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1. Introduction?

Over the past two decades, Sweden has undergowe strajctural and institutional reforms.
Both fiscal and monetary policy has since the n88as become more restrictive, leading to
a historically low rate of inflation, significantiprovements in public finances and declining
public debt. A fiscal policy framework has beendyally introduced to limit the budget
deficit and improve the conditions for long-termscal policy sustainability. The structural
reforms undertaken have also included a wave ofegigations, liberalization and
privatizations, aimed at exposing previously prtagdcpublic activities to competition. The
implementation of these reforms has, to a largergxinvolved the dismantling of previously
existing public monopolies and an increase in fafip private suppliers. The striving for
efficiency-enhancing competition has been manitest only in a somewhat increasing role
for private providers an increase outsourcing offave services and procurement contracts
but also in organizational reforms intended to eehimore competition between different
agencies within the public sector, for example leetw different schools, hospitals and
universities, as well as productivity-enhancing amigational changes (rationalization,
downsizing, management by objectives, new publinoagament and so on). During the last
two decades Sweden has also experienced majofdmnaragion in wage setting with a clear
tendency to a decentralisation and individualisatdd wages both in the private and public
sectors, as well as the re-establishing of the -patteng roleof sectors most exposed to
international competition.

In spite of the wave of privatisations/liberalisatiof a large part of the service sector and the
increased tendency to outsource public activitiesng the 1990s, Sweden remains, by
international standard, a country with a large mubkctor reflecting a strong public and
political involvement in the provision of a widenge of services. The tendency to a
retrenchment of the Swedish public sector andrtheeased competition since the mid 1990s
have entailed a decreased of public employmenttH®ishare of public employees in total
employment remains one of the highest among OEQDtdes (31 % in 2010).

The main objective of this report is twofold:

1. to analyse the main features and developmentedntiployment and wage formation
systems in the Swedish public sector; and

2. to assess the impact of the structural reformsated in the public sector on the
Swedish welfare state in general and wage and ¢/mgliot systems in particular.

After a description of the main characteristicdhed Swedish public employment system we
identify in section 3 the main reforms of the puabsiector undertaken during the last two
decades and their implications for public employmand wage formation. Section 4
describes the main tendencies and features of ubkcgprivate pay determination system.
As an illustration we focus on three bargainingaard®olice, Hospital (Nurses) and Education
(teachers) and investigate the extent of wage réifteals between private and public
providers in these three areas. More globally, iBed attempts to assess the consequences

! We would like to thanks Matilde Tiozzo for excelleesearch assistance, in particular for condgaisme of
the interviews at the local level.
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of the decentralisation and individualisation ofg@aormation in the public sector on wage
dispersion and wage inequalities. In section &#selts of two case studies conducted in two
municipalities in 2012 are presented and analysél & special focus on two publicly
financed services at the local level homecare &®mhtg. Finally, some conclusive remarks
are provided in section 7.



2. The Swedish Public sector: definition and scope

2.1. Definition and delimitation

The public sector in Sweden is divided in two parihie central government sector (Central
Government, State) including the Swedish Parliamé@Riksdag and governmental
authorities, responsible for the provision of pabdiervices such as police, defence, the
judicial system, higher education (universities armlleges), infrastructure and central
administration; the central government sector ganised in several agenciefRelatively
small ministries are responsible for legislatioaligy making and control, while agencies are
responsible for conducting most government ac#igitiThe Central Government sector refers
to the operations conducted by the government adtration, i.e those for which the
Swedish Government or the Swedish Parliament hesctdresponsibility and that are
regulated by public law. Accordingly, the Centrabv@rnment sector encompasses all
government agencies, regardless the way they maeded. The Central Government sector
embraces also government enterprigaffarsverR that are regulated under public law and,
consequently, are considered to be part of ther@leBbvernment sectr

The second level comprises the local governmenbsewluding 290 municipalities and 20
county councils, responsible for education (froniddare to secondary educations), health
care as well as the care of elderly and disableocal self- governmenéand autonomyare
stipulated and guaranteed by the Swedish Consititutunicipal and county councils are the
highest decision-making bodies at the local level are composed of elected membehs
order to finance their activities the local authies have the right to levy taxes.
Municipalities, county councils and regions decimte their own tax rates. The average,
overall local tax rate is 30 per cEnA system of State grant as well as fees chargethe
provision of public services complete the sourceevenues for local authorities. In order to
limit regional disparities and to guarantee citizesidents equal access to public services a
local government financial equalization system ngadaby the State redistribute revenues
among municipalities and county councils on theisad their tax base and level of

2 Such as for exampBwedish TaxAgency,the SwedisitCustoms Service, the Swedish Pubimployment
Service, Governmentoffices, theSwedish Sociallnsurance Agency, The Swedish agency for education,
and more than 150 otheagencies.

% For example the Swedish Road Administration, the@sh Rail Administration, the Swedish Civil Avia
Administration, the Swedish Maritime Administratiofhe Swedish

4 According to National accounts and Swedish empleynstatistics, publicly owned companies along with
those market-oriented activities that municipaditieonduct are not included in the public sectore Timain
criteria for classification are the company mainivaty (for-profit market activities) and legal for (limited
companies) and not ownership. Government-ownedumiaipally owned for profit companies are therefamd
included in the public but in the private sectone$e public-owned companies are independent legties and
they comply with the same regulations as privatelyned companies. The only link these government
companies have with the Government regards thebatunership structure. (SAGE, 2011)

® General elections take place every four yearsidPaentary, municipal and county councils electiars held

on the same day as the general parliamentary @hecti

® Approximately 20 per cent goes to the municipaiad 10 per cent to the county. Income tax reveane
the primary source of income for Sweden's munidipal county councils and regions and account for
approximately two-thirds of their total income. dab authorities do not levy property taxes (Stateihstead).
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expenditure.

There are different ways of measuring the sizehef public sector. In relation to Gross
Domestic Product (GDP), the public sector's contiitn (public consumption and
investment) amounted to 30 per cent of GDP in 2@ldelatively high figure compared to
many other European countriedt should be noted that this contribution has aered
relatively stable during the last two decades,liagitig between 29-32 per cent. The Central
Government sector encompasses a relatively smadlbpshe Swedish economy and a quite
small part of the public sector. To illustrate:igbtly more than 5 per cent of the Swedish
labour force works for the Government, while 25 pent works for municipalities or county
councils. In 2010, among tax financed servicealtheare accounted for 26 per cent of total
public consumption, education (inclusive day-cém) 24 per cent and elderly care and
support to the disable, 19 per cent, while tradalocollective public services such as
Defence, Police and Justice accounted to only @gra& of public consumption.

2.2. Main Features of the Swedish Public Employment System.

In contrast to other EU member states, such ascéran Germany, there is no specific
employment status for civil servants and Swedisblipisector employees are subject to the
same labour market regulations as private sect@iames. Irrespective of sector, the legal
status of employment is therefore similar and ale@ish employees, in both the private and
public the sector, have legally guaranteed rightbargaining and industrial actions (strikes,
even the police). However, once an agreement isleded industrial actions are forbidden
and there is a legal obligation to maintain pedceidustrial relations throughout the period
covered by the agreement.

The Swedish Model is characterised by the cruaéd played by the social partners in
mechanisms for regulating the labour market. Itespf a recent decline the average union
density in Sweden remains above 70 per cent (aBOveer cent in the public sector) and the
coverage rate of collective agreements is aroungdeBxent in the private sector and 100 per
cent in the public sector (see Tables Al and A2hm appendix). Swedish labour law is
restricted by comparison with labour legislationoimer Member States and is for the most
part‘optional’, that is to say most provisions of labour marlkegjidlation may be, wholly or
partly, amended by collective agreements. Any assest of the impact of labour market
regulations in Sweden must therefore, in additionstatutory law, consider both the
relationship between law and collective agreemantsthe content of collective agreements
at both the industry/sector and even company/osgéion level. In other words if labour
market legislations and regulations treat publid private employees equally, working, pay
conditions and extended rights to social protec{mcupational pensions, parental leave for
example) might differ between the two sectors.

" In 2009, the share of public sectors’ value ad@idte and local authorities) amounted to 18ceet. (4 %
per cent for the State sector and 14 % for loctiaities). At the same date public expenditured eevenues
amounted to respectively 53 and 52 per cent of GDP.
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Figure 1: Employment trends in the public and ptevaectors.
A. Public and private sectors, 1963-2011, (in ‘000s)
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Source: Statistics Sweden (2010a)

In 2010, private sector employment accounted faual®8 per cent and the public sector
(central and local authorities) for the remainirgpgr cent of total employment in Sweden. In
1965, the corresponding shares were about 85 amkidBent, respectively. As shown by
Figure 1a, public employment increased continuotisdyn the mid 1960s up to the early
1990s. During the same period the number of epagl® in local authorities increased
significantly: by about 35 per cent while the numioé public employees at the central
government level remained almost unchanged (fidb)eTo a considerable extent, the good
employment record experienced by the Swedish ecgngmto the early 1990s is clearly
related to the creation & modern welfare state, a strong public involvemeéntthe
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financing andprovision of healthcaresocial care and education and the relaggarsion

of public employment.Obviously the development of public services & tbcal level
contributed also to the strong expansion of fened@ur supply and the feminisation of the
labour force; the female participation rate incegafom about 67 per cent in the mid 1970s
to about 78 per cent at the end of the 1980s.

However, in connection to the deep economic cisisarly 1990s, the number of employees
in both central government and local authoritidsdharply. The decline of employment in

the public sector as a whole during the last decadereduction of 291,000 employees
between 1990-2008 or 19.6 per cent - can be asktibearly fiscal consolidations during the
first half of the 1990s, the waves of liberalisaffarivatisation, increased outsourcing via
procurement as well as rationalisation and downgiprocesses initiated in the aftermath of
the deep economic crisis of the early 1990s. Itukhde also noted that the decline of
employment was stronger in the central Governmeutos compared to the female-

dominated local authorities sector (respectivelyl4thd 13.0 per cent).

