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PREFACE

The papers in this collection were presented at the annual workshop of the European
Science Foundation (ESF) Network on Transitions in Youth. The workshop was
supported by CEREQ and held at La Ciotat between September 18th and 21st 1996.

The theme of the La Ciotat workshop was "Linking Theory with Empirical Analysis in
the Study of Transitions in Youth". In all 2 papers were presented dealing with a
range of issues related to this theme. In common with the majority of papers
presented to previous workshops of the Network, these dealt mainly with the
transitions from education and the varied trajectories, both in and out of the labour
market, followed by young people. The topics of the individual papers ranged from
studies of methods for increasing the comparability of datasets drawn from different
countries, through papers concerned with theoretical questions in the study of youth
transitions, through to studies that sought to link empirical analysis with questions of
theory and methodology. Some of the empirical papers reported cross-national
comparisons, while others were concerned with a single country. In keeping with the
aims of the Network the emphasis was on the scientific study of transitions in youth.
However, many - if not the majority - of the papers have policy implications for
education and training and, more generally, the functioning of youth labour markets.

This workshop was the third and final workshop funded under the auspices of the
ESF’s Scientific Networks. Previous meetings had been held in Seelisberg
(Switzerland) and Oostvoorne (the Netherlands). The editors would like to thank the
ESF, and Pat Cosgrove in particular, for their support during the past three years.

If the ESF Scientific Network on Transitions in Youth has reached the end of its
three-year term of funding from the European Science Foundation, the network will
continue as the European Research Network on Transitions in Youth. The 1997
workshop will take place in Dublin between September (18 to 20). The main themes
are educational disadvantage or failure and their subsequent labour market effects -
unemployement or social exclusion - and effectiveness of state interventions.

Les articles rassemblés ici ont ét€ présentés lors de latelier annuel du Réseau sur
l'insertion sociale et professionnelle des jeunes de la Fondation européenne pour la
science (ESF). Cette rencontre, organisée par le Céreq, s'est tenu a La Ciotat du 18 au
21 septembre 1996.

Le théme de cet atelier était : "Rapprocher la théorie et l'analyse empirique dans
I'étude de linsertion professionnelle des jeunes". Une vingtaine de communications
ont été présentées. Elles renvoient & un large éventail de probldmes tous reliés au
théme central. Comme dans toutes les autres rencontres du réseau, les auteurs
s'intéressent le plus souvent au passage de la formation initiale & diverses trajectoires
sur et hors du marché du travail. Dans le détail, les articles abordent de nombreux
sujets, des plus techniques - méthodes pour améliorer la comparabilité des bases de



données nationales par exemple - aux plus théoriques sur la notion et 'appréhension
de la transition professionnelle chez les jeunes, en passant par des articles faisant
précisément le lien entre observations statistiques et théorie économique ou
sociologique. Quelques études reprennent explicitement la comparaison internationale
au centre des travaux de l'atelier 1995. D'autres ne concernent qu'un seul et unique
pays. Tous se concentrent sur la question au centre de toutes les recherches du
réseau : l'insertion des jeunes. La plupart, si ce n'est tous, ont ainsi des implications
immédiates en matiere de politique économique, ou plus généralement, quant au
fonctionnement des marchés du travail rencontrés par les jeunes.

Cet atelier de La Ciotat était le troisieme et dernier tenu dans le cadre du soutien de la
Fondation européenne pour la science. Les deux précédents avaient eu licu a
Seelisberg, en Suisse, en 1994 et a Oostvoorne, aux Pays-Bas, en 1995. Les éditeurs
tiennent a remercier la Fondation et, tout particulierement, Madame Pat Cosgrove,
pour son soutien permament durant ces trois années.

Le réseau continue toutefois a fonctionner. Il est rebaptis¢ "Réseau européen de
recherche sur l'insertion des jeunes". L'atelier 1997 aura lieu a3 Dublin, du 18 au 20
septembre, sur le theéme des liens entre les échecs en formation initiale et I'exclusion
du marché du travail ainsi que les modes d'intervention pour, précisément, lutter
contre I'exclusion, la pauvreté, l'inégalité.



Youth Transitions in Europe : Theories and Evidence
Céreq, Document n°120

NEW SYSTEMS OF PRODUCTION
AND INITIAL WORK CAREERS

Rodolfo Gutiérrez
Holm-Detlev Kohler

Abstract

The industrial world is undergoing fundamental changes in work organisation and human resources
practices that in social sciences are reflected in debates about "lean production” and "flexible
organisation”. These changes are believed to have a strong influence upon traditional patterns of
labour market entries and professional trajectories.

This paper tries to analyse the influence of labour markets and corporate structures upon the
configuration of such trajectories; the way NPS (New Production Systems) and HRM (Human
Resources Management) are thought to modify traditional configurations of professional trajectories
and how, in fact, these phenomena have been identified in four firms which operate in the context of
an old industrial region.

Résumé
Nouveaux systémes de production et trajectoires professionnelles en début de carriere

Dans nos sociétés industrielles, l'organisation du travail et les pratiques en matiére de ressources
humaines connaissent des changements importants dont on trouve trace dans les débats en sciences
sociales sur "la production robotisée” et "l'organisation flexible du travail”. On considére
généralement que ces changements ont une influence forte sur les modes traditionnels d'accés au
marché du travail et sur les trajectoires professionnelles.

Cet article cherche 2 analyser l'influence des marchés du travail et des structures de I'entreprise sur la
forme que prennent ces trajectoires. On analysera la fagon dont les NPS (Nouveaux systémes de
production) et le HRM (Gestion des ressources humaines) sont censés modifier les configurations
traditionnelles des trajectoires professionnelles et comment on peut empiriquement identifier ces
phénomenes dans quatre entreprises d'une région industrielle traditionnelle.

These are provisional results of a research project: "New Systems of Production and Human Resources
Management Strategies”, financed by the Foundation of Scientific Research and Applicated
Technology of the principate Asturias/Spain (FICYT).



1. JOB TRAJECTORIES, MARKETS AND ORGANISATIONS

The study on initial trajectories has focused on the profiles and activities of individuals
rather than on companies themselves. It is acknowledged, however, that professional
undertakings follow typical patterns of mobility, more commonly known as trajectories or
career lines, the variety of which mainly depends upon corporate structures and labour
market configuration. The traditional work careers are common to segments of the
workforce sharing similar entry and mobility patterns.

