.9. VTT’s foresight systems  
 
As defined in VTT´s Internet pages, VTT Technical Research Centre of Finland is the biggest 
contract research organization in Northern Europe. VTT provides high-end technology 
solutions and innovation services. From its wide knowledge base, VTT can combine different 
technologies, create new innovations and a substantial range of world class technologies and 
applied research services thus improving its clients' competitiveness and competence. 
Through its international scientific and technology network, VTT can produce information, 
upgrade technology knowledge, create business intelligence and value added to its 
stakeholders. VTT has been a non-profit-making research organization. VTT is a part of the 
Finnish innovation system under the domain of the Ministry of Employment and the 
Economy. In VTT there are about 2780 persons working in different fields of technology. 
 
The vision VTT is: VTT produces research services that enhance the international 
competitiveness of companies, society and other customers at all stages of their innovation 
process. VTT thereby creates the prerequisites for growth, employment and wellbeing. VTT 
promotes the realization of innovative solutions and new businesses by foreseeing already in 
the strategic research stage the future needs of its customers. VTT creatively combines its 
multidisciplinary expertise with the know-how of its partners. VTT also exploits global 
networking and the basic research results of universities in its services.  
 
In VTT foresight activities are focusing on technology foresight and technology policy 
evaluations. VTT is a large technology research and development organization, which is key 
part of the Finnish innovation system. In this VTT´s foresight activities are connected to 
innovation policy topics. In recent years VTT has performed various important foresight 
projects. Very important activities have been connected to the Nordic Foresight Forum, where 
VTT has been an active partner. Key projects in Nordic co-operation have (1) Foresight 
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Biomedical Sensors, (2) Nordic ICT Foresight and (3) Hydrogen Foresight Project. Special 
research interest field in the field of foresight has been technology roadmapping studies. VTT 
has done various technology roadmaps for different technology areas. VTT has done also 
sectoral/cluster technology foresight studies, research on foresight activities and 
methodologies, international TF cooperation at Nordic and European level.  
 
Very good example of Nordic co-operation in foresight field is Nordic ICT Foresgiht project, 
where VTT was one key partner promoting Nordic foresight co-operation. The Nordic ICT 
Foresight project was launched in May 2005 with research partners VTT Technical Research 
Centre of Finland, FOI (Sweden), SINTEF (Norway) and DTI (Denmark). The aim of the 
project was to contribute to the strategic intelligence of the Nordic knowledge region so that 
the full potential of information and communication technology can be exploited to increase 
the welfare in the Nordic countries. The focal areas of the ICT applications in this study were 
experience economy, health, production economy and security. In the research process there 
were five research phases: 1) desktop survey, 2) SWOT analysis, 3) scenario and vision 
workshop, 4) road-mapping workshop and 5) action workshop. Methodologically the project 
was a very good demonstration of skilful use of hybrid methodology of foresight research. 
Typical approach nowadays in foresight projects is to combine quantitative and qualitative 
methodological approaches. Some experts call this approach “numbers and narratives” 
approach. Some policy recommendations were formulated on the basis of the Nordic research 
process. The policy recommendations were divided into implementation strategies, i.e. actions 
that should be proactively pushed through on the Nordic level, and adaptive strategies, i.e. 
actions that are more reactive in the face of global developments. The implementation 
strategies were (1) creation of Nordic SME-based competence clusters and/or platforms in 
converging technological niches, (2) enhancing the utilization of mobile ICT infrastructures 
for remote monitoring, (3) an initiative for the creation and integration of Nordic test markets 
for ICT applications and ICT policies in the health sector, (4) a Nordic level research and 
policy initiative to develop new ICT-based concepts for information and general security, (5) 
the ideation and creation of new business models for the user-driven application 
developments, and (6) a Nordic initiative to enhance electronic business transactions and 
applications. The formulated adaptive strategies were (1) towards a deeper understanding of 
the cultural contexts of new services and solutions, (2) learning to utilize and productize 
innovations in the second or third wave, (3) widen the scope of innovation and learn to 
“recycle” the ideas into new niches, and (4) creating strategies for the utilisation of a “long 
tail” in the Nordic sphere. (see Ahlqvist, Carlsen, Iversen & Kristiansen 2007). 
 
In recent foresight evaluation some new interesting aspects are presented from VTT foresight 
research. According to the report of Ahlqvist, Uotila and Harmaakorpi (2007), foresight can 
have a significant role in supporting innovation activities and breaking for example path-
dependence tendencies connected to regional development trajectories. However, according to 
many recent studies one major challenge facing foresight activities is that the results of those 
activities are not fully utilized in regional decision-making and national policies. Ahlqvist et 
al (2007) underline the importance of good foresight research practices which help the 
information produced during foresight process to be “re-rooted” back into regional innovation 
system to support the innovation processes carried out in the region. This kind of “re-rooting” 
should be taken seriously also in foresight studies connected to work life and work life 
practices. Efficient knowledge management and knowledge sharing are key challenges in 
foresight research today. European countries are facing this common challenge in many 
contexts, also in the dynamic field of work life research.  
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2.10 SITRA´s foresight systems 
 
Sitra was set up in conjunction with the Bank of Finland in 1967 in honour of the 50th 
anniversary of Finnish independence. The Fund was transferred to the Finnish Parliament in 
1991. Sitra, the Finnish Innovation Fund is an independent public fund which under the 
supervision of the Finnish Parliament promotes the welfare of Finnish society. Sitra’s 
responsibilities have been stipulated in law. Since its establishments, Sitra’s duty has been to 
promote stable and balanced development in Finland, the qualitative and quantitative growth 
of its economy and its international competitiveness and co-operation. Our operations are 
governed by a vision of a successful and skilled Finland. We have always approached our 
operations with strong belief in the future and in the ability of the latest technology to 
generate well-being. Sitra’s operations have been focused into fixed-period programmes, each 
of which consists of various projects and measures.  
 
In addition, two new programs, Energy Program and Program for the development of a 
network-based operating model, have started at the beginning of 2008. The programs utilize a 
wide array of methods, including studies, strategy processes, innovative experiments, business 
development and corporate funding. The methods used vary from program to program.  
 