During the early phase of the current crisis (2@D®9), employment declined in the female-
dominated public sector, in particular at the mipality and county levels, which, as
mentioned previously, are in charge of the provisad social services, health care, primary
and secondary education. However, the employmentingein the public sector was
relatively short-lived and heavily concentratedemployees with fixed-term contracts (See
Figure A3 in the appendix). At the end of 2011, lmubector employment was almost at the
same level as before the onset of the 2008s Gree¢dRion (a decline of less than 0.5 per
cent between 2008 and 2011). The temporary impécthe crisis on public sector
employment might be ascribed to several factorgolmparison to the 1990s crisis, the room
for manoeuvre in which to conduct a more expansionaacroeconomic policy was larger
than during previous economic downturns, due tdtiiea public finances at the start of the
recession. In order to mitigate the impact of thési€ on income development and
employment the Swedish government implemented kaggcof recovery and countercyclical
measures between 2008 and 2010, ranging from expafiscal and monetary policy to
active labour market and education policy. In tostext and in order to maintain and secure
employment in the public sector the government distded to increase central government
grants to local authorities, as well as investmeninfrastructure. These countercyclical
policy measures have certainly had an effect intilng the fall of employment in the public
sector (see Anxo, 2012).

According to Statistics Sweden, approximately 2@8,people were employed in the Central
Government sector in 2011 corresponding to slightipre than 5 per cent of total
employment. The municipalities and county counjglatly had at the same date more than
one million employees or 26 per cent of the totahber of employed persons in the country.
In addition, employment in public-owned companiesanted to around 5 per cent of total
employment

One of the consequences of the development of uklivices at the local level and the
related feminisation of the labour force during tt#70-1990s is that the Swedish labour
market is and remains highly gender segregated Kgpee 2).In 2010, women held more
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than 70 per cent of public employment; the corraespt figure in the private sector being 35
per cent. The share of female employees in the r@le@overnment sector and local

authorities in 2010 was around 50 and 80 per cegpectively.

Figure 2: Share of female employment by sector,ceet, 2010

All

Non profit

County councils (Health sector)

Municipalitie

State

Source: Statistic Sweden (2011d)

The level of educational attainment also differgngicantly across the two sectors. The
proportion of employees in the Central Governmenta (State) and county councils (health
sector) with post-secondary education is much higen in municipalities and the private
sector. In 2009, 70 per cent of employees in Ce@owernment sector and 67 % in county
councils had a post-secondary education, whilectteesponding share for the municipality
and the private sector was respectively 47 and &1 gent. Conversely the share of
employees with low educational attainment is mugfnér in private limited companies than
in the public sector, namely 14.6 and 6.2 per (&e Table 1 below and A3 in the appendix).

Table 1: Educational attainment by sector, in pent; 2009

Compulsory educatior

Secondary education Tertiary education

or less

Public sector 6.2 38.7 54.9
Central Government 4.1 254 70.2
Municipalities 8.0 45.0 46.9
County councils 24 30.8 66.6
Private sector 15.1 53.5 30.8
Limited companies, 14.6 54.6 30.2
private

Other companies, private 20.4 52.1 26.3
State- owned companies, 12.6 52.9 34.3
Public companies, local 11.7 49.2 39.0
authorities

Source: Statistics Sweden (2011c)



It is also notable that the share of highly edutdtew educated) employees in state-owned
or municipalities-owned companies is lower (high#mn the corresponding share in the
public sector as a whole but still higher (lowdran in private companies. Sweden exhibits
therefore a higher polarisation of education&hiament in the private sector. Within the

public sector, the female dominated municipal sedisplays higher incidence of employees
with low and medium education, compared to the &émovernment and county councils

(health care).

The employment contract in Sweden is regulatedhigy 1982 Employment Protection Act
(Lagen om Anstéllningsskydd SFS 1982:80he law presumes that, unless otherwise
stipulated, an employment contract is open-endedn{gnent contract). The Employment
Protection Act applies to all employees, (excephagerial executives) and to both public
and private employers. A fixed-term contract of @gment can only be permitted according
to specific regulations. Since 2007, an agreemaférned to as general fixed-term
employment can be allowed without specific reasansategory which can comprise a large
set of situations. However, such employment habecome permanent if the employee,
during a five-year period, works for the same emgtdor more than a combined two years.
In addition, fixed-term employment is lawful undeertain conditions for temporary
replacement of absent employees (substitute), sahswrk, employing persons above 67
years of age. International comparisons of emplayrpeotection indicate that Sweden has a
fairly restrictive legislation, although it doestrstand out as extreme by European standards.
Sweden combines a rather stringent regulation ehagmded contracts with a relatively weak
regulation of fixed-term contracts and temporarerary work. Actually, Sweden is the
OECD country exhibiting one of the strongest dyadihd the highest disparity between the
stringency of regulation for open-ended contrantst@mporary jobs (see Cahuc, 2011).

In combination with the deregulation of the markeeémployment intermediation in the early
1990s, fixed-term contracts and agency work hageifsgantly increased. In the aftermath of
the early 1990s recession the share of fixed-temtracts increased by almost 40% between
1990 and 1995 (see Figure A2 in the appendix).eSthen, and up to the current recession,
this share has increased continuously, reaching df7étal wage and salary employment at
the onset of the current recession.

Table 2 displays the share of temporary contract®sa broad sectors. Globally the
incidence of short-term contracts is slightly highrethe public sector, especially at the local
authority level.

TABLE 2: SHARE OF FIXED-TERM CONTRACTS PER SEC?0R,, 16-64 YEARS
OLD.

Sector Men Women All
Central Government 154 17.4 16.3
Local Authorities 19.9 15.8 16.7
Private 13.5 20.0 16.0
All 14.5 18.3 16.2




Source: Statistics Sweden (2011b)

Among women the share of temporary contracts ikdrign the private sector. The higher
incidence of fixed-term contracts among female eygés is related to the higher need of
substitutes linked to various form of legal abserst@ (in particular parental leave). It should,
however, be noted that the share of male emplogedsced-term contracts is higher within
local authorities.



3. Reforms of the public sector and their implications for public
employment and wage formation.

3.1. Liberalisation and deregulation during the 1990s and 2000s

The Swedish welfare state and social protectiontesyshave since the end of the 1980s
undergone a series of transformations and refofims.structural reforms undertaken and the
related relative retrenchment of the Swedish pulsiector have included a wave of
deregulations, liberalization and privatisationaed at exposing earlier protected activities to
competition between different suppliers of goodd aarvices, something that involved less
secure employment and income conditions. Promieeatnples of liberalisation/privatisation

are:

* railways(1988);

» domestic aviatior§1992);

» postal service$1993);

» telecommunication§l993);

* energy(1996);

* employment intermediation (employment services, 319%rivate employment
agencies);

» health sector(privatisations of some public hospitals during ttecond half of the
1990s);

* education(in 1995 a new law enabled local government tdreoh with private day-
care centres and the late 1990s saw the introdudtica voucher system allowing
private (publicly subsidized) schools to enter herrket); and

» elderly care(privatisations and outsourcing through procurenerprivate providers
during the 1990s, law on free choice between ipulprivate providers in primary
healthcare, social services and elderly care atiinaicipal level adopted in 2009, see
below).

The implementation of these and other reforms hawea large extent, involved the
dismantling of previously existing public monopaliand a significant increase of private for-
profit suppliers.

The striving for efficiency-enhancing competitiorash been manifested not only in a
somewhat increasing role for private providers dgb in organisational reforms intended to
achieve more competition between different agenwigisin the public sector, for example
between different schools, hospitals, universitiemd also productivity-enhancing
organisational changes (rationalisation, downsizimgnagement by objectives, New Public
Management etc).

3.2. The Swedish System of Public Procurement

The entry of Sweden in the European Union has wedlan adaptation of Swedish
10



legislation to EU directives regarding competiteomd public procurement. As a consequence
of Sweden EU membership in 1993 the SwedishdMaént passed a new Competition Act
primarily based on the EU’s directive and rulesaregng competition. The Swedislaw on
Public Procurement (LOU (200Dagen om offentlig upphandling007:1091) adopted in
2007 is largely based on the EU directive on puptimcurement2004/18/ECY. According

to the law, the contracting authority, i.e cehteand local authorities, has to treat suppliers
in an equal and non-discriminatory manner. Theremting authority must also observe the
principles of transparency, mutual recognition gmdportionality during the procurement
process. The Swedish legislation on public procurement mtfle'the best value for money”
approach.Social clauses are rarely included in procurememg tb a fear this would
contravene the existing legal rules on competitiddowever, some contracts do include
social clauses that the supplier has for exampleetouit some targeted groups (youth,
unemployed) or have to respect equality of treatm@agarding for example ethnic
discrimination or gender equal opportunity) or haeeconform with fundamental ILO
conventions. However, the contracting central araloauthorities cannot require that the
supplier has concluded a collective agreement ar tbafollow the prevailing collective
agreement in the relevant bargaining area regargeg and working conditions. Wage
differentials between private and public providessiain small, and if anything public sector
pay tends to be slightly lower (see section 5.2Wwdbr details).

The current right wing Government, taking office2@06 and re-elected in 2011, took further
measures fomcreasing the role of private sector through autsimg, public contracting and
more competition through the establishment of aceheystem that allows service users to
choose their providers among a list establishedth®y public authorities. Against this
background a new law, th&ct on System of Choice in the Public Sector (L@808:962),
took effect in 2009This Act applies when a contracting public authyodecides to apply a
system of choice regarding services within heattth social servicesAccording to this Act
‘System of choice’ means a procedure where thevididal is entitled to choose the supplier
(private or public) to perform the service and withich a contracting authority has approved
and concluded a contract, within the frameworkh&f &bove-mentioned Public Procurement
Act.