Spilerman’s typology (1977) acknowledges three basic variants in work paths in
accordance with market configuration (internal, occupational, external labour markets):
the orderly careers, in which the individual's promotion is accompanied by increased
wages and status, is usually expressed in terms of a longer stay within the internal job
market; the occupational careers, featuring little chance for promotion and greater
mobility in terms of job-post and company. In this variant, changes are usually associated
to improved skills or knowledge and will eventually render greater wages and professional
recognition. Last, but not least, is the chaotic careers, characterised by a non-linear
progression of the worker, as individuals "circulate” around "secondary job-posts"
(requiring little or nihil qualification and where differences between wages and status
cannot be appreciated). In this variant, age is not relevant and workers are usually subject
to a number of "laid-off" episodes throughout their active life.

It is most likely that mobility does not show at its best during early labour trajectories so
that the work path variants cannot be detected. However, the variants should be envisaged
as from the start. Moreover, if they configured in the same way as open markets and
mobility patterns typical in occupational trajectories, initial stages in active life for the
young would respond to the logics of "matching", with learning and market exploration
and episodes of horizontal/lateral mobility to reach consolidation at the age of 28-30.

This initial period will open way to other trajectories only when the young person has
accumulated, through experience and practice, the cognitive skills required to face new
responsibilities or when he/she is about to undertake family responsibilities. The longer or
shorter duration of the "exploring stage" will be determined by the quality of the matching
process.

Should the initial or exploring stage occur in a context dominated by the internal market, it
is then likely to take the shape of a moratoria. Because of the importance of job stability,
"primary” companies will take as selection criteria not only the applicant's capacity to
achieve further cognitive labour skills but also (with the same or even greater significance)
his/her degree of self-assurance and maturity.

As these qualities are age-related, drop-outs from Primary or Secondary School are likely
to see their job opportunities reduced because of the reluctance of these "primary"
companies to engage potentially unstable applicants. Most of these youngsters would be
forced to enter the secondary labour market where eager employers are in search of poorly
qualified workers who pose no risk of formalities or continuity within the job- post. On-oft
employment and frequent changes in job location are typical features in the secondary
labour market. The chaotic path in labour trajectories is also characteristic in the younger
starters.
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For some years now, changes in organisational structures and the new trends in labour
management, referred to as NPS, have been thought to be significantly altering the
configuration of labour trajectories. Such modifications imply that differences between the
orderly, professional and chaotic variants are not able to explain the companies' structures
changes like the ones in employment relations.

The multiple organisational transformations that take place under NPS's obscure label
always evolve around three types of innovations: a concept of organisational design which
emphasises “flexibility”, “lean” and “learning” practices and which is the equivalent of
greater capacity for a company to vary both its size and structure when required by
increased levels of activity or strategic targeting; a resource based on teamworking as
priority of task-design and task-level; and the interest in generating a sense of commitment
in the individual as part of the psychological "contract” or attachment to the company.

Such innovative schemes need to be implemented together with a set of management
practices better known as HRM or Human Resources Management. In its most ambitious
expression the concept, although controversial, refers to specific approaches in
management oriented at achieving competitive advantage through strategic mobilisation of
human resources (“excellence through people”); more precisely, through deployment of a
highly-skilled and committed work-force; application of coherent cultural measures
(corporate culture); structural measures (organisational design) and personnel
management (Storey, 1995). As from this concept, the actions oriented at "moulding” the
professional career of the employees become most relevant in the context of HRM.
Moreover, the highly sophisticated procedures, the extension of learning through
continuous training, the introduction of innovative reward systems and the implementation
of career planning schemes are issues to be considered in depth. These examples of
intervention will be discussed in detail when presenting the case-studies.

The HRM concept is usually seen under the light of suspicion because of discrepancies
between "promises” and "reality”. The substitution of the industrial relations model by the
HRM model has been a controversial issue for both academic and trade-unionists (Guest,
1995). They believe HRM is a cover-up for the search of newer and more sophisticated
methods to control and subordinate the workers, hidden under a false aura of "common
objectives” and "mutual gains" (Legge, 1995). In any case, many empirical studies have
observed that there is clear evidence of strategic changes in labour management, perhaps
not in the promising way as foreseen by the HRM concept but, nevertheless, aiming at
achieving the same objectives in a more pragmatic, opportunistic and eclectic way (Storey
and Sisson, 1993). Such changes were initially implemented at some big transnational
corporations and eventually extended to most companies operating in international
markets, although the diffusion pattern was not the same in every case.

It is difficult to assess whether innovations in company organisation and labour
management follow a clearly defined direction but it is almost certain that the
"conventional model" in internal markets and orderly work careers is being altered at its
foundations. It may be argued, however, whether this is leading to a "high control"
situation or to a situation of "high trust". Should companies act in view of a "high control"
situation, one would expect the context of occupational labour markets to become
predominant and HRM to emphasise the quantitative, calculative and business-strategic
aspects of managing the headcounts resource in as rational a way as for any other

11



economic factor. With things going that way, one would expect initial labour paths to
reinforce the logics of market exploration and adjustment. Should companies take the
“high trust" direction, internal markets would shape in a way Kochan and Osterman
(1994) labelled in terms of "mutual gains”, in a soft version of HRM which traces its roots
to the human relations school and emphasises long term employment contracts, multi-skill
training, motivation and development of a direct employee-management communication”.
Under this version, initial labour trajectories would still be similar to the ordinate variant
paths although, when compared to the traditional ones, they would respond better to the
logics of "pull” rather than to the logics of "push".

It is also very likely that a company is not a unitary system of employment but rather a set
of different labour markets within, operating under distinct rules and career levels. In this
context one would expect NPS’s to establish two-tired employment relations between a
"core" - to which modern internal market criteria are applied - and a "periphery”, where a
wide range of non-conventional employment relations take place (time-limited contracting;
part-time contracting; subcontracting; temporary employment agencies, etc.). On the other
hand, it may be that the different modalities in labour trajectories are more related to
employment clusters rather than to labour markets or company typology (Baron et al.,
1986; Kochan and Osterman, 1994).

The discussion on the nature of changes is inevitably associated to factors most likely to
affect their diffusion. In that sense, there are two factors which overtly contribute to it:
firstly, competitive market pressure which forces companies to combine technological
changes with contmnuous performance improvement while engineering further changes;
secondly, corporate identity is a determining factor in terms of adopting coherent measures
and reinforcing managers' commitment to stay longer with the firm involved.