Sitra’s programme-based operations made an excellent start. In 2006, they focused on 
selected programme areas, which are innovations, health care, food and nutrition, 
environment, Russia, and India. Collaboration with partners brought excellent results and best 
practices were promoted. The spearhead projects within the programmes created new 
operating models: the Health Care Programme promoted electronic health care services, while 
the Food and Nutrition Programme issued a strategy in May, steering Finland towards 
becoming a forerunner in healthy nutrition. The Environmental Programme focused on 
strengthening the Cleantech industry to boost Finnish environmental business. The Russia 
Programme worked on the industrial park project to help the expansion of Finnish enterprises 
in the Russian market. The Innovation Programme launched the National Foresight Network, 
and the India Programme produced new insights into the opportunities offered by India.  
 
Sitra´s foresight topics are the following ones (See SITRA 2008 http://www.sitra.fi/-
en/Programmes/CompletedProgrammes/innovation/foresight/topics/topics.htm): 
 
1. Future of welfare and everyday living  
People’s everyday life and factors affecting their well-being are in a state of transition. The 
transition has to do with people’s needs, values and attitudes, lifestyles, everyday roles, 
resources and the changing operating environment. The topic for this thematic group is the 
well-being of individuals and families and everyday life in the future.    
 
2 The future of work life 
The nature of work life is also in transition. The future of work life is shaped by, for example, 
increasing knowledge intensity, mobility, pressure, fragmentation and uncertainty of careers, 
internationalization and networking. The relationship between work and other aspects of life 
is changing. This also applies to competence demands in work life and sets new challenges 
for the functioning of labour markets and the education system. The transition in work life is 
significant both for the well-being of employees and for the success of enterprises. 
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3. The future of the public sector 
As a result of the two prior industrial revolutions, the social role and tasks of the public sector 
changed considerably.  It is expected that this will also follow the current transition. The 
traditional hierarchical welfare state is no longer economically and organizationally tenable. 
The change in the tasks of the public sector will also affect its organizational model. A 
hierarchical and sector-based administrative model no longer meets the demands of complex 
and wide-ranging political challenges typical in times of transition. 
 
4. Multiculturalism 
The Finnish culture is exceptionally homogenous. Immigrants count for a very small portion 
of our population. However, this situation will not continue. Owing to globalization and the 
ageing workforce, immigration and multiculturalism will increase also in Finland. The 
Finnish society is not sufficiently prepared for this. Increasing immigration and multi-
culturalism will affect the Finnish society. As a result, Finnish everyday life, business life and 
activities of the public sector will change. 
 
5. The future of environmental technology 
The foresight project of the Environmental Programme aims at utilizing the rapidly changing 
and growing environmental technology markets. Concern for the state of the environment 
increases the pressure to make changes in environmental policies and to tighten the legis-
lation. At the same time, it creates possibilities for innovations and the growth of environ-
mental business sector. Due to the rapid development and changes in the markets, the 
foresight project is challenging and important to the sector. The foresight work on the subject 
area is also part of Sitra’s Environmental Programme. 
 
To sum up, Sitra has recently been very active player of national foresight activities, 
especially in the National Foresight Network. The first wave activities of the National 
Foresight Network in 2006 were culminated in the TulevaisuusFoorumi – Future Forum held 
in Nokia. The Finnish-language final report of the National Foresight Network, Kohti 
hyvinvoivaa ja innovatiivista yhteiskuntaa (Towards an innovative welfare society), was 
introduced at the event (Hämäläinen, 2006).  
 
The National Foresight Network activities for future years are planned now and one key 
challenge will be Internet forum for Finnish foresight activities: www.foresight.fi (not in 
operation yet!). 
 
3.1. Foresight activities and methods at regional level 
 
The Ministry of Labour started a foresight project of Employment and Economic 
Development Centres (TE-Centres) in the year 1998. During the project was developed a 
vision of regional foresight activities and methods in Finland in the year 2010.45 The methods 
and activities can be classified into quantitative and qualitative both long term, middle term an 
short term methods. (see Kaivo-oja, Marttinen and Varelius 2002, Marttinen 2003). 

                                                 
45 Jouni Marttinen, Integrating Foresight into the TE-Centres activities- a Vision for 2010 and a 
Development Strategy, Ministry of Trade and Industry, Ad hoc committee reports 1/2003. Helsinki. 



 
 
 

- 119 - 

 
Table 4. Time spans and foresight methods in ministerial foresight activities 
 
Time span Quantitative methods Qualitative methods  
Long term 
(6-20 
years) 

Long term (LT)- model 
Mitenna- model 

Scenarios, Delphi, megatrend-
analysis weak signal analysis, 
future-workshops etc… 

Middle 
term 
(3-5 years) 

Regional econometric 
model (ETLA) 

Cluster analyses 

Short term 
(1/2-2 
years) 

Interviews of enterprises Expert panels (SWOT/Delphi)) 

 
There are four characteristics that distinguish foresight from other kinds of future studies. 
Foresight research is always an action-oriented enterprise. Foresight does not mean only 
about analyzing or contemplating future developments but supporting actors to actively shape 
the future. Therefore, foresight activities should only be undertaken when it will be possible 
to use the results to influence the future. (FOR LEARN 2007). 
 
Foresight is always open to alternative futures. In foresight activities stakeholders assume that 
the future is not pre-determined. The future can therefore evolve in different directions, which 
can be shaped to some extent by the actions of various players and the decisions taken today. 
In other words, there is a certain degree of freedom to choose among the alternative, feasible 
futures, and hence increase the chance of arriving at the preferred (selected) future state. 
(FOR LEARN 2007). 
 
Foresight is participatory. Foresight is not done by a small closed group of experts or 
academic scholars but involves a number of different groups of actors concerned with the 
issues at stake. The results of the foresight research exercise are disseminated among a large 
audience from which feedback is actively sought. (FOR LEARN 2007). 
 
Foresight is multidisciplinary research enterprise. Foresight is based on the principle that the 
problems we face cannot be correctly understood if reduced to one dimension and sliced up 
like a salami to allow it to fit into the perspective of the different academic disciplines. 
Instead, foresight research provides an approach that captures realities in their totality with all 
the variables influencing them, regardless of type (quantitative and qualitative). (FOR 
LEARN 2007). 
 
These basic principles of foresight research are nowadays quite well known, but in practical 
foresight projects these principles are not fully followed by foresight practitioners and 
stakeholders. It is obvious that various international and national agencies still understand the 
concept of foresight in various ways. (see more about regional foresight methodologies 
Kaivo-oja, Marttinen. and Varelius, 2002, and Marttinen, 2003). 
 