The increased opening of the public sector to cditipe and the tendency to an increased
outsourcing via public procurement as well as titeoduction of the “free choice option”
regarding health, welfare services and care aesvihas entailed an increase of private
providers. While for Primary Healthcare (out-patieare, see below) , the choice of local
health care centréss regulated by the law of free choice, and allnivipalities have to
comply with the law, the implementation of a “frefeoice” option for other welfare services
and care activities, such as elderly care, is tlefthe discretion of the municipalities. In
September 2011, 84 of the 290 Swedish municipalit®® per cent) had implemented an

8 A separate law with slightly more flexible rulespéips to procurement within the utilities sectorg\et on
Procurement within the Water, Energy, TransportRaostal Services Sectors.

° At the municipally level, the system of Primary aftacare is responsible for all healthcare and oa&di
treatment that does not require hospitals’ speeisburces. Primary healthcare is mainly providedufh the
local healthcare centres.
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extended system of free choice mainly for eldedye¢ at the same date, 69 municipalities
intended also introduce it in a near future (Skatstoret, 2012).

In 2009, public outsourcing via procurement in Seredccounted for around 13 per cent of
GNP (OECD, 2011). By international standards, tttert of public outsourcing in Sweden is
slightly above the OECD average (10 per centhatsame level as Germany but lower than
in for example the Netherlands (21 per cent). Sitheeturn of the century, municipal and
county council financed services (childcare, eletagnand secondary schooling, health care,
support to disable, elderly care etc.) have beereasingly provided by private actors, but the
proportion of private suppliers remains, by intéioaal standards, relatively limited. In
2010, around 17 per cent of total employment incatian, health care and social services
(such as elderly care, support to disabled, eta)dcbe ascribed to private companies (table
3). The highest proportion of employees in privadenpanies is found in Health sector and
care activities (see Table A4 and A5 in the appéndi

TABLE 3: EMPLOYMENT BY FORMS OF ORGANISATIONS IWHDUCATION,
HEALTH CARE AND SOCIAL SERVICES, 2010, IN PER CENT

County State-| Private| Non
Activity State councils | Municipalities owned| firms | profit
Education 11.8 0.6 68.2 2.1 12.4 419
Health 0.2 73.9 3.4 4.6 17.2 0.8
Social 1.0 0.1 74.2 06| 209 3
services
all 5.0 19.3 53.7 2.2 16.6 3.3

Source: Statistic Sweden (2011e):

The share of private employment in education, heedire and social services has increased
significantly from around 8 per cent in 2000 toward 17 per cent in 2010 (see Tables A5 in
the appendix). Looking at the share of hours mlediby private actors this share increased
from 7 per cent at the turn of century to 12 pertde 2010. County councils (hospitals,
health care) have not experienced the same incieagee share of services provided by
private providers. This share has been largely amgld at around 10 per cEht(SKL,
2011).

It should also be noted that there are large regjidififerences in the extent of outsourcing of
traditional public activities. According to Statcst Sweden (SCB, 2011e) in 2010 for the
country as a whole, municipalities and county cdarpurchased activities for 12 per cent of
operational expenditures on average within educahealth care and social services. In the
Stockholm County, local authorities purchased @@ for as much as 21 per cent of

operational expenditures compared with 4 per aentdunties such as Norrbotten (North of
Sweden), Dalarna (Middle of Sweden) and the goahKalmar (Southern part of Sweden,

Baltic sea).

9 The extent of outsourcing in terms of expenditwases significantly by activity. In 2010, the skaof
purchased activities from private suppliers was 3@égprimary healthcare, 30% for secondary schbél% for
day-care and nursery schools, 15% for elderly aack14% for primary school (Statistic Sweden, 2011e
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In case of transfers of activities from public be tprivate sector, the transfer of employees is
regulated by the Transfer of Undertakings Direct(M@&JPE). Before the directive was
incorporated in the Swedish legislation, no pratecbf employment contracts existed in the
event of business transfers, even thought agresnbemiveen transferor and transferees was
not uncommon. Currently, transfers of activities governed by the Swedish Employment
Protection Act llagen om Anstéliningsskydd SFS 1982:80, Article péwagraph 4).
According to the Employment protection Act when lulor private operations, or parts
thereof, are transferred from one employer to atthe employment contracts in force at
the time of the transfer are also transferred &rtaw employét. However, the individual
employee may choose to stay with the employer tearisg the operatiorté In other words,
the Swedish legislation provides the employee hi right to refuse the transfer of the
employment relationship, but it does not entail apgcific protection for the employee’s
employment other than provisions regarding unf@missal (see Hartzen, et al., 2008). The
Swedish Employment Protection Adr{icle 7) also obliges the employer to redeploy those
workers who refuse the transfer within the orgarmsaand only in circumstances where this
is deemed not possible can redundancy be consi@lesechuse for dismissal.

In spite of the increase of the share of employgesking in private firms in the welfare
sector —education, heath and social services- Swegtaains, by international standards, a
country with a large public employment reflectingl sa very strong public and political
involvement in the provision of a wide range ofveses. For crucial service activities—
notably childcare, elderly care health care,dho®ling and in higher educations and also
measures for the disable—the public sector maistiérole as main provider.

A recent report (Hartman, 201pjovides background on the major restructuring effave
services carried out in Sweden over the last 20sy&#p tonow no scientific evaluations of
the expected beneficial impacts of the increasadpetition on economic efficiency and
growth have been undertakenBy analysing a range of studies that had investat
privatization and liberalization across severalfedént services — pre-school and school
education, individual and family care, health ca@gial policy and help for the elderly and
disabled, the report concludes that the major ehgl for researchers remain the difficulty to
accurately measure the quality of service provieggkcially when assessing services dealing
with different users who have different characterssand requirements.

! For the employees accepting the transfer, wagenamking conditions has to be the same as thopelated
by the relevant collective agreement during a pkabl2 months. After 12 months this guarantee skzas.
12 The concept of transfer may include change of emhdr.
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4. Wage Formation in the public sector: Decentralisation and
Individualisation

4.1 Main Features and Development of the Swedish wage bargaining system.

In order to understand the major developments hadrtain features of the changes in the
Swedish wage formation system, it is necessargte an historical perspective that stretches
beyond recent yeard-rom 1955 to 1983, the Swedish wage formation m®eeas based on

a highly centralized and coordinated bargainingesysand the application of a wage norm,
the so-calleasolidarity wage policybased on fairness (equal pay for equal work ieetype

of sector and firms’ profitability) and efficiendy.e. a policy that fostered rationalization at
the company level and promoted productivity-enhagicstructural changes through the
closure of unproductive plants). Until 1983 thedaamning cycle comprised three stages. At
the first stage, the three trade union confedaratand the employers’ confederation (see box
1) agreed to recommend that their respective aifié should conclude wage agreements
within a specified economic framework/range. At tBecond stage, the employers’
organizations and the various trade union federatioegotiated and concluded collective
agreements at the industry level, applying the meuendation stipulated in the central
agreement. At the third stage, the industry-le\alective agreements were translated into
local, enterprise-level collective agreements. %83, however, the Engineering Employers’
Organization concluded a separate agreement wetM#tal Workers’ Union, thus marking a
break with over two decades of centralized anddioated bargaining.

Box 1. Confederations of unions and employers iedéw

The Swedish Trade Union Confederation LQar(dsorganisation blue-collar workers)
counts 14 affiliates organising blue-collar workevihin both the private and the public
sectors. The 14 affiliates together count arouri@000 active members of whom about
770.000 are women. The Swedish Confederation deBsmnal Employeed janstemannens
Central Organisatio, TCO, white collarsjncludes 16 affiliated trade unions. The around
one million active members of these unions aregasbnal and qualified employees working
in a wide variety of industries (schools, healtk¢cdrade, manufacturing industries, etc) and
occupations. Over 60 per cent of the members amemoand approximately half of the
members work in the private sector and half inghbklic sectorThe Swedish Confederatign
of Professional AssociationsSyeriges Akademikers Centralorganisation, SAgr@duate
professionals) comprises 23 affiliated associatwh&h together count over 450 000 actjve
members. Members are university graduates or miofeals with a college degree. The three
confederations are member of ETUC.

Sweden counts one major employer confederatiothé®private sector and two in the public
sector.The Confederation of Swedish Enterpr{Seenskt Naringsliv, SN, former SA&
Sweden’s largest and most influential businessrégaa counting 50 member organization
and 60 000 companies with over 1.6 million empleydiewas founded in 2001 through the
merger between the Swedish Employers’ Confederé8é-, founded in 1902) and the
Federation of Swedish Industry (SI, founded in J9R@garding the public sector, the
employer organization at the state levelSweedish Agency for Government Employers

[
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(SAGE,ArbetgivarverketAg) counts250 member agencies and slightly over 240,000
employees in the central Government sector. Atdbal government level, the employer
organization isThe Swedish Association of Local Authorities andjiRas (SALAR,Sveriges
Kommuner och Landsting, SKiepresenting 290 municipalities and 20 countyncds
employing more than one million people, correspogdaoughly to 25 per cent of total
employment in Sweden. Two other employers assoniatrganizes municipality and county
councils owned enterprises : T&eedish Organization for Local Enterprigg®mmunala
Foretagens Samorganisation, KR8)d PactgArbetsgivareforbundet Pacta) he last four
employers organisations in the public sector armbex of The EuropeaCentre of
Employers andenterprises providingublic services (CEEP)The Confederation of Swedish
Enterprises @venskt Naringsliv, SNy affiliated to Business Europe.