However, it is unlikely that the nature and diffusion of innovations will simply depend on
market factors or managing styles: the influence of institutional factors and enterprise
atmosphere have also been acknowledged to play a role. These are factors upon which
managers have little or no control whatsoever. These factors will either vehicle new
opportunities or obstacle achievements. Two types of institution scem to dominate the
scene: on the one hand, the transition system from education to the labour market, more in
particular if intermediate positions between formal education and employment exist (i.e.
dual systems and the like) because of the benefits companies get by offering specitic
training at low cost. On the other hand, the actors and the structure of collective
bargaining through trade unions, which effectively vehicles decentralisation of
representativity and establishes enterprise-based labour relations.

2. THE NATIONAL AND REGIONAL SCENARIOS

The context, in which the herein observations on the impact and diffusion patterns of
innovation where registered, offers the framework of influences to take into account, as
stated above. The youth employment context in Spain and in the region of Asturias is most
relevant for understanding the various alternatives companies have to develop by HRM
and the way different careers are arranged. Youth employment in Spain features three
main characteristics (Garcia Blanco and Gutiérrez, 1996): strong disadjustment in youth
labour markets; a school-based transition system from the educational world to active life;
and deregulation of entry contracting modes.
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In Spain, youth unemployment in the mid 80s was 50% of the total active population; in
the early 90s it reached 30% in market segments in expansion; 40% of the young
unemployed are long-term unemployed. The situation is even more dramatic in industrial
regions in decline, located along the Cantabrian coast-line (Asturias, Cantabria and the
Basque Country), where access to the labour market is the major social problem for the
young population. These areas, in spite of representing the smaller share of the total
national amount of youth unemployment, still support 40% of young unemployed (three
times as much as the adult population unemployed) with an important number of young
people who have had no labour experience whatsoever and have suffered long-term
unemployment periods. The major public policies to promote labour opportunities for the
young focus on interventions upon the formal education system by extending the number
of years in compulsory education and increasing the educational offer so as to provide a
wider range of qualified skills. The negative side of the model is expressed in terms of
longer dependence on family ties. As a result of this, the profile of young individuals
entering the labour market in the last twenty years has suffered continuous transformations
along two aspects: they are young people delaying their entry in the labour market, thus
delaying their opportunities in starting a family of their own while achieving greater levels
of formal qualifications. This is more particularly true for young women.

Nevertheless, the most significant transformations taking place in recent years are to be
attributed to flexibility in contracting modalities implemented as from 1984. The
coincidence of these reforms and the expansive situation of the labour market itself have
contributed to the almost general implementation of time-limited contracting modalities for
the young. Between 1987-1990 time-limited contracts increased from 48.2% to 78% for
ages 16-19, and from 31.5% to 61.6% for ages 20-24. Such institutional change has
clearly favoured youth rotation between occupation and unemployment periods, so that
the configuration of youth unemployment was equally modified. Between 1987-1995 the
total amount of unemployed under 30 years of age was quite similar but, in 1987 only one
out of every four young people unemployed would count with some labour experience
whereas in 1995 three out of four would.

The situation in Asturias adds to the national context of youth unemployment some
aspects (Gutiérrez, 1994): on the one hand, the presence of few large companies in the
basic sectors i.e. mining, energy, iron and steel works, chemicals - some of which are state-
owned - provides the configuration of an industrial sector with its traditional internal
markets. On the other hand, multinational enterprises - usually open to innovations of the
sort herein described - are scarce in the region, thus retarding the diffusion of such
practices if any.

3. HRM AND WORK CAREERS: FOUR COMPANY CASES

The main observations referred to in the present paper have been registered in an attempt
to analyse developments in local labour markets of an old industrial area (the region of
Asturias, in the north of Spain). Our research is based on two kinds of empirical
observations. In the first instance, a case analysis was performed on sixteen companies in
the region, particularly in the chemical and metalworking sectors, which are introducing
these new forms of production and management (NPS and HRM). Their human resources
strategies, the way they recruit and select new employees, their requests regarding skills
requirements and abilities and their career planning are examined. In a second phase of the
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survey, a series of qualitative interviews was run on young employees (3-5 people at a
time) working at the companies involved in the study so as to register the variety of their
initial careers, their subjective experiences and expectations.

Only four out of the sixteen companies that took part in the study are herein presented,
either because they are representative enough of the remaining ones or else because they
have hired the largest number of new workers in the last few years. The following table
(Table 1) shows the most outstanding features of the four companies in relation to factors
which vehicle the diffusion of HRM practices, that is, their market position, their corporate
identity and NPS modality adopted.

Table 1
FOUR FIRMS PROFILE

Leading USA chemic

¢ Automobile glass-manufacturing e Manufacturing of synthetic fibres

* 396 employees (cut-backs in the last few ¢ 390 employees and growing (new plants being
years) opened)

Market position Market position

¢ Automobile components. Likely to expand but e International market in expansion for input
under pressure from European competitors on products to external clients and other
costs and quality companies in the group

Corporate identity Corporate identity

¢ Old plant, union power, local tradition and e Recently built plant (major foreign investment
paternalistic style in the region). No union representation, no

* Strong strategic control collective bargaining

e Managers from the factory itself e Strong corporate culture; focus on safety, work

ethics and teamwork values

New systems of production New systems of production
¢ Automated technology ¢ Process technology
e New professional ranking with three categories e Learning organisation
in manufacturing and outsourcing e Multifunctional jobs
¢ Business units and quality circles in project ¢ Self organisation (bubbles)

14



Table 1 (cont.)

¢ German multinational plant e US multinational plant

¢ Escalator and drag-rolling platform ¢ Engineering design, construction and
manufacturing maintenance of industrial plants

¢ 295 employees and growing o Flexible workforce hired upon company’s

needs

Market position Market position

e Leader in expanding market. Few high quality | e Few but regular clients. Many competitors
competitors e Difficulties to consolidate in Spanish market

Corporate identity Corporate identity

* Recently built plant. Union power and{e Recently built plant. High workforce mobility
collective bargaining

e Executives from the group and recently
engaged

New systems of production New systems of production
e Assembly technology. Small series under order | e Continuous performance appraisal and
s Strong quality control (ISO 9000) in a very improvement
automated system e Client review process and dialogue survey
e Re-engineering project

In the four cases presented which are, to some extent, the paradigm of our sample of
medium-size plants belonging to multinational enterprises, personnel management styles
are significantly relevant and improving. The implementation of HRM as firm philosophy,
however, is very uneven: whilst Firm B follows a clearly defined line of action in human
resources management within the context of "corporate identity”, Firms A and C follow
more traditional high-quality production schemes based upon a hierarchical organisation of
their personnel and areas of activity.