3.2 Current strategically important regional foresight activities  
 
The Ministry of Labour launched in 1998 a national foresight project of Employment and 
Economic Centres (TE-Centres) in Finland. The goals of the national foresight project in 
Finland were (see e.g. Marttinen 2003): 
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− To support the TE-Centres in developing a regional foresight system for every TE-
Centre in Finland 

− To launch foresight activities in TE-Centres,  
− To integrate the foresight into strategic planning, management systems and other core 

processes,  
− To train experts of foresight and  
− To connect the results of regional foresight into the national labour market- and 

economic development-policy. 
 
In the beginning all the TE-Centres draw up a launching plan of foresight. The goals of the 
launching plan were to describe the vision of the foresight system of the TE-Centre; which are 
the foci of the foresight, what kind of future data, information and knowledge are needed in 
the core processes, which foresight methods and activities are used, how to organise the co-
operation and networking of regional and local actors, how to manage the data and knowledge 
and what is the role of the TE-Centre in the regional and local foresight system. (Marttinen, 
2003) 
 
As an example in Southwest Finland the goals in developing the regional foresight system 
have been: 

− To create a permanent research and foresight service for The TE-Centre for SW 
Finland, it’s partners and key customers,  

− To focus on labour market and economic changes by collecting, re-producing and 
delivering information for local planning and decision making processes,  

− To create new understanding and information tools for the labour market and business 
environment changes in short and medium time span by interpreting the most essential 
changes in business volumes, expectations, qualification needs and emerging issues,  

− To foster sub regional foresight processes by information and methodological aid and  
− To create an easy access www-site by which the most urgent anticipation needs can be 

fulfilled regionally (NUTS 3) and sub regionally (NUTS 4) 
 
During the foresight project in SW Finland it has been established a joint regional foresight 
unit of the Regional Council and the TE-Centre. This unit is serving both organisations and 
their customers by producing and openly disseminating data, information and knowledge 
concerning the future development of Southwest Finland and its sub regions. The project has 
also developed databases and an Internet service (www.luotain.fi) where the results of 
foresight activities and processes can be found. (Marttinen, 2003) 
 
In Finland all the regions implement and utilize long term, medium term and short term 
foresight activities, both quantitative and qualitative. The description The core short time 
foresight process is to interview enterprises (TKTT-model) and to arrange expert groups. The 
Research Institute of the Finnish Economy produces medium term regional forecasts (5- 
years) in the production and employment by industry. The Ministry of Labour and The 
Finnish National Board of Education are producing long-term regional forecasts by the 
industry and occupation. (Marttinen, 2003) 
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3.3 The study of the needs of for workforce and training (TKTT-model)  
 
The need for workforce and training needs of enterprises has been studied in Finland since 
1989. The civil servants of employment offices have interviewed firms and asked the short-
term views of the firms. The themes of the interviews are (Marttinen, 2003, Marttinen, 2007):  
 

− Changes in use of workforce – increases/decreases by profession (3 classification 
levels)   

− Recruiting problems (3 classification levels) 
− Training requirements for professions and job assignments (3 classification levels) 
− Changes in core professions and job content (3 classification levels) 
− Age distribution and retirement rate of personnel   
− Economic situation now and in one year   
− Training needs and presentations to educational institutions  
− Networking and sub-contracting needs and new business ideas   
− Prospects for export   
− Investment needs   
− Needs for premises   
− Open comments 
− (Plans for externalization?). 

 
The main eleven step type phases of the TKTT -foresight model are: (1) Selection of fields of 
business, (2) Training for the interviewers, (3) Launching the campaign, (4) Carrying out the 
interviews, and (5) Applications, (6) Summary for the council of experts, (7) Meeting of the 
council of experts and SWOT analysis, (8) Delfoi-survey, (9) Reporting and finally (10) 
Applications II Phase and finally (11) Gauges Phase. This kind of highly interactive TKTT -
foresight model is found to be very useful in Finland. That is why its main characters are 
reported here. (Marttinen 2007) 
 
Phase I. Selection of fields of business 
 
Decisions concerning the selection of fields of business are made chiefly in the result-based 
management process between employment offices and the labour department. Employment 
offices make a proposal concerning the fields of business be interviewed and the number of 
businesses to be interviewed. In its result-based management, the TE-Centre/Labour 
department can recommend certain business fields for interviewing. (Marttinen 2007)- 
 
 
When the TE-centre/employment offices make proposals concerning the fields of business, 
the criteria for selection are as follows (Marttinen 2007):  

− The employment office is not very familiar with the field of business, its core 
professions, training and skill requirements, etc.   

− There is a desire to improve the market share of the employment service in the 
business field in question.   

− The field of business is a so-called “growth field”, in other words, according to the 
office's knowledge, it is difficult to obtain skilled labourers for the field.   

− The field is a field where structural changes take place often and/or it is a rapidly 
changing.   
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− The field is an area of focus in the province.   
 
Phase II. Training for the interviewers   
 
Prior to beginning the interviews, the TE-centre shall organize a training course for 
employment office representatives (i.e. campaign managers and other interviewers). During 
the training, the themes of the interview shall be jointly agreed upon and participants shall be 
guided through interviews. Participants in the training concerning the business field shall be 
provided with information about the structure, development and future prospects of the field 
as background information. During the course, TOP 30-50 lists of the most important 
businesses in the field shall be handed out. The ASKO46 system may be used to make 
specialized searches in the Business Information System (BIS) based on a certain business 
field and district. These procedures shall be a means to ensure that interviews are directed to 
top businesses in the field. In this way, we can ensure that the sample size of the interviews 
will be big enough. Business field managers shall participate in the training for their own field 
of business. (Marttinen, 2007) 
 
Phase III. Launching the campaign   
 
The management of the employment office/department shall choose a TKTT director and 
campaign manager (can there be several for different campaigns?) in the employment office. 
A campaign manager may also be chosen in the TE-centre.   
 
Employer services clerks and/or applicant services clerks, training unit clerks, international 
unit clerks and so on shall be chosen as interviewers. Civil servants from the TE-centres may 
also take part in carrying out interviews.   
 
A campaign manager shall be chosen at the employment office and (s)he will begin to follow 
the progress of interviews on the ASKO system, contacts with businesses and the implemen-
tation of the interviews. The campaign manager shall hand out lists to the interviewers.   
 
The campaign manager and possible TE-centre campaign manager will follow the progress of 
contacts and interviews. (Marttinen, 2007) 
 
Phase IV. Carrying out the interviews   
 
This phase IV has the following elements:  
 
Contacting the company 

− Agreeing on a time for the interview 
− Marketing the TKTT interview, marketing material? 
− Etc. 