During the 1980s, the erosion of the Swedish mofl@hdustrial relations, particularly the
weakening of mechanisms for coordinating collectbergaining and the resurgence of
industrial disputes, high wage inflation as wel thxplosion of unemployment during the
dramatic recession of the early 1990s had a decisipact on the emergence of new
compromises on wage formation, the procedural freonle of collective bargaining and the
regulation of industrial disputes in the mid 1998&er several abortive attempts in the early
1990s to set up new collective bargaining mechasiighe prospect of further government
interference in the labour market encouraged th@ak@artners to start talks aimed at
reforming the Swedish industrial relation systerne Three main trade unions in the sector
exposed to international competition asked theipleger counterparts to consider the
possibility of setting up a new collective bargampisystem that fostered both industrial peace
and wage increases guaranteeing balanced growtraaeturn to full employment. The
ensuing talks culminated in the signing of an “Isiy Agreement” on Cooperation on
Industrial Development and Salary Formation on 1&d 1997, covering about 20 per cent
of the gainfully employed population. In short, g@rit of the new Industry Agreement, still
in force today, is to ensure industrial peace adnpte more consensual industrial relations.
Following the Industry agreement several other &iargg areas in both the public and
private sector concluded similar cooperation agergm

These changes in industrial relations re-estaldistiee pace-setting role of the sectors
exposed to international competition. In other vgpr@hd in contrast to the mid 1970s, public
sector wages since the second half of the 1990s haivhad any effects as pattern setters on
private sector wages. Also worth noticing is theste modifications in wage setting led to a
perceptible increase in real wages, thereby cdirigag/ith the previous situation (mid 1970s
up to the end of the1980s) that was charactebyealstagnation in real wages.

4.2 Decentralization, differentiation and individualization of wage formation

Following the abandonment of national inter-indystgreements in the mid 1980s, collective
bargaining both in the private and public sectagsnow carried out at two levels:
industry/sector and enterprises/organisation leVhls tendency to a decentralization was
accompanied both in the public and private sectgr b marked tendency towards
differentiation and individualization of wages abterms and conditions of employment
leading to a wider dispersion of the wage distidyutand to a growing acceptance of a more
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individualized type of wage formation based on wudlial skills and performance rather than
on job characteristics, as had been the case ipasiewith the application of tH&olidaristic
Wagepolicy.

Several reasons may be advanced for this shifitlfisolidarity mechanisms and the general
raising of low pay that characterized the LO watyategy during the 1960-70s ran out of
steam as growth slackened and imbalances linkeztdoomic recession in the late 1970s
increased. Secondly, major changes were under wayork organization, and tayloristic
modes of production were gradually being abando@Gederally speaking, growth in service-
sector employment changes in work organization, thredintroduction of new information
technology blurred distinctions between white- ablde-collar workers. The growing
acceptance by blue-collar federations of the ppieciof wage individualization and the
gradual abandonment of the “solidarity wage polieyé partly related to these structural
shifts. Since the mid 1990s, there has been therasfame convergence of views concerning
wage structure between the various components ef tthde union movement in the
manufacturing industry. This consensus extendedther areas of collective bargaining,
particularly state and local authorities and thegevaf a large majority of public sector
employees are now set locally and largely indivickgal, in contrast with the former pay-
scale system mainly based on seniority. It shdwdever be noted that the trend toward
decentralised bargaining and individualisation He®n more pronounced among white
collars and high skilled workers than among mamuakers and low skill employees, both in
the public and private sector. It is importansteess that the above mentioned tendency to
re-coordinate collective bargaining since the sdcbalf of the 1990s should not be seen
therefore as a weakening of the role played by rpnge-level/organisation level
negotiations: Negotiations at the local level ptagentral and growing role in the setting of
wages and terms and conditions of employment, inattne private and public sectors. In fact,
enterprise/organisation-level bargaining has tenttedyather strength in the last decade,
particularly in the public sector.

In Table 4 below, the various wage agreement modeds ordered with respect to the
influence given to local wage setting (decentrailisg. At one end of the scale, model 1
gives complete freedom for unions and employers rtegotiate wages at the
company/organisation level while at the other ermbleh 7 is characterised by an annual
wage increase determined at the national secteval with no room for manoeuvre at the
local level (leading to a uniform, undifferentiatedge increases). It should also be noted that
a large number of agreements in between these xwenees incorporate some form of fall-
back and/or individual wage guarantee, which lintts local parties’ freedom to distribute
the wage increas®

In the private sector, local-level negotiations aesponsible for the whole of the wage
increase and/or its distribution in 66 per cenalbAgreements (agreement models 1-5). In the

*An explicit fallback in national sectoral agreememans that, in case of disagreement between jacties,
the wage increase stipulated in the national sectmreement, often expressed in per cent of thgeved!, has
to be enforced. Some collective agreements inclsie some individual guarantee of wage increasaifnuim
of pay rise for each employee). Other agreementsotiinclude any individual guarantees of pay risglying
that some employees might not receive any pay asereluring the agreement period.
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public sector, the local parties are allowed toidke¢he wage increase or its distribution in
most cases, the differences between the wage flomaibdels being the occurrence or not of
a fall back or an individual guarantee of wage @ase. As also shown by Table 4, in the
central Government sector (State), all nationakagrents exclude any individual guarantees
and 38 per cent of the agreements do not inclugesioulated wage increase at the national
sectoral level; this implies that for these bargajrareas, such as applies to wage-setting for
police and nurses as we discuss below, wages agd imareases are fully determined and
distributed at the local/organisational level. Thisd of agreement is less common at
municipality level (17 per cent of the agreememtsgre the dominant wage-setting procedure
is a stipulated overall wage increase at the natitevel without an individual guarantee
(Model 2, 42 per cent) or with individual guararged wage increase (Model 5, 40 per cent).
Actually, compared to the private sector, the tewgeto a decentralisation and
individualisation of wages is therefore more pramoaed in the public sector.

Globally the prevalence of fully individualized, ff@mance-related wage formation without
individual guarantees set nationally in the pubsiector remains higher among high
skilled/high educated public employees than amoag [skilled/low educated public
employees workers. To illustrate: at the local atti level, (municipalities and county
councils) one of the major collective agreementsveen the Swedish Municipal Workers’
Union** and the Swedish Association of Local Authoritibtediation Office, 2011b), which
covers occupations such as auxiliary nurses, homevarkers, cleaners, childcare assistants
etc., includes both a wage increase specifiedarctitiective agreement at the national sectoral
level and some individual guarantee of wage in@eas

TABLE 4: MODELS OF COLLECTIVE AGREEMENT IN THE PRI'Z, STATE AND
MUNICIPAL SECTOR, 2011

Agreement modds Percentage of employees, by sector (all economithin
parentheses)
Private Central Municipal and | All sectors
Gov county council
(State)
1. Local wage formation without 8 (5) 38 (3) 17 (5) 13

pre-determined wage increase at the
national sectoral level and without
any individual guarantee of wage
increase.

2. Local wage formation with a 10 (6) 62 (5) 42 (12) 23
fallback regulating the size of the wage
increase at the national sectoral leve
but without any individual guarantee
of wage increase

* The Swedish Municipal Workers’ Unioik¢mmuna) is affiliated to the Swedish Trade Union Confediem
LO. With around 510 000 members it is the largesv within Confederation LO.
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3. Local wage formation with a fall- 6 (4) 4
back regulating the size of the wage
increase and some individual guaran
of wage increase stipulated at the
national sectoral level.

4. Pre-determined wage pot at the 15 (9) 9
national sectoral level to be
distributed locally without any
individual guarantee of wage
increase

5. Local wage formation with an 27(18) 40 (11) 29
individual guarantee or alternatively a
fall-back regulating the individual
guarantee

6. General pay increase at the national 19 (12) 12
sectoral level including a wage pot to

be distributed locally

7. General undifferentiated overall pg 15 (10) 1 10

increase at the national sectoral level
Source: Mediation Office (2012b)

It should however be stressed that in comparisoth vather countries with highly
decentralised and individualised bargaining sysseith as the UK and the US, strong and
powerful trade union organizations and high uniensity at company/organisation level in
Sweden lead to the implementation of negotiatesh$oof individualization and differentiation
(negotiated flexibility. There are strong reasons to believe that thevitdhdhlization and
differentiation of wages will continue, that colliee and undifferentiated ways of setting
wages are being gradually abandoned, and thatithailized types of wage formation are
being generalized across the labour market, imglgiome form of convergence between the
private and public sectors. It would appear, theesthat Sweden is likely to be characterized
by a two-tier collective bargaining system with geetor exposed to international competition
as a norm setter regarding wage developments.

4.3 Wage formation for Police officers, Nurses and Teachers.

4.3.1 Wage formation for police officers

The National Police BoardR{kspolisstyrelsénis the supervising central administrative
authority for the Swedish Police and the link betwethe Government and the police
authorities. Looking at employment trends the number of potiffecers has increased during
the last decade from around 15 600 in 2000 to Q7 iA 2010 (+ 11.6 per cent). Police

'3 |t should also be noted that in spite of an inseeaf wage dispersion during the last two decadsgevand
income inequalities is far less than for exampléhe US and the UK.
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remains a male dominated activity even though tlaeesof female police officers has steadily
increased since the early 2000s (from 17.8 perioe2®01 to 28.4 per cent in 2010). Created
in 1903, the main trade union organisation, the dste Police Union Folisforbundet is
affiliated to the Swedish Confederation of Profesal EmployeesTjansteméannens Central
Organisation, TCO) and member of the Public Employees’ Negotia Councils (OFR,
Offentliganstélldas Forhandlingsrddin December 2011, the Police Union counted adoun
19,600 active members (14,100 men and 5,500 fejnalémion density among police
officers is very high; in 2010 around 96 per ceradive police officers were members of the
Police union. The coverage rate of collective binigg is 100 per cent. Police officers have
the right to take industrial action (strikes).