As from here, the observations obtained for each of the cases presented will be checked
against expectations resulting from HRM implementation. The practices of the companies
herein described within the framework of labour trajectories (entry, training and learning,
rewarding systems and career planning) are related to the most "promising” and typical
strategic options in the HRM model (Table 2).

15



Table 2
FOUR FIRMS PROFILE ON WORK CAREERS

Workforce segments

¢ Technicians and highly qualified and
experienced workers with language skills

¢ Poorly qualified workers

e Temporary engagements

Recruitment and selection

e Newspaper advertising

e Standard and technical testing,
interviewing

personal

Learning and training

o [Initial training: manufacturing process and
safety procedures for a week. Tutored on-the-
job training. For technicians: 3 months learning
period with occasional stays abroad

e Continuous technical learning, computer
systems skills in or out of workplace (CFNT),
ISO 9000 requirements

¢ Higher ranks employees and executive staff are
subject to continuous learning within the group
because of pressuring market demands

Promotion and career planning

¢ Few opportunities, given the characteristics of
plant and workforce

¢ Internal bids to cover vacancies in staff

Reward systems

¢ Collective bargaining of wages through union
representatives

¢ Fixed wages and collective incentives on
production (never over 10% out of salary)

o Trade unions strongly oppose to greater
flexibility or multifunctionality

Workforce segments

¢ Fixed core (80%). workers and white-collars
employees on long-term basis undergoing
continuous learning processes in a self-
organisation model

¢ Subcontracted employees: all external jobs are
subcontracted, some on a permanent basis

Recruitment and selection

¢ Newspaper advertising

e Pre-selection on applications (thousands)

e Exhaustive selection process:  external
agencies, 3 days testing period on group
dynamics, personal interviewing — with
participation of "workmates-to be" (the future
workmates of the selected applicants)

Learning and training

¢ Exhaustive training for months before they
start on the job with courses on social issucs

¢ Continuous learning at all levels is part of the
corporate strategy

Promotion and career planning

e There is no “fixed” occupational hierarchy;
promotion is offered in relation to skills,
responsibility or performance achievement

Reward system

e Fixed contract modality in accordance to
wages as regulated in the sector. The company
pays 2 points above normal per job-post.
Individual negotiation of wages
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Table 2 (cont.)

Workforce segments

Fixed core (5%): Highly qualified technicians
with professional expertise and leadership
potential. Mean age: 40. Severe selection,
Long and costly initial training periods.

Some qualified workers (70%), less
sophisticated selection process (through in-
practice, previous engagement); on-the-job
tutored training; long consolidation phase (3
years temporary engagement). Mean age: 25
Flexible periphery (25%): hired through
Temporary Employment Agencies at peak
production periods. Usually poor qualified

Recruitment and selection

e Newspaper advertising and own data base
Most new recruitments are engaged through
data base information. Requirements can be
checked against registered behaviour and
performance (most candidates have undertaken
in-practices or were previously engaged at the
company)

Personal interviewing

Learning and training

o [Initial training in reaction to job-post; courses
on product-line and processes; on-the-job
tutored training

Continuous technical learning to meet ISO
9000 standards

Promotion and career planning

e Workforce increasing in number; promotion
opportunities

Mixed systems for internal exams-based
promotion and performance appraisal in
attempt to sustain professional ambitions

Reward systems

e Collective bargaining of wages through union
representatives

Fixed salaries and incentive to productivity
allocated collectively (10-15% of salary)
Traditional organisation or professional levels.
No rewards to years of service

Workforce segments

e Highly mobile: in permanent adjustment to
market demands or needs

Experts: highly qualified engineers and
administration employees, some engaged form
abroad

Technicians and white-collars on-time limited
contract modalities. Very well paid

Recruitment and selection

e Newspaper advertising and own data base
Personal interviewing

Co-operation with public agencies, regional
(IFR) or national (INEM) for the 6 months
training programme designed as part of
selection process

Learning and training

e Ready engagement
e CPl-programme within the context of
company’s total quality scheme; course

leaders; co-operation with INEM

Promotion and career planning

¢ Difficulties to establish a promotion or career
system due to continuous mobility; promotion
opportunities arise between projects or on
performance appraisal basis

Reward system

Most employees engage under time-limited
contracts on fixed salaries. Wages are above
normal to compensate for employment
instability
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3.1. Entry to work

"Selection and assessment are increasingly seen as being critical to large-scale processes of
organisational change" (Iles and Salaman, 1995; p.203). The trends in entry processes
could be explained as a transition from a "psychometric model” to a "social model". The
former aims at capturing the largest number of applicants in possession of the skills and
competence required to fulfil the company's expectations for a given task or job-post,
whereas the "social model" aims at achieving adjustment between the company's needs and
the applicant's expectations notwithstanding the requirements and skills demanded from
the potential worker. The social model operates by means of realistic negotiation of "the
contract” (psychological and/or legal) and socialisation, so that the potential worker can
play his/her role in the company as expected. This particular sphere of action is in fact part
of what has been termed "Corporate Culture” and "Psychosocial Production” of the
employee.

The practices observed in the four cases presented can be summarised in three chapters:
entry-post profile, recruitment and selection processes. For entry-post profile, companies
follow similar trends regarding description of requests and skills from applicants but they
differ in what regards the "status" of the job-posts being offered. The companies usually
describe the posts offered on the basis of minimum requirements in formal education and
second level Vocational School degrees (FP2 in Spain), and so it is for most of the
openings in the production line with the companies studied. However, in the case of
Firm A, where most of the jobs are routine-based, the specific skills can be achieved in a
few days after entry.

In every case, entries require previous professional experience; this scems to be
understood more in relation to the individual's level of maturity than in relation to his/her
specific skills achievement, though the latter may be determining in some specialised
market segments.

It is also quite common to find job-profiles described in terms of social or attitudinal skills
and abilities, such as "flexibility”, "eagerness to learn", "enthusiasm”, "communication
skills", etceteras. While in some market segments the focus is set on leadership and
decision- making abilities, it seems that for rank and file workers, the profile points to "an

ordinary person” who can readily join a work-team.