 
Other possibilities for acquiring TKTT information (needs for development) 

− Contact by phone – interview form or a summary of it can be delivered in advance 
before the interview, 

− Web survey 
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- 123 - 

− Use of a laptop 
− Making contact via email   

 
Entering interview results in the ASKO and URA47 systems (Marttinen 2007). 
 
Phase V. Applications  
 
Different phases of application are (Marttinen 2007): 
 
1) Businesses’ acute needs immediately after the interview and response to them; 
2) The gradual application of the ASKO database during the campaign, for example, 

advanced information about the proposals for training; 
3) Application at the end of the campaign; and   
4) Application after council. 
 
It shall be the responsibility of the TKTT interviewer to pass on the acute needs of the compa-
nies in the employment office. The interviewer shall also convey an assignment (initiative) to 
the TE-centre’s campaign manager and/or to the person who is in charge of the matter in 
question at the TE-centre or employment centre. The results of the interviews at the TE-centre 
shall be monitored by either a business field team leader or other officer appointed by the 
employment department. It shall also be this person’s duty to see that there is a response to 
the companies’ acute needs. (Marttinen, 2007) 
 
The campaign manager shall also monitor confirmed messages concerning, for example, 
needs for training that can be addressed rather quickly and taken into consideration in the 
plans for a training program, entered into the database which is supplemented during the 
campaign. (Marttinen, 2007) 
 
A procedure could be developed for the ASKO system, by which the so-called initiatives may 
be conveyed automatically to the campaign manager, business field leader and/or person who 
is in charge of a certain matter. The reporting director shall draft summaries of the interview 
answers from each company. These reports shall be delivered to those employment offices 
where interviews took place, the primary TE-centre units and to the business service 
locations. A final TKTT report shall be delivered to the businesses and authors, which were 
interviewed, the members of the council of experts, employment offices, TE-centre 
departments and sub-regional business services.  (Marttinen 2007) 
 
Phase VI. Summary for the council of experts   
 
Once the results from the interviews have been completed, they are outlined in a summary to 
be delivered to the council of experts. The T&E service’s manager for the business field in 
question or other TE-centre functionary shall be responsible for drafting the summary. The 
possibility to hand over the task of drafting the TKTT summary reports to an external source 
will be determined. (Marttinen, 2007) 
 
At this stage, the report shall be delivered to the employment office, which has organized the 
council of experts. The report can still be edited further at the employment office. Reports 
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shall be sent either from the employment office or from the TE-centre to council members. 
(Marttinen, 2007) 
 
Phase. VII Meeting of the council of experts and SWOT analysis   
 
The organizer of the council shall be agreed upon at the result-based management meetings or 
in separate meetings. The employment office/TE-centre shall select the representatives for the 
council from top companies in the industry, educational institutions, the TE-centre business 
field team, the municipalities’ development centres, projects and so on.  The organization 
(usually the employment office or a TE-centre unit), to which the task has been assigned, shall 
call the council to a meeting and make the necessary arrangements for it. (Marttinen, 2007) 
 
The council shall be organized within a month from the deadline for the interviews. The goal 
is to hold spring interviews before summer vacation and autumn interviews before the new 
year. The author of the summary report shall draft the council’s agenda of the themes, which 
arose in the interview answers.  If necessary, councils may be set up in all employment 
offices, which have done a large quantity of interviews in the field in question. (Marttinen, 
2007) 
 
Phase VIII Delphi- survey 
 
The results of the expert panel are studied by a Delphi questionnaire. The survey will be sent 
back to the panel and to the enterprises, which have been interviewed. (Marttinen, 2007) 
 
Phase IX. Reporting 
 
A final report shall be sent from either the employment office or the TE-centre to the 
businesses interviewed and to the members of the councils of experts. Likewise, the report 
shall be delivered to TE-centres, government ministries, the development centres of provincial 
sub-regions, educational institutions, etc.  Information concerning the essential results shall be 
sent to the media. If necessary, a briefing about the interview results can be arranged. The 
report shall be published on the Internet on the regional (and national) webpage. In this phase 
description of revision and printing process is performed. (Marttinen, 2007) 
 
Phase X. Applications II 
 
After the convening of the councils of experts, the results of the interviews and the council's 
SWOT analysis shall be presented to the following arenas/forums (Marttinen, 2007):   
 

− TE-centre staff; 
− TE-centre departments;  
− TE-centre/ the Employment and Economic Development Centre/labour department’s 

management group; 
− TE-centre units; especially the workforce training unit   
− Forecasting and acquisition committee;                         
− MYR’s training department; 
− TE-centre projects; the Täsmä and Soma projects; 
− Business service locations, 
− TE-centre business field team; 



 
 
 

- 125 - 

− Labour department's forecasting and acquisition committee; 
− Directors of the employment offices; 
− Head persons of workforce training, employer services, employment services; and  
− Employment offices' morning meetings. 

 
TKTT interview results can be applied (Marttinen 2007): 
 
At employment offices: 
 

− in planning and obtaining local workforce training; 
− in identifying problem businesses (Soma Project); 
− in employment services (companies adding to their workforce and companies in which 

recruiting is problematic); 
− in location guidance and networking activities (sub-contracting needs, externalization, 

premises needs); 
− activities safeguarding during change; and 
− in communications profiling employment offices, in image-building. 

 
At the TE-centre: 
 

− in planning and obtaining regional workforce training; 
− in other planning and development, development projects, special projects?; 
− in business environment analyses, labour market analyses, in economic and business 

condition reviews, probe reports etc.; 
− in identifying new business potentials and outlines for innovation (new business ideas, 

externalization plans, networking and sub-contracting needs); 
− in communications profiling the TE-centre; 
− in business field teams (i.e. in considering measures for development); and 
− in implementing strategy: in reducing recruiting difficulties cf. ensuring the 

availability of labour, in improving regional competitiveness cf. skill development 
 
In government ministries: 
 

− in drafting regional economic reviews; and 
− in drafting business field reports. 

 
In regional developer organizations: 
 

− in planning training in educational institutions (workforce training projects, training 
needs, contacting companies); and 

− in planning and developing areas in focus for provinces. 
 
In companies 
 

− in positioning a company's status in the area of the company’s business field.  
 