TABLE 5: AVERAGE WAGE, MEDIAN WAGE, FIRST DECILBAYH DECILE, WAGE
DISPERSION BY GENDER. 2005, 2008 AND 2010. (1 SEKR-€)

Year Average wage Median P10 P90 PO0/P10
M w M w M w M w M w
2005 25800 | 24300| 25800 | 24800| 19800| 19000| 30700| 29800, 1.55| 1.57
2007 27800 2620(1) 27900 26600 21500 20600 33200 319054 | 1.55
2010 29500 2790(}) 30100 28200 21800 21200 37000 (B53070 | 1.67

Source: Statistics Sweden

The National Police Board concludes a collectiveeament for the sector with the Police
Union. The last collective agreement was conclushe@®ctober 2010 and will last up to
September 2012 (2 years).

According to the current collective agreement, tWe sides of industry have agreed that
individual wages for police officers have to beatstined from objective criteria such as the
degree of responsibility, the difficulties of theesks to be performed, as well as employee’s
skill and performance. Wages are fully individuatizand set at the local level through wage
meetings between the employer and the employeeh@&aé of a local police unit is obliged
to have at least one wage meeting per year with ehthe police officers on wage issues. If
the employee wishes the trade union representatayealso participate in the wage meeting.
The collective agreement negotiated at the nati@val does not specify the rates of pay nor
a figure for the percentage wage increase, witretoeption of the entry wage (set at 21,300
SEK in 2010). In other words the wage formationterysfor police corresponds to Model 1
of the agreements listed in Table Bo¢al wage formation whout pre-determined wage
increase at the national sectoral level and withimglividual guarantees)

TABLE 6: AVERAGE WAGE, MEDIAN WAGE, FIRST DECILBANYH DECILE, WAGE
DISPERSION BY SECTOR, ALL OCCUPATIONS AND POLICEIOERS, 2011

Occupation | Sector Average Median P10 P90 PO0/P10

All Private 29 800 26 300 19 800 43 000 2.17
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Public 27 300 25 200 20 300 35 900 1.77
State 31500 29 000 21 900 44 100 2.01
Police State 28 900 29 400 21 600 36 200 1.68

Source: Statistics Sweden (2012)

As shown in Table 6, Swedish police officers digmdower average wage compared to other
occupations in the State and private sector. Howesmaller wage dispersion for police
officers leads to about the same median wage a&s otftupations in the state sector and a
significantly higher median wage compared to thegbe sector.

4.3.2 Wage formation for nurses

Hospitals and local health centres in Sweden angirastrated and financed by the regional
County councils. The central government forms ganérgislation about the long-term
development and organisation of the health caréosewhile a government agency — the
National Board of Health and Welfar&dcialstyrelsen - is supervising, guiding, and
evaluating the hospitals’ medical practises. A oral public insurance system covers the
patients’ expenditures of medical treatment. Thentp councils presently employ in total
around 170 000 workers in the health care sector.

From the early 1970s, the local health centre®patient health caré&/&rdcentrale} were
mainly governed and run by the County councils.radgal privatization started in 1994, as
medical doctors were given the right to establislrigbe local health centres and doctor’s
offices, and to receive the same reimbursementréatment of patients, as was provided by
the County councils to the public local health cesit The possibility to establish private
clinics and doctor’'s offices Huslakarg was withdrawn by the  Social-Democratic
Government in 1996. However, many County couna@lstioued to employ via procurement
private clinics on an entrepreneurial basis as igesg of outpatient health care. A second
step towards a more market oriented health-caréorsecas taken by the Centre-Right
coalition government in 2007 and onwards when sdboeinty councils allowed their
residents to choose between private and publicttheare centresV@rdvalssystein As
mentioned previously, a new law (LOV SFS: 2008:9%&@)pted in 2008 took effect in 2010.
The LOV law in primary care is mandatory and attdbauthorities have to implement the
system of freedom of choice. The law stipulates hmacurement of local health care
services shall be handled in order to guaranteeitlzens’ right to choose among private or
public providers. County councils have the right&vise the rules and modalities regarding
the choice of private suppliers. In 2009, the Cguabuncils’ purchase of out-patient
healthcare services from private providers amoutdearound 10 per cent of total net costs
(excluding expenditures for subsidized medicatigmell, 2011). Until now, there is a
substantial regional diversity in the share of agrévlocal health centres, with most clustered
in the densely populated regions.

The privatization of in-patient health care (Hoals} and the introduction of private

ownership of hospitals has been less pronouncedisastill a controversial issue on the

political agenda. In Sweden, there are only a fewapely owned hospitals. Privatization of

public hospitals into privately owned hospitals, ieth has triggered a political conflict
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between Social democrats and Conservatives (eggtre coalition, Alliance). Previous

Social Democrat Government have legislated againsatization of hospitals, and centre-
right coalition governments have favoured privat@a Until now, there are only few private
hospitals in Sweden, the county councils purchasieg services via procurement.

A central issue is to assess the extent to whitvafmation and the increase of private

providers have influenced the employment of nunseke public and private sector. The total

number of nurses without special qualifications imeseased from around 62,900 in 2001 to
71,300 in 2010 (+13.4 per cent) (SCBkesregistret 2001 However, the share of nurses in

the public sector (Municipalities and County colsjchas remained constant around 87 per
cent. On the other hand, nurses with special gcatibns that require additional medical

studies have remained constant around 30 000 dthhengame period, but their share in the
public sector has decreased from 92 per cent id 28984 per cent in 2010.

It is also notable that the share of women in kighly female-dominated sector has slightly
decreased during the period (from 91.6 per cer0dl to 90.3 per cent in 2010 for nurses
without special qualifications, and from 93.1 pentin 2001 to 89.9 per cent in 2010 for
nurses with special qualifications).

Created in 1910, the trade union for nurses anavimes, the Swedish Association for Health
Professionals\(ardforbundet) is affiliated to the Confederation of white colafCO and a
member of the Public Employees’ Negotiation Com¢iDFR). In December 2011, the
Swedish Association for Health Professionals caliiai®und 91 200 active members. Union
density among nurses in Sweden is close to 80 guetr € The coverage rate of collective
bargaining is in the public sector is100 per cemtt Bke police officers, nurses are allowed to
take industrial action (strikes).

The Swedish Association of Local Authorities andgiRas (SKL) concludes collective
agreements with the Swedish Association for HeBltbfessionals. The current agreement
was signed in April 2011 and will last two years (flarch 2013), with gossibility of
prolonging it for a further two years. Like for jpm# officers, the agreement stipulates that
wages should be fully individualized and set atltduwal level through yearly wage meetings,
without fall-back regulating the size of the wage increasel without any individual
guarantees of wage increase. According to the ageg individual competence, work
experience as well as level of qualifications sddug the main criteria for wage setting and
wage differentiation. The collective agreementestadlso that wage formation should help
employers to reach their objectives, by stimulatimgprovements in operational efficiency,
productivity and quality of the service providedhefefore, the salary should be fully
individualized and related to achieved goals, imeorto create a process where the
employee’s wage is positively related to motivatiowividual performance and results. It is
therefore, according to the agreement of great rtapoe to establish a dialogue between
managers and the individual employees about olgsiti expectations, requirements,
performance and wage level (Annexe 1 to the callecgreement HOK 11). It follows that
the wage formation system for hospital nurses spords to model 1 of the agreements

18 According to statistics from the Swedish Assooiatior Health Professional¥&rdférbundet).
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listed in Table 4l(ocal wage formation without pre-determined waggease at the national
sectoral level and without individual guaranyee

TABLE 7: AVERAGE WAGE, MEDIAN WAGE, FIRST DECILIDANH DECILE, WAGE
DISPERSION BY GENDER. 2005, 2008 AND 2010. NURSES
(DISTRIKTSKOTERSKOR SSYK 2235) EMPLOYED BY COUNDIYNCILS, (1
SEK=0.12 €)

Average wage Median P10 P90 P90/P10
M w M w M w M w M w
2005 24500 | 24200| 24100 | 23800| 22300| 22300| 27200| 26400 1.22| 1.18

2007 26100 | 25500 25800 25200 23300 23400 29700 @@28@027 | 1.20
2010 29000 | 28900 28700 28500 26800 26500 31200 0313016 | 1.18

Source: Statistics Sweden

Compared to the current collective agreement (213), the previous agreements
contained a fallback regulating the size of wagedases negotiated at local levieb¢al
wage formation with a fallback regulating the saethe wage increase at the national
sectoral level but without any individual guarantgfewage increase, Modélin Table 3.
The nurses’ union motivated their willingness tocegat a fully individualized wage
formation without an explicit pre-determined wagerease at the national sectoral level by
the fact that other unions’ central agreements wuhth Swedish Association of Local
Authorities and Regions (SKL) had resulted in adefcentage wage increase, which was
considered too low by the Swedish Association feakh Professionals. It was therefore
considered better to accept an agreement with fatlwidualized wage formation at the
local level without fall back regulating the sizetloe wage increase at the central level and
also to stipulate in the collective agreement #cialist knowledge should be valued.
According to the trade union representative intamad, the new set of principles increases
opportunities for higher wage growth.

As shown by Table 7, male nurses have a slightiydr average and median wage than
female nurses but the gender wage gap has shoemdaricy to decrease. Wage dispersion,
is clearly lower compared to wage dispersion fbroatupational groups both in the public
and private sectors. Wage dispersion has remajnéd stable during the last five years
among female nurses but has been decreasing amalegharses (see section 5.3 for further
development).