The status of entry-jobs differs from one firm to another in the sample. The trends range
between "collective” and "dual” which mark the differences between "definite" and
"temporary" entry positions. The term "temporary entry” applies to the trial period
undertaken by newcomers before they have eventual access to definite positions. The
recent deregulation of contracting modalities has favoured "temporary entry" situations in
most companies studied. Moreover, temporary contracts can be extended in time (some
years) so that a "definite position” will only be granted to highly qualified and skilled
people in the Firm.

Recruiting young workers is not difficult in a situation where qualified workmanship is
readily available. Companies seck the aid of private employment/recruitment agencies only
when higher qualifications and specific skills are requested. However, it is not "head
hunters" they go to, as they are usually costly and little effective services.
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Newspaper advertising is the most frequent formula for recruiting, sometimes
supplemented with the aid of "informal" recruitment systems (friends or relatives already
with the company involved; local institutional contacts) and data bases where curricula
(CVs) on eventual workers or individual applications are stored.

FIRM C counts with an elaborate recruitment system, thus reducing to some extent the
selection process. They have choice access to potential workers through three ways: in-
practice/student files, referred to the firm by vocational schools; eventual workers who
have deployed services at the firm; and a data base on curricula (CVs) and personal
interviews.

The company has procured itself a large group of potential employees who are already
familiar with the workplace and production systems. These are people who have been
observed and assessed while formerly engaged with the company and thus they meet the
requirements to readily join in.

The selection channels or modalities do not usually go beyond pre-selection of curricula,
technical skill testing and personal interviews. As applicants usually exhibit a good profile
in what regards academic achievement, their attitude through the personal interview
becomes a determining selection criterion. Many companies engage Personnel
Management Consulting Agencies for the technical and psychometric testing of
candidates.

FIRM B is an exception regarding the selection process. After a curricula-based pre-
selection phase (20 000 applications for 300 job-openings), the potential candidates
undergo interactive testing protocols for a 3-day period. At this stage, there is active
involvement of staff members, qualified experts from the Consulting Agency engaged and
the candidate's future workmates.

The process takes place months before the new plant/factory is opened, so as to secure
time for exhaustive training of the newly-enrolled. Thus, “selection” is integrated within
the training process needed for the configuration of a work-force, whose members will
eventually act as a set of highly competitive work-teams with co-operative individuals
working within a "corporate atmosphere”.

For the young selected and joining a multinational enterprise, this initial stage poses a
challenge to consolidate personal expectations for the future, both in professional
transition as in social status progression. In a difficult labour market scenario, and perhaps
after several point-experiences at eventual jobs, those young employees are fully aware of
the importance of capturing an opportunity where there is one, and they compete hard to
achieve a stable situation in a strongly established firm. They are eager to learn, improve
and adapt to market demands so as to move on from "temporary" positions in the firm to
"the definite one". Those who have experienced the process usually admit to the hard but,
nevertheless healthy and motivating, competition. Such dynamic and competitive
atmosphere at newly-opened plants/factories in markets in expansion may sometimes bring
about difficulties to older employees who have to compete with these "eager” newcomers.
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3.2. Learning and training

Whether or not such level of commitment/involvement responds to the general trend,
remains to be confirmed. In order to do so, the most suitable indicators to take into
account are:

- whether the company counts with a Training Unit within its organisational structure
(expert trainternals and budget);

- whether there are employees acting as trainers;

- mean training periods per worker.

With regard to the newly engaged, a good indicator would be whether the company
counts with specific task-oriented training programmes and whether or not the newcomer
rotates through different job-posts or work units. The most frequent way through which
companies Start out on these activities is the implementation of "Total Quality”
programmes or "Client Dialogue Survey" strategies.

In most cases studied, there is someone responsible over HR (Human Resources), whose
task is to design a training scheme in close co-operation with the heads of the different
production units. They come to him/her and present their needs regarding technical
aspects to be covered and always in compliance with the company's quality standards (ISO
9000). The HR Division organises in-training courses either tutored by technical experts -
but not qualified for educational purposes - or else request the aid of external professionals
from Consulting Agencies. The attempts to include social issues in the training schemes
(i.e. group dynamics, teamworking techniques...) are still poor and scarce and, if any, they
are mainly oriented at staff members (i.e. courses on leadership improvement).

Despite the great efforts companies are taking in implementing learning and training
programmes, we can still observe some degree of discrepancy between HRM philosophy
and reality. Workers and Union representatives involvement in the design of training
schemes is very poor, if any. However, individual training initiatives (i.e. attending courses,
self- learning...) are better welcome and acknowledged by the Managing Boards.

Once again, FIRM B becomes the exception: they manage their human resources through
"bubbles”, a self-manage tool deployed with personnel from the production shifts and
units. In close co-operation, they work on the continuous training scheme with direct
involvement of all production teams whilst workers get familiar with managerial issues. On
the other hand, the company has started contacts with other experts in HRM and Training
who are also involved in the planning and development of activities. The different courses
being offered to employees cover issues such as how to improve knowledge of English as
a Second Language or how to give up smoking. Not only employees but also their families
can take part in the courses. Both, the offer and incentives, and the way of organising
things respond to the concept of "training" as a fundamental component in a modern,
flexible organisation and favour the development of a corporate identity.

Globally speaking, it can be confirmed that training policies supported by public or semi-
public agencies can vehicle motivation and improve quality in the production process as
well as reinforce links between formal education and labour market demands.

FIRM D has designed a long-term training programme on "total quality” in close co-

operation with the National Employment Agency (INEM) and the Regional Authorities,
having most of its workforce completed it by now. Three of the four selected companies
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also benefit from the services being offered by the Centre for the Training in New
Technologies (CENT) located in the region.

3.3. Reward systems

According to HRM philosophy, wages will more and more depend on performance-based
reward systems featuring a variety of incentives to productivity, quality, improvement,
suggestions, attendance rates (so as to minimise labour absenteeism), security (so as to
reduce accident rates) which are either individually or collectively allocated.

Regarding this issue, there seems to be a great gap between reality and philosophy. The
companies we studied are still run on fixed-wages basis, be it through collective
negotiations or individual contract arrangements. Appraisal or rewarding interventions are
merely symbolic, be it in the shape of "employee of the year" nomination, "best
improvement suggestion"”, etc.