The strong aspect of TKTT foresight system is that it is possible to utilize its results in many 
organizations and institutions.  
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Phase XI Gauges 
 
The effectiveness of the interviews can be monitored, for example, by the assignments 
received during the interview (vacant job positions, training positions, subsidized job posi-
tions, apprenticeship position etc.). These can be monitored in the URA system. So-called 
initiative shall be monitored in the ASKO system (Marttinen, 2007). 
 
Possible gauges for organizational effectiveness can be (Marttinen, 2007): 
 

− Workforce training which has been started, 
− Establishment of a job after workforce training, 
− Implementation of the measures proposed by the council of experts, 
− Effectiveness of workforce training; unemployed three months after completion of the 

training, 
− Market share of employment services, 
− Assignments/initiatives (their percentage compared to visits), 
− HR assignments, and 
− Other spill-over projects. 

 
These kinds of things are important for competitiveness, because it gives feedback to strategic 
thinking processes. Today strategic thinking is a synthesis of intuition and creativity. Strategic 
thinking is also a marriage of information and insight that allows a clear understanding of how 
reorder elements to maximize results within an emerging and often discontinuous context. 
TKTT foresight system provides an integrated perspective on the working life organizations. 
(Marttinen, 2007) 
 
3.4 Regional cluster analyses  
 
One important element of the Finnish foresight system has been regional and national cluster 
analyses Common to all cluster approaches, though to a varying degree, have been the view of 
clusters as geographical agglomerations. This was also a distinctive feature of Porter’s 
definition, which he introduced in his country case studies at end of the 1980s. In Finland 
Porter´s cluster approach has been used since then. Porter´s findings and the policy implica-
tions, presented in The Competitive Advantage of Nations (Porter 1985, 1990), brought the 
concept and the cluster approach to the forefront, and served as the benchmark for a series of 
national cluster studies conducted in subsequent years. For Porter, clusters are primarily 
agglomerations concentrated within national borders. However, by emphasizing the 
importance of geographical proximity, his definition also allows a cross-border 
interpretations. (see Fig. 8) 
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Figure 8. Porterian cluster chart 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
One very crucial dimension is the mode of interaction between actors in the cluster. Roelandt 
and den Hertog (1999a) have identified four kinds of linkages in empirical studies: 
 
• Trade or transaction linkages, 
• innovation linkages, 
• knowledge flow linkages, and 
• common knowledge base or common factor conditions. 
 
On a more general level, a division can be made between tangible and intangible linkages, 
that is, transaction and information ― or innovation― linkages, which act as basic deter-
minants in defining clusters. The interpretation of a cluster as an innovation network has its 
origins in the 1980s, when national innovation systems (NISs) were evolving into a separate 
theoretical framework for the design of technology and science policy (Roelandt and den 
Hertog, 1999b). This new interpretation of clusters is gaining popularity among scientists and 
policy-makers also in Finland. We can say that in the case of Finland different kinds of cluster 
studies have an important link between foresight and innovation studies (See Fig. 9).  
 
As important as Porter’s contribution to the development of cluster research has been his 
diamond model explaining the competitiveness of industries and nations. In many Finnish 
studies these two models of Porter have been used in the context of foresight analyses. The 
cluster approach has become a standard framework for policy-making in Finland and a wide 
spectrum of analytical methods and techniques is used in the empirical research. Critics argue 
justifiably that the diversity of approaches means that results and conclusions cannot be 
compared across countries and industries. A counterargument is that the versatility 
demonstrates the flexibility of the approach, enabling the user to consider country-specific 
factors and to focus on relevant research problems accordingly. In cluster analyses typical 
methodologies are innovation surveys, input-output-analyses and matrices, qualitative 
analyses combined with trade statistics and national accounts. In Finland clusters have been 
seen as unique combination of firms (Roelandt and Hertog 1999a, 1999b, Hernesniemi, 
Lammi and Ylä-Anttila 1996). However, special attention in Finnish cluster analyses are paid 
to ICT cluster, forest cluster, metal cluster and knowledge intensive business services.  
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Figure 9. Porter´s diamond model 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Common to the evolving Finnish cluster policies was the incorporation of the traditional 
industrial and regional policies with science and technology policies (see e.g. Lemola, 2002). 
However, since the countries differed in their initial economic conditions and cluster 
interpretations accordingly, they arrived at different policy priorities. In general, Boekholt and 
Thuriaux (1999) have distinguished four policy regimes, grouped as models. The national 
advantage model, which follows directly from the Porterian line of reasoning, aims to 
improve the competitive conditions of clusters that are, based on certain criteria, important for 
a country (e.g., Finland, Denmark, and Canada). For the small and medium-sized enterprises 
(SME) model, the cluster policy is equivalent to promoting networking between SMEs. Here, 
public agencies work as brokers to initiate collaboration, which is usually a prerequisite for 
enterprise innovation (e.g., USA, New Zealand, Australia, and Norway).  
 
Initiatives to stimulate clustering have been most explicit at the sub-national level, where the 
outcome has been dependent on, among other things, the distribution of decision-making 
power between the central and local authorities. This regional policy model is also in line with 
Porter’s argument in that many of the competitive advantages policy-making of nations are 
actually local (e.g., Wales, Styria, the Basque region). The fourth policy approach can be 
called the research-industry relations model, where the principal objective is to stimulate 
collaboration between industry and research institutes to make better use of public knowledge 
resources. Here the focus is on creating networks within spatially concentrated centres of 
excellence, especially around the emerging technologies. In the case of Finland all these 
approaches have been used in cluster policies (Viitamo, 2001, 19-20, Ali-Yrkkö, and 
Hermans, 2002). 
 
As a good example of cluster analyses in foresight field is summary report of ESF projects, 
where key clusters (10 clusters in Finland) strategic importance was evaluated. Key clusters 
are the engines of production and employment in the economy. Their output and employment 
are significant and rapidly increasing. In the optimum case, but only seldom in reality, all 
these favourable conditions are simultaneously fulfilled. In the Future of the Finnish Key 
Clusters project, the key clusters were defined by using a new, formal method. The 
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intermediate transactions between industries and the input-output table representing them 
were chosen as the starting point. In total, the information on hand consisted of the inter-
industry linkages between 68 industries. In other words, over 4000 bilateral linkages between 
the industries were analysed. Additionally, data on export ratios, describing international 
transactions, and on investments, which provides an indication of the technological relations 
between the different industries, were employed in the study. (Hernesniemi, Kymäläinen, 
Mäkelä, Rantala, Rautkylä-Willey and Valtakari, 2001) 
 
Table 5. Key clusters in Finland and foresight summaries till the year 2015 (Hernesniemi, 
Kymäläinen, Mäkelä, Rantala, Rautkylä-Willey and Valtakari, 2001) 
 
Cluster Average yearly growth 

%, 2001 – 2015, 
Future development 
prospects 
 

 Production Employment  
Information and 
communications 
cluster 

8,1 -0,4 The challenge is to master technology 
and in 
teleoperations to grow to a global size. 