4.3.3 Wage formation for teachers

During the last decade, the Swedish education&tisybas undergone major transformations
with a particularly clear tendency towards an iasieg role of private providers especially at
the upper secondary levebymnasiup Parallel to the increase of private schools, @we

also witnessed in the early 1990s a clear decérdtan of governance. The decentralization
reform of Compulsory and Upper secondary schodiiogh the Central Government sector
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(State) to the local municipalities was launchedtly Social-democratic government and
implemented in 1991. The municipalities have subseatly been responsible for the running
and financing of Compulsory schooling (9 yearsdwihng entry at age 6) as well as upper
secondary education (from 16-19 years Glgimnasiumn Since 1992, local schools can also
be owned and run by a private providers. The Sstedtarliament Riksdag and the
Government set out the goals and guidelines for greschool and school through the
Education Act and the Curricula. A special ager®yedish National Agency for Education
(Skolverketis responsible of the attainment of the statealgyorhe Agency is also in charge
of the accreditation/habilitation of the privatégol, as well as the follow-up and evaluation
of school achievement.

Each municipality is obliged to finance each studgna voucher§kolpeny The parents are
free to choose a school for their children basedagoredetermined list managed by the
Swedish National Agency for Education. This systeas resulted in a tendency to increase
competition between schools — both for the recrerttrof pupils and teachers. The share of
private schools has been increasing gradually,riguihe school year 2011/12, 16.5 per cent
of all compulsory schools were owned and run byate firms/organizations, covering 12.6
per cent of children. For the upper secondary dcht®6 per cent of the schools were
privately owned, corresponding to 25.5 per cengalbfhigh school students (The Swedish
National Agency for Educatio2012).

Considering employment development, there has laedecreasing employment trend of
teachers at the Compulsory school level from aro8&@00 in 2001 to 78 100 in 2010,
however the number of teachers per 100 pupils érasined fairly constant during the period
(around 8 teachers per 100 pupils). During thisogerthe share of teachers employed in the
public sector decreased from 93.2 to 85.8 per oghich is reflecting the expansion of
private schools. There is a majority of female bess in the public compulsory school (76.0
per cent in 2001 and 79.6 per cent in 2010) as agefor private compulsory schools (70.2
per cent in 2001 and 71.8 per cent in 2010). Gersggregation is significantly less
pronounced in upper secondary school (Public sshda.0 per cent in 2001 and 56.9 in
2010. Non-public/private schools: 51.2 per cer2001 and 52.3 per cent in 2010).

The largest trade union organization for teacherscompulsory school is the Swedish
Teachers’ Union L@&rarférbunde} which is affiliated to the Swedish ConfederatiorCO.
Created in 1880 the present trade union LR is thsult of a gradual merger of several
unions. Teachers in upper secondary schggimfasiu are mainly organized in another
trade union, the National Union of Teachdrar@rnas Riksforbundwhich is affiliated to the
Swedish Confederation of Professional Associati®8CO). The union density in the
municipal compulsory schools is around 90 per edrnte in the municipal upper secondary
schools (theoretical studies) is around 84 per ¢énfThe 170 000 active members in
Lararforbundetand 57 000 active members lidrarnas Riksforbundconclude collective
agreements with several employer organisationshénpublic sector, their joint agreement
with the Swedish Association of Local AuthoritieSKL) was concluded recently (26

" These figures are based on information collefrmmh National Union of Teachers4rarnas Riksférbund
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September 2012) with a fallback wage increase &f per cenf. Compared to school
providers in the private sector, a recent agreemeetveen the trade union LR
(Lararforbundet) and theemployer organisation for the Swedish service se(tmeg3,
organising among other thing private schools, teduh a 4.1 per cent wage increase.

In common with the situation for nurses and polaféicers, wage formation is fully
individualised throughout wage meetings at the stlhevel between the teacher and the
head of the school. The guiding principle for indualisation, as agreed by both parties, is
individual performance and responsibilities. Italso important to note that the national
collective agreement for teachers does not inclag individual guarantee for a wage
increase nor does it set a prescribed scale ofrgtg. The wage formation system for
teachers thus corresponds to model 2 of the agrdentisted in Table 4L(cal wage
formation with a fallback regulating the size oktlvage increase at the national sectoral
level but without any individual guarantee of wagerease).

TABLE 8: AVERAGE WAGE, MEDIAN WAGE, FIRST DECILBANYH DECILE, WAGE

DISPERSION BY GENDER. 2005, 2008 AND 2010 TEACHER®MPULSORY
SCHOOL EMPLOYED IN THE PUBLIC SECTOR. (1 SEK=0)J12 €

Average wage Median P10 P90 PO0/P10

M w M w M w M w M w
2005 23100 | 23100 23100 | 23000| 18500| 19400| 27400| 27000 1.48| 1.39
2007 24100 2400(1) 24100 24000 19500 20100 28400 (81046 | 1.40
2010 25800 2600(}) 26000 26000 20300 22000 30500 BpWO46 | 1.37

As shown by Table 8, wage dispersion has remaingé gtable during the last five years.
While average pay does nor differ significantlyass genders, wage dispersion is slightly
higher among male school teachers compared tofdraale counterparts.

There is also currently a public debate about #eetiers’ wage level. It is argued that
teachers’ pay has fallen behind other occupatidoss not mirror the central importance of
teachers in the society and does not create inesnfor training and recruitment of young
teachers. Reflecting this debate, the long-terneailye of the teachers’ trade unions is to
increase the teachers’ monthly wage by 10 000 SHEeud 1200 €).

'8 The previous agreement, concluded in May 201@ltessin a fallback regulated wage increase of@0cent
in 2010 and 1.5 per cent in 2011.
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5. Development of wage dispersion and wage inequality

5.1 Global trends

As described above the tendency towards a re-awatidn of collective bargaining at the
industry level has co-existed with a marked tengdowards decentralization, differentiation
and individualization in the setting of wages anorking conditions. These two tendencies
should not be interpreted as a weakening of Swedeunllective bargaining tradition; they
should rather be considered as a re-configuratrah adaptation of the Swedish model of
industrial relations in the light of the major sttwral transformations that have occurred
during the past decades and also might corresmondrmative changes regarding equity and
fairness values. In our view, these developmentsadaall into question the basic features of
the Swedish industrial relation system, namelyfrang contractual tradition based on the
existence of powerful social partners who enjoysiderable autonomy from the public
authorities; rather, they reflect a transition aajustment of the Swedish model to the new
challenges confronting post-industrial societies

FIGURE 3: DEVELOPMENT OF WAGE DISPERSION (P90/RMO)HE PRIVATE,
STATE AND LOCAL AUTHORITIES MUNICIPALITIES AND COMNCOUNCILS),
1992-2010.

o - ——— . —— -

1992 1993 19494 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

- [Aunicipalities &= ==8County Councils ——ate Sector —l— Private Sactor

Source: Mediation Office (2011b)

Recent empirical evidence (see Nordsrom Skans.,, &086) reveals that although real wages

have steadily increased during the past decaded&wieas also experienced an increase of

wage dispersion in particular the private sectbe tentral Government (State sector) and

country councils (health sector). As shown by Feg@rabove, there are strong reasons to

believe that the above-mentioned tendency towardenaecentralized and individualized

wage setting that was initiated during the ear© has increased wage dispersion
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particularly for high skilled white collansithin both the public (State, County councils) and
private sectors. As also shown by Figure 3 wageedson at the municipality level has
during the last decade been almost unchanged. oPtnis stability might be ascribed to the
more limited individualization in wage formation anmg manual and low skilled/educated
workers in the municipal sector.

Regarding gender disparities, the increase of wagquality during the last decade was
higher for women than for men, except for manwalkkers in the private sector. The increase
in wage inequality for women was particularly matkemong white-collar employees in the

private sector (an increase of almost 21 per damit)also in the state sector (+15 per cent).
Part of the increase in female wage dispersion tghascribed to a compositional effect,
that is, the increase of the share of females wgrkn the private sector (in particular in

white-collar jobs) and also to the above-mentiotegtlency toward individualization of wage

setting, in particular in the female dominated treare sector, implying greater wage
differentiation.

5.2 The pay gap between public and private sectors.

As shown by Table 9, pay in the private sectomsaverage higher than in the public sector,
particularly for non-manual workers. Globally, eage pay tends to be higher among low
skilled workers in the public sector compared to-kkilled workers in the private sector; the
converse being true for high-skilled workers. Asoathown by Table 9, the adjusted gender
wage gap is also clearly lower in the public sectar particular the female-dominated
municipal sector, compared to the private sector.

TABLE 9: AVERAGE WAGE BY GENDER AND SECTOR, FEMMAGE IN PER CENT
OF MEN, NON ADJUSTED AND ADJUSTED (AGE, EDUCATISECTOR,
OCCUPATION AND WORKING TIME), SWEDEN 2010, (1 SEK2®)

Sector Women Men All Female wage in %| Female wage in %
of men of men, adjusted

All sector 26 200 30 600 28 40Q 85,7 94,1
Private sector 26 700 30 700 29 200 87,2 92,7
Manual 22 100 24 600 23 80(¢ 90,0 96,0
Non manual 29 700 37 500 34 000 79,2 90,7
Public sector 25 600 30 000 26 800 85,4 97,1
Municipalities 24 200 25 700 24 500 93,9 99,6
County councils 28 300 38 500 30 300 73,5 95,2
Central Government 29 400 32 900 31 1Q0 89,3 94,2

Source: Medlingsinstitutet (2011c)

Analysis of trend data suggest Sweden has alsaierped a reduction in the adjusted
gender wage gap between 2005 and 2010 (see TgblEhHreduction in the gender pay
gap affected all industries but was particularlpartant in the public sector.
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TABLE 10: TRENDS IN THE GENDER WAGE DIFFERENCESIUVSETED, 2005-2010

Sector 2005 2007 2008 2009 2010 Diff 2010-
2005
All sector 93,2 93,5 93,4 94,0 94,1 0,9
Private sector 91,7 92,2 92,1 92,7 92,7 1,0
Manual 94,4 94,8 95,4 95,5 96,0 1,6
Non-manual 90,2 90,5 90,0 90,9 90,7 0,5
Public sector 96,5 96,6 96,6 97,0 97,1 0,6
Municipalities 99,1 98,8 99,2 99,4 99,6 0,5
County 94,7 95,2 94,6 95,3 95,2 0,5
councils
Central 92,9 93,7 93,7 93,8 94,2 1,3
Government

Source. Medlingsinstitutet (2011c)

The reduction in the gender pay gap might be asdrito a relative increase of female
educational attainment, the deregulation and pmsaon of part of the public sector,
negotiated increase of female wage among low skiNerkers in some bargaining areas (in
particular the municipal sector) and also an ineeem the share of women in managerial
positions. Furthermore, the decentralisation ofevegtting at the organisation /company level
and the associated individualization of wage setntsave benefited women more than men
explaining also a part of the reduction of gendsy seeGranqvist and Regner, 2011).