Incentives to production are usually allocated collectively and employees seem to inwardly
understand these practices as part of their pre-fixed salaries. Some executives say that their
attempts to introduce variable elements in the reward systems have often failed due to
strong opposition on the part of Union representatives.

3.4. Promotion and careers

The new production systems (NPSs) tend to deepen the gap between professional careers
by dividing trajectories into two: the initial career to achieve and consolidate "status”
within the company involved and the professional career itself. For both there is greater
flexibility and complexity, a clean break from the linear career model of fordism.

Promotion systems are deeply influenced by market position and the strategic location of
the company in it. While plants/factories in expansion offer a wide range of opportunities
for promotion and change (FIRMS B and C), those with a fixed workforce and in a
reverse situation marketwise (FIRM A) or in a situation of continuous market mobility
(FIRM D), where most employees are engaged on time-limited contracts, can hardly offer
promotion opportunities. That, of course, may bring about motivation shortages for the
company involved.

For stable, high rank employees, companies try to secure and renew their psychological
commitment (corporate identity). For those in lower positions, promotion initiatives
usually take the shape of internal competition to cover vacancies on fixed-wages basis.
Once again, the situation of the labour market reduces the risk of a yet greater mobility for
employees because of the lack of career perspectives.

4. CONCLUSIONS

Our initial conclusions are basically founded upon three important questions:

Which trends can be detected in labour trajectories?

Globally speaking, we can say there is a big gap between HRM philosophy and real

practice. Amongst the sixteen companies in the sample and for the remaining companies in
the region on which we have information and knowledge, there is only one case (FIRM B)
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where an mtegrated HRM strategy is applied as philosophy. There is another one, but in
this case the company employs mentally-disabled workers and thus, their specific
peculiarities ought to be separately considered.

The gap becomes even bigger when issues such as reward systems and career planning are
examined. Here, there is little variation on the traditional systems with regard to fixed-
wages and promotion opportunities.

The trends to "two-tired employment relations” within the extension of NPS have been
clearly confirmed in our study. The employees are polarised around a "core" of qualified
staff and progress in a regulated internal labour market. A wider range of non-
conventional employment relations operate in the periphery.

Amongst the selection criteria, the "non-technical” requirements take an increasing
significance over traditional professional attitudes. While the latter ones are already a part
of the selection process, personal interviews are the tool to discover the "ideal
employee/worker" described as he/she who exhibits both enthusiasm and commitment. We
have found only some exceptional cases with innovations in what regards methods of
selection.

The "trial phase", an initial stage in job trajectory, is extended for several years in some
instances, so that the achievement of a consolidated "status" becomes the first objective for
the young; however, status achievement does not always lead to a stable position within
the company in terms of contract endurance. The later progression stage in career
trajectories is usually slow but steady, featuring both appraisal and competition over
vacancies within.

Which factors account for NPS and HRM diffusion?

Though not easily assessed regarding individual significance, these factors fall in the
following two categories.

External factors: competitive pressure, the belonging to a multinational group, the
relations with clients, legal and regional conditions (i.e. quality standards and safety
requirements; infrastructure regarding training and development policies; educational
system; labour relations culture) are all factors with a strong but uneven influence upon the
companies’ HRM strategies. Some companies are continuously subject to auditing
protocols, cost reduction scheme implementation, "total quality” programmes and New
Technologies deployment and they find it very difficult to escape from the inflexible labour
relations context in which, they move, whereas other companies can act freely when
designing their market strategics and HRM implementation.

Internal factors: Corporate identity and culture; executive know-how on HRM; tenure;
style of employment relations; informal relations with the surrounding context, etc., are
factors which can successfully influence enterprise management and thus favour the
introduction of HRM strategies (much more than implementation of new technologics).
The most striking differences can be found in NPS practices that go beyond the short term
cost reduction horizon (ie. time-limited contracting measures or subcontracting
strategics).

What does it all mean in relation to potential youth entries in the labour markets?
First of all, the young have to move in a labour market which is clearly hostile to their
generation, as earlier generations can still benefit from job-securing systems. The young
are subject to a moratoria before they can even consolidate a professional status. This
process usually occurs in times of severe unemployment, thus casting a shadow of doom
over entry opportunities for the young.
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Secondly, youth - understood as a transition stage towards independence - has been
cxtended in ten years during the last decade so that the stage is not conventionally covered
until reaching the age of 30. Many young people complain about their "living an unreal
life" which does not chronologically correspond to their actual realities, for most of these
young people are forced to lead a "teenager life" at their parents' expense even though they
are 30 years old.

Young people leaving school are faced with great challenges regarding career guidance,
skill achievement and competition which add to the stressful evolution stage they are in.
During this pre-entry period, the young person may experience a number of trajectories
through several years of training, occasional jobs, unemployment periods, academic
extension, etc. They do not receive any support other than material/leconomic support
from their parents, as the experience of older generations regarding the labour market and
social trajectories was entirely different in the past.

Young people are integrated in a highly individualised and competitive world, where social
actors such as trade unions have lost much of their influence and values. It is young people
themselves who draw a clear line between trade union power and their individual
expectations; between their own social ambitions and global social achievements. There
seems to be a "matching" between the request of companies and the proneness of young
people towards permanent individual competition.

Last, but not least, an increase in failure rates regarding job-stability and status
achievement is clearly observed and which accounts for the worrying social youth scenario
(drug abuse, mental disorders, poverty and social exclusion). Compatibility of
competitiveness and social skills is a priority in educational and training policies for the
future.

Rodolfo Gutiérrez
Holm-Detlev Kéhler

Area de Sociologia

Facultad de Ciencias Econémicas
Universidad de Oviedo
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Abstract

This paper compares the educational attainment of a one year cohort in Finland and Iceland and
analyses completion and dropout rates in terms of parents' education, gender, educational
achievement (grades in school) and country (different systems). The aim of the study was to
investigate whether different school systems and access policies are likely to lead to different
graduation patterns. Two classical theories of education are considered, functionalism and conflict
theory. These theories that define the relation of school and society in very different ways are applied
as a framework to think about schooling as preparation for the world of work. The results show that
there is no difference in graduation rates from academic programs in Finnish and Icelandic upper
secondary schools, despite different access policies, restricted access in Finland and open access in
Iceland. Dropout, on the other hand is much more common in Iceland. Parents' education was found
to be a good predictor of likelihood of dropout in Iceland and of educational choice (vocational vs.
academic) in Finland. Thus, it is argued that these findings support the view of conflict theory
claiming that the function of schools is to maintain the existing social structure. Different access
policies and different systems seem to be unlikely to change that picture.