Forest cluster 2,4 -1,5 The forest industry utilises expertise 
globally. New information technologies 
may form a challenge. 

Metal processing 
Cluster 

3.1 -0,6 Growth by planned investments and 
accomplished alliances. The transfer of 
knowledge to the new generation. 

Mechanical 
engineering 
cluster 

2,8 -0,2 Technological leadership in intelligent 
machines and systems. Global usage 
and maintenance. 

Foodstuffs 
Cluster 

1,4 -0,8 The EU disturbed the market. The take-
over of the Baltic and Russian market as 
a possibility. 

Business services 
cluster 

3,3 2,8 Own innovation activities and new 
services. Penetration to public services. 

Construction 
cluster 

2,3 1,1 Business cycles, quality 

Energy cluster 3,2 -1,8 Environmentalism increases the exports 
of Finnish energy technology. Energy 
industry companies have to grow to a 
global size. 

Healthcare 
cluster 

2,2 1,5 Ageing and the growing standard of 
living increase the demand for services. 
Product visualisation, entrepreneurship 
and technology utilisation are required. 

Other 
Industries 

2,3 0,7 A budding service cluster is emerging 
around the travel industry, which may 
develop into a key cluster in the future. 

Overall industries 3,2 0,7 The adoption of telecommunication and 
information technology and new 
economy principles in the traditional 
clusters. 

 
 
 
 
 



 
 
 

- 130 - 

4. Finnish foresight system: Some general reflections and learnings 
 
The general situation analyses concerning the Finnish foresight activities indicate that have 
been many foresight activities in Finland. The latest development phase has been ministerial 
co-operation and integration of foresight activities. On the other hand some important 
developments have been done also in the regional level like TKTT foresight system, which 
was presented in this survey paper of Finnish foresight activities.  
 
We can summarize that there are various different forms of foresight activities in Finland: (1) 
National ministry level foresight systems, (2) a parliamentary policy level foresight system 
(Futures committee), (3) industrial and economic forecasting and foresight systems (especial-
ly ETLA and EK Education intelligence system), (4) larger technology foresight systems of 
SITRA, Tekes and VTT and (5) regional foresight activities of TE -Centres and regional 
counties.  
 
There are also a lot of organizational foresight activities in Finland. We can say, on the basis 
of good and wide empirical evidence that in Finland there are active organizational foresight 
cultures and networks. Especially strong aspect of the Finnish foresight system is well-
functioning technology foresight system, where key organization does a good co-operation in 
the form of larger foresight programs. Tekes and Nokia are major players in the technology 
field in Finland. A good example of that was Finnsight 2015 project by Tekes and the 
Academy of Finland.  
 
A special character of the Finnish foresight activities has been a cluster approach of Porter 
(1985, 1990), which have been used in national policy formulations, but also in regional 
foresight analyses. For Finland a special advantage has been a quite good co-operation with 
foresight activities/actors, educational activities/actors and innovation system activities/actors.  
 
What are the key problems of the Finnish foresight system? We can list 10 problems area of 
the Finnish foresight system:  
 
1. A vague frameworks and networks for organizing regional foresight  
 
This problem has been a long time problematic issue in the Finnish foresight activities. Too 
often there are unplanned changes in frameworks and networks of national and regional 
foresight activities. This means that in many cases all foresight activities start from zero point 
after some political “reforms” and “new ideas”.  
 
2. Incomplete co-operation of stakeholders and actors of foresight 
 
In Finland there is a tendency to invent a wheel again. Every stakeholder and actor is doing 
their own foresight exercises without larger co-operation and integrations activities. This is 
also wider European problem. There is not enough co-operation in the foresight field. 
 
3. Imperfect and weak links between national and regional foresight activities 
 
There is still imperfect or weak links between national and regional foresight activities. 
Knowledge sharing and dissemination is often poorly implemented after large national and 
regional foresight activities.  
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4. Power tensions between ministries organizing foresight activities 
 
There some typical power games between ministries. Sometimes there seems to be political 
needs to find a “superministry”, which takes care of all the foresight activities. However, too 
centralizes systems may not be effective in modern network society.  
 
5. Too short time orientation of foresight analyses 
 
Still many foresight activities are having very short run time horizon. More demanding long-
run visions and strategies are not built too much. This approach leads easily to opportunistic 
tactics in national and regional politics. Typically it leads to very linear and self-evident 
approach to foresee the future.  
 
6. Measuring and maximizing the impact of regional and national foresight activities 
 
Many public sector authorities are not interested to evaluate the impacts of regional and 
national foresight activities. This kind of attitude leads to imperfect learning processes in 
many organizations. It is important to have some kind of post-evaluation phase after foresight 
processes.  
 
7. Merits and challenges of foresight in less developed regions in Finland 
 
Less developed regions and local communities have smaller material and immaterial 
resources to implement local and regional foresight projects although there are many acute 
needs to have more insights concerning futures options and possibilities. In any region, the 
level of living is differentiated between different areas. We can speak of differentiation in 
different respects, demographic and demographic segmentation as well as socio-economic and 
ethnic segregation. Segregation and segmentation in cities indicates the impact of general 
processes that affect the level of living for individuals and households. Here it is important to 
keep in mind the difference between the level of living for individuals and households 
(“people poverty”) and the qualities of an area (“place poverty”). Differentiation as such is not 
necessarily a big problem, but polarization between the have and the have-nots is. These kinds 
of unequal social and economic conditions have impacts on merits and challenges of foresight 
in less developed regions also in Finland. This inequality problem requires more attention in 
the context of foresight studies.  
 
8. Flexible adoption of novel foresight methods and activities. 
 
There are still needs to development education and conscious building concerning foresight 
tools and methods. In recent year many new foresight tools and methods have been 
developed, but only a small part of them are used in the practice. In the practice there are still 
a limited understanding of the possibilities and the range of analytic and interpretative 
methodological options available to practitioners and organizations to recognize the strengths 
and weaknesses of key methodologies and tools, and their suitability for various purposes. 
 