Following the major transformations of wage forratin the mid 1990s described above, in
particular re-established the pace-setting role tlod sector exposed to international
competition, the Swedish economy has experiencetéa tendency to a convergence of
wage growth among bargaining areas. AccordinchéoMediation Offic&’, correcting for
structural effects, such as the change in thegaggjer, skill and occupational composition of
the labour force, differential in wage growth agagctors has decreased significantly during
the last decade (see Table 11).

TABLE 11: AVERAGE YEARLY WAGE GROWTH BY SECTOR;20®, CORRECTED
FOR COMPOSITIONAL EFFECTS.

Sector Average Wage growth 2005-2009

Private sector

Blue collars 33
White collars 3,1
Municipalities 3,1
County councils 3,2

19 Since 2001, the National Mediation Office has b#engovernment body responsible for public statistin
wages and salaries. These statistics are produgestatistics Sweden. The description of the genewde
trends of this section is mainly based on the jpalibn of the Mediation Office (2001a and 2011b).
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State (Central Government) 3,3

Source: Mediation Office (2011a).

Another interesting comparison concerns the diffees in wage level between private and
public providers operating in specific tax finadaectors such as education, health care and
social services. According to Statistics SwedenBSP011e), in 2010, municipal schools
(compulsory and secondary education) employ a tasigare of teachers with post-secondary
education compared to private schools (70 per cemipared to 60 per cent). Within
healthcare though, the share with tertiary edunaisoas high between public and private
providers, (68 per cent). Within social serviceg tmunicipalities have 24 per cent of
employees with post-secondary education, whilsptineate companies have a slightly higher
share, 29 per cent.

As shown by Table 12, there are minimal differenoeaverage salary levels between public
and private providers within educational sectogltiecare and social services. Employees in
compulsory and upper secondary schools had angesenanthly salary of just over SEK 24
000 in both private enterprises and in the munlitipa (2009). Within health care, the
average monthly salary was just over SEK 30 00@rivate companies and just short of SEK
30 000 in county councils. Within social servicks average monthly salary was SEK 23 500
in private firms- and just short of SEK 23 000 lve tmunicipalities

TABLE 12: AVERAGE SALARY WITHIN EDUCATION, HEALTARE AND SOCIAL
SERVICES 2010, SWEDISH KRONA, (1SEK=0.12 €)

Secto Private firms Municipalities County counc
Primary/secondary education 24 300 24 600 .
Healthcare 31 000 o 30 300
Care 23 60C 23 30C

Source SCB (2011e)

It is also worth noticing that the profitability mgasured as returns on private equity) of
private providers within education, healthcare aadal services is clearly above the average
returns for all private companies in Sweden (15qat in 2010 compared to 8 per cent for
the economy as a whole, see Statistic Sweden, 2011e

5.3 The pay gap between private and public providers for nurses and teachers

Turning now to wage differentials within and betwesccupations, focusing on two of the
three selected occupational groups, nurses antideacTable 13 displays the average and
median wages for the two occupational groups inptineate and public sector as well for all
occupations in 2011. Nurses in the private seciwela higher median wage and larger wage
dispersion than in the public sector, which coutdlicates that private employers are
recruiting nurses from the public sector by offgriigher wage?s.

2 Obviously the observed differences or absencefterdnces might conceal compositional effectt tha do
not control for.
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TABLE 13: AVERAGE WAGE, MEDIAN WAGE, FIRST DECINDATH DECILE, WAGE
DISPERSION, ALL OCCUPATIONS, NURSES, TEACHERSEBYGR, 2011.
SWEDISH KRONA (1SEK=0.12 €).

Occupation | Sector Average Median P10 P90 P9O0/P10
All Public 27 300 25 200 20 300 35900 1.77
Private 29 800 26 300 19 800 43 000 2.17
Nurses County 29 400 28 900 25500 34 300 1.35
councils
Municipality 28 200 28 000 23 800 33000 1.39
Private 30 800 30 200 24 300 37 700 155
Teachers Municipality 26 300 26 400 22 000 30 600 1.39
compulsory | Private 26 400 26 000 22100 30 800 1.39
Teachers Municipality 28 200 28 200 24 000 32 200 1.34
Gymnasium | Private 28 900 28 200 25 000 31 800 1.27

T Nurses without special qualifications (SSYK = 3&®urce: Statistics Sweden (2012)

It should also be noted that nurses in both pudiid private sectors have higher average and
median wages than all occupations as a whole. bgolt teachers, the wage level in
compulsory schools is similar in the municipalitiesd private sectors. A similar pattern
exists at the upper secondary schd@ayronasiuy but with slightly higher wage dispersion
than in municipalities. This could indicate thaadbers are less mobile between work places,
and privatization of schools imply that teachersehaot strengthen their bargaining position
in wage negotiation to the same extent as seeniw tthe case for nurses. Teachers in
compulsory schools have lower average wages comhparether employees in the public or
private sectors as a whole. The converse is trudiffh school teachers displaying both a
higher average and median wage compared to thécpard private sector as a whole. The
recent wage agreements (4.2 per cent in munidigalnd 4.1 in private sector) indicate that
teachers’ wages will slowly catching-up, and theréase individualisation of wage
bargaining could result in further increase of wdggpersion.
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6. Pay settings and procurement strategies at the local government
level: Lesson from two case studies

As mentioned above local government includes 29diamalities and 20 county councils
responsible for the delivery of a wide varietiespaoiblic services ranging from education
(from childcare to secondary education), healtle garimary and hospital care) and social
services such as care of elderly (Residential addeare) and support to the disabled and
drug addicts.

The main objective of the two case studies conduict2012 in two Swedish municipalities,
the municipality Vaxjo and the City of Goteborg wasllustrate the mechanisms and recent
developments in pay settings and procurement gitestet the local level. The choice of the
two municipalities has been essentially guided ko treasons. Firstly, the political
composition of the municipality with a social demeatec majority in the City of Goteborg and
Right-Centre coalition in the municipality of Vjax which might impact on both wage
formation and the extent of procurement at thellwseel. The second reason is that the two
local governments have contrasting approaches diaggroutsourcing of homecare and
cleaning activities. We focus therefore mainlytbese two tax-financed services at the local
level. Regarding homecare, one our selected mualitipVaxjo, extended the 2008 Law on
Free Choice (LOV) to include elderly care while &mirg City limited the outsourced
activities to only primary healthcare as requirgdi®e law.

In each municipality, semi-structured face-to-faogerviews were conducted with both
employer representatives, (Human resource manabeesl of bargaining unit, persons in
charge of procurement at the municipality) and ey representatives (trade uniofts).

6.1 Employment, pay conditions and procurement practices in selected service
areas: Local transport, school catering, cleaning and waste management?®

The main purpose of this section is to highlighe #ey features of five publicly financed
local activities: local transport, elderly carehsal catering, cleaning and waste management.
During recent decades, the stronger local or regiantonomy in the administration of these
services have entailed some regional variatiorieerprovision of these services some local
authorities contracting out to private providersiler in some regions these services are still
provided in-house by the municipality.

Until the late 1970s, public or private bus comparhiad exclusive rights to traffic designated
areas. In order to improve regional co-ordinatibtraffic, municipalities and county councils
in 1979 obtained responsibilities of administratiogal transport through the creation of
regional transport authorities. In 1989 it becamssible to organize procurement of local
transport by competitive bids from several opeat&resently, the market for bus operators
is dominated by four major companiedopina Sverige ABowned by an international

1 See Table A6 in the appendix for details, 16 factace interviews were conducted ( between I Houl.30
minutes each)
22 Elderly care is descibed in more details in sec68.1 below
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investment fundskeolis Sverige ABpwned by the French Statéeolia Transport Sverige
AB, owned publicly and privately in France, afAdiva Sverige ABwhich is owned by the
German State). These companies account for arodrnmedcent of total annual turnover. In
total there are currently 309 bus companies, wH&@ have no employeé$.However,
several municipalities choose to keep the camieniinicipality- owned limited companiés.

A second example of gradual outsourcing of in-haewices to private providers sshool
catering In Sweden, every school has the obligation teeser free and nutritious meal for
lunch. As described above (see Section 4.3.3)991 Xthe municipalities became responsible
for administrating primary and secondary educati@sponsibility pertaining previously to
the state. The decentralisation process leadstalsm increasing share of private schools.
The certified private schools receive the sameipushnts as public schools, implying that
parents can choose schools independently of theweship form. When school-ownership
became more differentiated between municipalitied private organisations, it also opened
up the procurement of school catering. The extdnprocurement of school catering is
presently unknown. A project by the National FoogeAcy is expected to present statistics in
December 2013.