Résumé
Les niveaux éducatifs en Finlande et en Islande : une étude comparative

Cet article étudie les niveaux éducatifs d'une cohorte d'un an en Finlande et en Islande et analyse les
taux de réussite et d'abandon en cours d'études en fonction des niveaux d'instruction des parents, du
sexe, des performances scolaires (notes a 'école) et du pays considéré. Nous avons cherché a mettre
en évidence si des systémes scolaires et des conditions d'acces différents conduisaient ou non a des
systemes de certification différents. En mati¢re éducative, deux théories s'affrontent : une théorie
fonctionnaliste et une théorie du conflit. Ces deux théories qui définissent la relation entre I'école et
la société sont utilisées ici comme un cadre théorique permettant de penser l'école comme une
préparation au monde du travail. L'enquéte montre que les taux de réussite aux examens 2 la fin de
I'enseignement secondaire sont trés voisins en Finlande et en Islande en dépit de politiques
d'admission opposées : la Finlande adopte une attitude sélective a l'entrée, tandis que I'lslande
pratique le libre acces. En revanche, I'abandon en cours d'études est une pratique courante en
Islande. Le niveau éducatif des parents semble &tre une bonne variable explicative de 1'abandon en
cours d'études en Islande et &tre fréquemment lié en Finlande a l'orientation professionnelle
(enseignement professionnel plutdt qu'enseignement général). Ces résultats semblent étayer la these
du conflit qui affirme que le role de 'école est de contribuer au maintien du systéme social existant.
Des politiques d'admission différentes ne semblent pas susceptibles de remettre ce fait en question.



1. INTRODUCTION

The relation between school and society is viewed from different perspectives by
competing educational theories. The basic insight of functionalism is drawn from the
field of biology and pictures the school as an "organ" of society, like a heart or a lung,
functioning properly to keep the "body" going. Functionalists see the school as
teaching students to adapt to society, thus furthering the survival of the social system.
According to this view, schools serve basic survival needs by using standardised tests
or tracking students into different lines of study that prepare them for performing
different tasks. Selection and training processes are needed to assure that jobs get
done as well as to control the supply of workers into various fields. Expanding needs
for new skills in international competition require that opportunities are opened to
talented people. The principle of equal educational chances is supposed to prevent any
influence of gender, ethnic or family background (Feinberg and Soltis, 1992;
Rothstein, 1996).

Conflict theorists, on the other hand, view schooling as an instrument of class
domination serving to reproduce the workforce and maintain class relationships. They
criticise functionalism for hiding the power relations in society and emphasise that
those in power support and utilise schools to maintain their dominance in social order.
According to conflict theory the driving force in society is the continuing Struggle
among various groups to hold power and status. School is seen as an important
instrument in this struggle by providing for the social reproduction of the status quo,
thus serving the privileged class. In schools, labour power of a certain kind is not only
reproduced but also reproduces itself, both for the lower and upper end of the
industrial hierarchy (Feinberg and Soltis, 1992; Bowles and Gintis, 1976).

These two theoretical approaches can be used as viewpoints to add to our
understanding of the distribution of students into various tracks or study lines in upper
secondary schools in the two Nordic countries under discussion, Finland and Iceland.
According to conflict theory, an association would be expected between parental
background on the one hand and type of schooling, years in school and completion
rates on the other. Functionalists would rather draw attention to the relationship
between grades on standardised or national tests (educational achievement) on the
one hand and educational choice and completion rates on the other. Furthermore, they
might emphasise that a school system which prepared students for a variety of tasks
and occupations in the world of work would be adapting to the needs of modern
society, whereas a homogenous school system might be lagging behind in
technological and social developments.

A description of the upper secondary school system in Finland and Iceland

Compulsory education in Finland spans nine years, from the age of seven to sixteen.
Schooling for six year old children is optional. After compulsory school students have
a choice of three options: academic track, vocational track or no further education. In
recent years, over 90 % of a year cohort enroll in some kind of upper secondary
education, about 60 % in academic programs and 30-35 % in vocational programs,
including those who enroll in vocational education organised by the Ministry of
Labour. Only one third of students graduating from gymnasium schools (single track
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academic schools) is accepted at the university, leaving two thirds with the option of
enrolling in vocational education where they can acquire a second upper secondary
diploma'.

The policy target is that everyone should have some kind of vocational education, but
about 16-18 % of young adults aged 24-25, are without any kind of qualifications
after compulsory school’.

Access to upper secondary academic education in Finland is restricted. Admission to
different tracks of upper secondary education depends on grades in compulsory
school. Assessment is based on school tests but not on a national or standardised
testing system’. Average grades are used to select students into academic tracks, but
admission requirements can vary from one county to another depending on the
number of gymnasium schools in the area.

In Iceland, compulsory education requires ten years of schooling from 1st grade (six
years of age) through the 10th grade. The Icelandic upper secondary schools of today,
established for students aged 16 to 19 or older, are rooted in the old elite
"Gymnasiums" (single track academic schools), which were highly selective in their
admission policy and academic in their goals, the old trade schools which prepared
future craftsmen (single track vocational schools), and the middle schools. Since the
1970s, however, the Icelandic upper secondary schools have operated within a
comprehensive system (multi-track schools). Although defined as comprehensive
schools by law since the 1980s, some schools offer only academic programs, and
other schools are only vocational. Since 1988, the schools have been required by law
to accomplish three main goals: to prepare students for adult life in a democratic
society, for the world of work, and for further education.

Among the fields of study offered at the upper secondary level in Iceland are:

- university preparatory programs leading to a secondary academic diploma after four
years;

- vocational programs, both school and work place based, with the majority of them
connected to an apprenticeship and leading to a license;

- two year general programs, often with a cluster of vocational school-based courses,
for example courses in business or health.

An open access policy at the upper secondary level was instituted in Iceland in 1988
but had been practised since the early 1980s. In the last few years, around 80-90 % of
students completing compulsory education enroll in upper secondary schools
(Menntamalaraduneytid -Ministry of Education-, 1991; Oskarsdottir, 1995). Before
the open access policy, restrictive examinations controlled the enroliment and dropout
in schools with academic programs. The upper secondary education system in Iceland
seems not yet to have adjusted to this new situation; new programs have not become

! The situation is changing, because a new non-university sector of higher education, polytechnics or
“Fachhochschule”, is being established.