9. Problems in mobilizing regional Foresight actors and stakeholder 
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In many foresight projects it is difficult to mobilize different actors and stakeholders to 
participate foresight project and programs. These kinds of problems lead easily to failures in 
participation processes and weak democratic practices. The participation of people and their 
organizations to influence institutions, policies and processes for equitable and sustainable 
development is really needed to build strong democracy and democratic institutions in 
Europe. 
 
10. Foresight co-operation in cross-border co-operation  
 
In Europe and Finland there are strong needs to make cross-border co-operation in the 
foresight field activities. Unfortunately there are only few foresight projects which are 
focusing on interregional aspects of European futures. For example, in the future the 
forecasting approach of long term labour force and training need of should take place at an 
international or Pan-European level. Such a need has been already strongly apparent in some 
smaller countries with relatively large migration or commuting flows, but was seen as an 
emerging need more generally, given globalisation and the increasingly international 
perspective of young people in taking decisions relating to education and employment.  
 
From larger European perspective, it would be useful to integrate foresight activities closer to 
the Lisbon strategy and its evaluation and re-formulation phases. The European Council of 
March 2005 called upon the Commission, the Council and the Member States to re-launch the 
Lisbon strategy by refocusing on growth and employment in Europe, in accordance with the 
Commission’s proposals. Local and regional governments play a key role in implementing the 
Lisbon strategy. National innovation and education policies are needed to promote the 
development of regional innovation systems. Local and regional actors should also be 
encouraged to active involvement with financial incentives in order to achieve the Lisbon 
goals. The EU territorial and cross-border cooperation were also on the meeting agenda. The 
meeting noted that significant progress has been made in developing new instruments for 
strengthening economic and social cohesion in the Union. In particular cooperation under the 
new European Neighbourhood and Partnership Instrument (ENP) will play a significant role 
in the development of regions across the Union’s external borders. Issues like trade and 
economic integration, mobility and migration, regional conflicts and terrorism threat are 
actual in the ENP strategy (Mooij and Tang, 2003, Commission of the European Communities 
2005, Commission of the European Communities 2006). 
 
It would be useful to develop national and cross-border foresight systems in such a way that 
they also strengthen European neighbourhood and partnership policies. Future-oriented new 
competences is one strategic key issue in the Lisbon strategy. According to the Lisbon 
Strategy the Union must become the most competitive and dynamic knowledge-based 
economy in the world capable of sustainable economic growth with more and better jobs and 
greater social cohesion (Commission of the European Communities, 2005).  
 
To achieve this ambitious Lisbon strategy goal, Heads of States and Government asked for 
not only a radical transformation of the European economy, but also a challenging program 
for the modernization of social welfare and education systems (see e.g. Jacobs 2004). One of 
the most important Lisbon policies is a better use of human capital in the economy. This 
priority becomes even more prominent considering the ageing population in the next decades. 
According to new reformulated Lisbon strategy, Europe should be the world leader in terms 
of the quality of its education and training systems. This is also relevant target for Finland. 
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Making this happen will mean a fundamental transformation of education and training 
throughout Europe. This process of change will be carried out in each country according to 
national contexts and traditions and will be driven forward by cooperation between Member 
States at European level, through the sharing of experiences, working towards common goals 
and learning from what works best elsewhere (Commission of the European Communities 
2005). 
 
Key European foresight players should, however, express an interest and commitment in 
participating in the foresight processes and in using the results. If they do, it will be possible 
to learn important lessons from joint efforts by all the European countries as well as cross-
border exercises where selected counties/regions are involved. Well designed, foresight 
exercises can generate new knowledge that is shared by the key actors in all the EU countries. 
This knowledge can be used to develop the R&D and its infrastructure as well as to help 
shape international norms and influence the contents of international foresight research 
programs. Because of different cultural background, the EU countries could thus play a more 
important role in promoting equality and well-being in an increasingly technocratic and global 
world. 
 
11. Evaluation of regional and national evaluation results 
 
The analyses presented above indicate that there should be established permanent evaluation 
round practice to analyze results of national and European foresight activities. This kind of 
permanent institutionalized practice could tell more about the existing and future development 
needs in national and regional foresight systems. If stakeholders of foresight always know that 
there will be later evaluation phase, this could establish strong incentives for efficiency. The 
future developments of Finnish foresight system should be based on the results of evaluations.  
 
5. Summary  
 
In previous section 4 some key reflections and learned issues were already presented. Here 
these reflections and learned issues are not repeated. All the reflections are good to keep in 
mind in the foresight activities of work life and work places.  
 
In terms of purpose, some common and typical goals for work life foresight are: (1) Exploring 
future opportunities so as to set priorities for investment in science and innovation activities 
as well as in public and private sector organizations, (2) new reorienting the science and 
innovation systems, (3) demonstrating the vitality of the science and innovation systems, (4) 
bringing new actors into the strategic debate of work life policies, (5) building new networks 
and linkages across fields, sectors and markets or around work life problems. All these typical 
goals for foresight are connected to work life and work place changes.  
 
It is good to know that there have been various recent efforts to develop foresight research in 
Europe. The Finnish experts and foresight agencies has done a lot of European co-operation in 
the context of (1) COST A22 (CORDIS Foresight methodologies network, web: 
http://www.costa22.org/mou.php), (2) European Foresight Monitoring Network (EFMNm 
Web: http://www.costa22.org/mou.php), (3) the For Society network (Web: 
http://www.eranet-forsociety.net/ForSociety/index.html) and FUTURREG (Web: 
http://www.futurreg.net/).  
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These European foresight projects have focused much on methodologies and dissemination of 
foresight activities. They provide a good knowledge base for work-life foresight research 
projects too. One good basic foresight handbook “Handbook of Knowledge Society 
Foresight” was produced by the European Foundation (Keenan, Loverigde, Miles and Kaivo-
oja, 2006).  
 
One large European challenge is that all this vast accumulated expertise should be utilised 
also in work life and work place research field. How to boost the Lisbon strategy on the basis 
of foresight research? This is one key European challenge.  Answer to that question is not 
simple. The Finnish experience indicates clearly that foresight activities should be focused on 
critical fields, which are (1) education (competence and qualification foresight studies, future 
education needs etc.) (2) Labour markets (future skills and practical in the labour markets), 
(3) innovation systems (technology and science foresight) and (4) the logic of networking 
(cluster foresight studies). This paper has described the key foresight projects and programs 
during latest years in Finland. These kinds of surveys have not done much. The survey is not 
comprehensive, but it includes some important foresight insights concerning the Finnish case. 
So this paper describes quite many aspects of the Finnish foresight system. 
 
Although Finland has taken action in the fields of forecast and foresight, in Finland no formal 
large-scale national foresight activities have been performed at any stage. In 2001 the 
Ministry of Trade and Industry produced a study according to which it is not reasonable to 
carry out individual large-scale foresight projects in Finland. More attention is paid to 
dissemination of foresight projects through Foresight Forum and other channels like the 
Futures Committee and networking activities. Instead the Finnish strategy has been a 
decentralized strategy, not a large macroeconomic master plan strategy. This study also 
suggests that we should concentrate on improving the co-ordination of the already existing 
foresight activities and launching specifically targeted foresight projects. There are many 
problem areas in the Finnish foresight field. They were analyzed in detail in section 4.  
 
Today a critical element of successful foresight activities seems to be effective networking, 
not large macroeconomic master plans. However, co-ordination and integration of foresight 
activities seem to be a real problem in the Finnish foresight system. Co-ordination problem is 
probably also a larger European problem. In Finland one solution has been to present a 
Foresight Forum (Ennakointifoorumi) and latest effort is SITRA’s Finnish foresight Web 
environment (www.foresight.fi), which shall be published during this year.  
 
One very interesting direction in foresight activities is to develop a social media for foresight 
activities. A lot of valuable foresight information and knowledge is missed in different 
organizations and institutions – also in development organizations of work life and work 
places. In economic terms, Finland has done a good performance concerning the Lisbon 
strategy targets.  
 
The Finnish foresight system is quite comprehensive systems and foresight as research 
activity is partly institutionalized. Even the Finnish Parliament has futures committee, which 
is one very special character of the Finnish foresight system, which we can also describe to be 
an institutionalized foresight system, which has national ministerial level (National Foresight 
Network of the Ministries) and also regional level foresight systems with different activities.  
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Many national and regional foresight processes are becoming trans-boundary foresight 
processes because of globalization process. Concerning the Lisbon strategy we can conclude 
that the foresight projects should launch at national, regional and local level such activities, 
which promote the achievement of the objectivities of the Lisbon strategy; economic growth, 
full employment, social cohesion and governance. Unfortunately this idea is not fully 
understood in all the EU member countries. New reformulated Lisbon strategy puts a lot of 
challenges to foresight research, especially for the foresight analyses of educational and 
competence needs in Europe.  
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Appendix 1: Agenda  

           
Agenda 

 
Workplaces of the future 

 Foresight workshop organised by FAS. Stockholm, 4-5 September 2008 
 
 
Moderator: Kenneth Abrahamsson, FAS 
 
Thursday 4/9 
  
10.30 Coffee and cake, registration 

11.00 Introduction. Purpose: trends and forecasts 

 Claudius Riegler, PT-DLR; Carin Håkansta and Kenneth Abrahamsson, FAS 

11.30 Work life foresights – a comparative approach 

 Raija Koivisto, VTT, Technical Research Centre of Finland 

 

12.30 Lunch 

 

13.15 The European workplace in transition – trend studies 

 Elisabeth Lagerlöf, former head of information at European Foundation, Dublin 

14.00 WORK-IN-NET foresights 

 Presentations of foresights from the partner countries and discussion 

 

15.15 Coffee and fruit 

 

15.45 WORK-IN NET foresights - continued 

17.15 Comments on the country presentations  

 Werner Wobbe, European Commission 

18.00 End of first day for non-WIN participants 

18.30 End of WIN management meeting 
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19.00 Dinner at Restaurant Ulla Winbladh, Rosendalsvägen 8 

Friday 5/9 

 

9.00 Sustainability and other aspects of future workplaces 

 Peter Docherty, Chalmers and ATK 

 

9.45 Coffee and cake 

 

10.00 The social partners and future work 

 Peter Totterdill, UK Work Organisation Network 

10.45 Emerging challenges and future research themes in European working life and 

 safety/security science 

 Jari Kaivo-oja, Finland Futures Research Centre, Turku School of Economics 

 

11.30 Lunch 

 

12.30 Comments by the Finnish WIN-team FWEF and TEKES 

13.30 Concluding remarks - and future developments 

 Werner Wobbe, Elisabeth Lagerlöf, Kenneth Abrahamsson, Claudius Riegler 

14.30 Comments by the rapporteur 

 Carin Håkansta 

 

14.45 End of workshop 

 Coffee and fruit 
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Appendix 2: List of participants 
 

           
Foresight workshop: Workplaces of the future 

Venue: FAS, Wallingatan 2, Stockholm 
Dates: 4-5 September 2008 

 
List of participants 

 
Main speakers: 
 
 Raija Koivisto, VTT, Technical Research Centre of Finland Finland 
 
 Elisabeth Lagerlöf, previously European Foundation  Sweden 
 
 Werner Wobbe, DG Research,  
 European Commission    Belgium 
 
 Peter Docherty, Chalmers University of Technology  
 and ATK Arbetsliv    Sweden 
 
  Peter Totterdill, UK Work Organisation Network  UK 
 
 Jari Kaivo-oja, Finland Futures Research Centre,  
 Turku School of Economics   Finland 
  
WIN Participants: 

Claudius Riegler, PT-DLR   Germany 

Kenneth Abrahamsson, FAS    Sweden 

Carin Håkansta, FAS     Sweden 

Ulla Kihlbom, FAS     Sweden 

Volker Telljohann, Fondazione per il Lavoro  Italy 

Tuomio Alasoini, TEKES   Finland 

Nuppu Rouhainen, TEKES   Finland 

Elise Ramstad, TEKES    Finland 

Friedhelm Keuken, GIB    Germany  

Ilkka Tahvainen, FWEF    Finland 

Peter Rehnström, FWEF    Finland 
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Magnus Lagerholm, Vinnova   Sweden 

 Pär Larsson, Vinnova    Sweden 

  

Additional national experts: 

 Jürgen Howaldt, Technische Universität Dortmund  Germany 

 Sylvia Sparshuh, RWTH Aachen University  Germany 

 Antti Kasvio, Institute of Occupational Health  Finland 

 Per Tengblad, ATK    Sweden 

 Charlotta Krafft, SACO  

 (The Swedish Confederation of Professional Associations) Sweden 

 Annette Nylund, Unionen (The largest white collar union) Sweden 
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