% Just this year a new legislation was set to encourage young unemployed people under the age of 25
to seek vocational training by making them choose between loosing their unemployment benefits
and enrolling in vocational education.

? A debate is going on in Finland about what kind of testing is needed to be able to make “better
evaluations” of the results of learning in the compulsory system.
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popular and dropout rate is high. The latest political action to respond to the high
dropout rate demonstrates an admission of failure by proposing the elimination of the
open access practice (Menntamalaraduneytid, 1993; 1996). In spite of the high
percentage of each cohort enrolling in upper secondary school, only around half of
each cohort graduates, a majority of them from academic programs which are
university preparatory by definition. In 1965 around 10 % of an age cohort graduated
from university preparatory programs. Ten years later, or in 1975, this proportion had
increased to over 20 %, and in 1992 it had reached 35-40 % (Jonasson and Jonsdottir,
1992). Only a small percent graduate from vocational programs, often a combination
of school and trade apprenticeship or shorter general education programs. Around
50 % drop out, the great majority from academic programs, which they leave after
one, two or three years of study. Thus, it is questionable how well the secondary
schools have achieved their goal of preparing those students for work who do not
extend their education to the next school level (Oskarsdottir, 1995).

The educational systems in Finland and Iceland are similar in having compulsory
education until the age 15/16 in a comprehensive school, followed by upper secondary
education for one to four years.

The upper secondary system, however, is different. In Finland there are specialised
schools for academic university preparatory programs (3 years) and specialised
vocational schools with programs of various lengths. Access to the academic
programs is restricted on the basis of compulsory school grades. In Iceland, on the
contrary, the majority of upper secondary schools include both academic (4 years,
university preparatory) and vocational programs (1-4 years), though there are also a
few specialised schools. Although one could argue that both school systems are based
on the fundamental principle of equal educational opportunities, one might claim that
the Icelandic system goes a step further than the Finnish by not restricting access to
the academic programs.

This difference in the access policies in the two countries opens possibilities for
examining whether different school systems mediate the effects of gender and parental
background on educational choices and achievement. The major aim of the study was
to investigate whether different school systems and access policies are likely to
produce different graduation patterns in terms of the proportion of students
completing various study lines and the association between social background and
educational attainment.

2. METHOD
2.1. The Finnish data

In Finland, a sample of 2 520 people born in 1969 was surveyed at the age of 14,
18/19 and 25/26 years’. The sample was a stratified sample with a class of students
being the sampling unit. The population was broken down into 12 strata according to
the Finnish counties. The sample represents students completing the 8th grade of
compulsory school in 1984. Information about their highest qualifications was
obtained from the Finnish Statistical Centre in 1994. A postal follow-up study of the

* This research was a part of IEA/Science Program, see Rosier M. J. and Keeves J. P., 1991,
3 The last survey is not completed.

28



same sample was conducted in 1988 (with 72 % response rate) and a second one is
being carried out in 1996. The particular sampling method described above yields a
more homogeneous sample than a simple random sample (estimated inter-correlation
0.062, see Goldstein and Paterson, 1991). On the other hand, this method opens
possibilities for multilevel models. In the spring of this year a comparable study with
70 % response rate was done on a younger cohort of people, i.e. those born in 1977.
The same sampling method was used to select a smaller sample of 1 250 individuals.
The 1969 and the 1977 cohorts in Finland are compared in appendix A.

2.2. The Icelandic data

In 1991, the Social Science Research Institute at the University of Iceland, studied the
educational achievement of the whole cohort of students in Iceland born in 1969 by
following their educational paths through upper secondary school, and those who had
dropped out were surveyed in 1991 at the age of 22 (Jonasson and Jonsdottir, 1992).
Two years later, in 1993, a sample of students from the same cohort was surveyed in
a follow-up study with a special focus on occupational experience in early careers
(Oskarsdottir, 1995). Most of the data described in this paper were collected in this
follow-up study, although data on grades received on national achievement tests at
the end of compulsory school were obtained from the 1991 study on educational
careers.

The sample for this follow-up study included 1 000 subjects (aged 24 or 25) selected
randomly from the whole cohort of people born in Iceland in the year of 1969. The
response rate was 75 % (n=746, 363 males and 383 females). The survey was carried
out by telephone interviews.

The questionnaire included questions about personal and societal circumstances,
educational experience, further education and labour market experience -
employment, working hours, job satisfaction, earnings and employability skills.

2.3. Variables and statistical models

The main focus of the research was to compare dropout rates from Icelandic and
Finnish schools and completion rates in vocational and academic secondary school
programs. To enable the use of regression analysis, three dichotomous dependent
variables taking values 0 or 1 were created, i.e. vocational education, academic
education and dropout. Logistic regression analysis was applied to examine the effects
of grades at the end of compulsory school, gender, parents' education, and country on
each dependent variable. Before the results from the regression analysis are presented,
the relationship between the independent variable and each dependent variable are
described and tested for statistical significance with chi-square. Log-linear analysis
was used to test for interactions between country and each independent variable.

2.4. The independent variables
Four independent variables are used in the logistic regression models:

- country,
- gender,
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- grades on national achievement tests at the end of compulsory school,

- parents' education.

Dummy coding was used for the variables country (0 for Finland and 1 for Iceland)
and gender (O for males and 1 for females).

Grades at the end of compulsory school in Finland and Iceland are given on a scale
from O to 10. However the distribution of grades is quite different suggesting that the
scale is not used in an analogous fashion in the two countries. In Finland the grades
ranged from 5 to 9.9 but from 1.25 to 9.5 in Iceland. Hence, grades were standardised
on a scale with the mean 0 and standard deviation 1 for each country before
comparisons were made. After standardisation, the Finnish grades ranged from -2.68
to 2.42 and the Icelandic from -2.73 to 2.25.

Where the relationship between grades and the dependent variables is depicted in
contingency tables grades have been recoded into three categories:

1) below average, i.e. 0.5 or more standard deviations below the mean,

2) average, ie. from -0.49 sid. units below the mean to 0.49 std. units above the
mean;

3) above average, i.e. 0.5 or <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>