Also in waste managemerffweden has witnessed a trend towards an incréasgsourcing
via procurement. A large majority - 71 per centf-Seveden's municipalities make use of
private contractors for the collection of househaeldste, while 29 per cent carry the
collection in-house. Currently, there are around cebtractors in the market for waste
collection. There are two dominating firnlRghgsellsandSita) with around 50 municipalities
each, while 32 companies are operating in onlyrongicipality eacH?>

The cleaning of schools, hospitals and other workplaces ha® d&sen increasingly
outsourced via procurement. It is difficult to ased¢he national share of procurement in the
municipalities, since there is often a combinatidnn-house and outsourcing provision. For
example, in the City of Goteborg, around 25 pet céithe cleaning is outsourced. The share
of employees in private suppliers has increasethguecent years (see Table 14 below); the
share of cleaners employed by municipal adminisimathaving decreased from around 26
per cent in 2005 to 21 per cent in 2010.

During the last two decades, Sweden has been t¢basad by a gradual decentralization of
governance from central government (State) to loaathorities. Parallel to this

decentralisation process and as a consequencecrefaged local autonomy, the extent of
procurements and outsourcing, in our five selectetiVities varies across Swedish regions.
The Swedish experience shows also a relatively siow gradual outsourcing of public
services. It seems therefore unlikely that thiscpss will be reversed throughout a re-
municipalisation

What have been the consequences for workers ire teessice sectors, with respect to
employment conditions and pay? Up to now the effeftoutsourcing on working and pay

23 Statistics come form The Swedish Bus and Coaclerfagidn (2012)

4 The main reference for this paragraph is Nils01.().

%5 |Information is collected from Swedish Waste Mamaget (2012), an industry organization for both atéy
and public companies.
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conditions have ben limited, although Swedenkiésessed a global tendency to increase
job insecurity and wider wage dispersion both ia plublic and private sectors. In our view,
the main reason for these limited effects is relatethe specificity of the Swedish industrial
relation system and the above-described regimmeegbtiated flexibility and individualisation
of wage setting and working conditions (see sedli@). A relatively high union density and
a high coverage of collective agreements, combimitl increased tendency to local wage
formation, have entailed some convergence of wagendtion in public and private
workplaces.

TABLE 14: PROPORTION OF EMPLOYEES (%) IN PRIVANDAUBLIC SECTORS.
BUS DRIVERS, KITCHEN AND RESTAURANT HELPERS, CLIEBNWASTE
MANAGEMENT WORKERS AND AUXILIARY NURSES, 2005 AND. 2

Bus drivers Catering Cleaners Waste Auxiliary

(SSYK =8322) | (SSYK=9130) | (SSYK =9122) | management and nurses
recuicling (SSYK =5133)
workers

(SSYK = 9150)

2005 2010 2005 2010 2005 201( 2005 2010 20p5 2010
Private 79.4 87.3 50.2 59.5 57.2 64.2 61.2 638 14.4 29.7
limited
companies
Other private| 1.9 1.2 4.8 6.3 3.8 4.8 2.1 2.6 1.9 2.7
companies
Municipal 17.0 10.3 0.8 1.1 2.5 3.1 18.9 17.7 0.1 0/9
companies
and
organisations
Municipal 0.5 0.1 38.6 25.9 26.5 20.4 13.7 146 80.8 60.5
administration
Other 3.6 2.4 5.6 7.2 10.0 7.3 4.1 1.4 2.9 6.p

Note: SSYK is a Swedish standard classificationafupations, which is a national version of ISCOH&®).

Source: Statistics Sweden (2012é4)kesregistret

The various social partners concluding collectigreament and the coverage rate of
collective agreements for our five selected ocdopat groups are displayed in Table 15.
Collective agreements in private and public sectmes often concluded during the same
period and the duration of agreement are similafoliunately statistics on union density and
coverage of collective agreements in the privattosere lacking for these activities, but the
interviews conducted with union representativesd tém suggest that union density and
coverage rate of collective bargaining is lower pamed to public providers. The agreed
wage increase is similar in two activities (thesaijoint collective agreement for private and
public employers in school catering and cleaniranyl differ in three bargaining areas
(Elderly care, local transport and wage managemeiitt) a slightly higher wage increase in
private sector. All agreements, except one, follbwystem of local wage formation with a
fallback regulating the size of the wage increaseadallback regulating the individual
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guarantee of wage increase (Model 5 in Table 4).bls drivers with private employers, the
collective agreement between the Swedish Munidigatkers’ Union and the Swedish Bus
and Coach Association follows a more centralisestesy of wage formation, namely, the
General undifferentiated pay increase (Model 7ablé& 4). As also shown by Table A7 in the
appendix, the pay gap between public and privatgigers are minor and, if anything, pay is
slightly higher among private organisations.

TABLE 15: SOCIAL PARTNERS, COLLECTIVE AGREEMENP&EBMNCREASE, FOR
FIVE TAX FINANCED SERVICES.

Trade Employers’ | Date collective Wage increase
unions association | agreement
Local public | Public The Swedish 01/04/2012 — Wage frame of SEK
transport (Including | Swedish | Organization| 31/05/2013 700 per employee
public Municipal | for Local
limited Workers’ | Enterprises
companies)| Union
Private The Swedish| 01/06/2012 — General pay increas
Bus and 31/05/2013 2.6 %
Coach
employers’
Association
School Public The Swedish 01/05/2012 — A wage frame SEK
catering and Swedish | Association | 31/03/2013 650 per employee
and Private Municipal | of Local
Cleaning Workers' | Authorities
services Union and Regions
/ Pacta
Waste Public The Swedish 01/04/2012 — A wage frame SEK
management (Including | Swedish | Organization| 31/03/2013 654 per employee
public Municipal | for Local
limited Workers' | Enterprises
companies)| Union
Private The 01/04/2012 — A wage frame SEK
Swedish 30/04/2013 735 per employee
Transport and individual
Workers guarantee SEK 370
Union
Elderly care | Public The Swedish 01/04/2012 — A wage frame SEK
(Including | Swedish | Organization| 31/03/2013 607 per employee
public Municipal | for Local
limited Workers’ | Enterprises
companies)| Union Swedish 01/05/2012 — A wage frame SEK
Association | 31/03/2013 650 per employee
of Local
Authorities
and Regions
/ Pacta

% The Association of Private Care Providektafdféretagarnd is an employer association for companies
providing private care services. The Swedish Bud @oach Employers’ AssociatiorBiissarbetsgivarna
Brorganizes private companies in the local transgector. Both employer associations are membehef
Confederation of Swedish Enterprises. The Swedisimgport Workers Union is affiliated to the Confedi®n

LO (see Box 1, above)
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Private The 01/09/2012 — A wage frame SEK
Association | 31/10/2013 655 per employee
of Private
Care
Providers

Source: Mediation Office (2012)

6.2. Presentation of the two selected municipalities
The Municipality of Vaxj6

Vaxjo is the 28 largest municipality in Sweden with a populatidn88 710 (31 December
2011). The town is situated in the provir@malandn south Sweden and has been a market
place since the Mcentury; it was granted city status in 1342. (\séxjeans “road-lake”, or,

a crossroad of lakes). Today, Véaxjo is the sedrohoberg County, and a diocese for the
Swedish church. Forestry has been a central industrthis region, while recently
engineering and electronics has been expandingleTead central warehouses are also
leading business sectors. According to labour fergeeys, the labour market i€ronoberg
County is slightly stronger than in the nation aghmle: With a population of 136 100 (2011)
in age 15 — 74 years, the unemployment rate wapd.&ent (7.5 per cent in Sweden) and
employment rate 67.7 per cent (65.6 per cent indewe The share of population in Vaxjo
municipality below 18 years old was 20.7 per c&i.Z in Sweden), while the population
above 64 year-old was 17.7 per cent (18.8 in Sweden

A coalition of centre-right parties holds the méjorin the municipality’s City Council
(kommunfullmaktige The number of permanent staff in the municigaliéxcluding the
group of municipally-owned companies) was 5 825ti{wa proportion of full time
employment equal to 96 per cent). During 2011, tib&l tax income (20.76 per cent
municipality tax rate) amounted to SEK 3 030 milliand total revenue reached SEK 5 063
million, which resulted in a positive result of SEB4 million. The healthy financial situation
of this municipality can be explained mainly by @ing tax revenues and lower health
insurance premium$’ Vaxjo has displayed a budget surplus duringakefive years, which
has been supported by a growth in population dsas@ strong regional economic growth.

The City of Goteborg

Goteborg is the™ largest city in Sweden with a population of 52@ 331 December 2011).
The city was founded in 1621 as a strategicallyartgmt harbour to the west seas. During the
18" century, the city flourished under a successadérwith East Asia. The city expanded as
a trade and industry centre during th& t@ntury and became during the last century leading
in shipbuilding, and in engineering such as bearif8KF) and cars (Volvo). The shipyards
closed down in the 1980s, but new pharmaceuticdl talecommunication industries have
expanded in recent years. Goteborg is also hostiagy events in sports, popular music,
tourism and culture. The labour force (15 — 74 geamounted to 398 200 in 2011, with an
unemployment rate 9.2 per cent (7.5 per cent indéweand an employment rate of 65.9 per
cent (65.6 per cent in Sweden). The share of ptipulan Goteborg below 18 years old was

27 vaxjo Kommun (2011)
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18.9 per cent (20.2 in Sweden), while the poputlatbove 64 year-old was 14.9 per cent
(18.8 in Sweden).

A Left-Green coalition holds the majority in thetZiCouncil. The Goteborg municipality
includes a management organization with 21 depatsn@and 10 district committees, and a
group of 32 municipality-owned companies. Numberpefmanent staff was 31 145 (the
proportion full time was 83 %). The total municigak income (21.12 per cent municipality
tax rate) during 2011 amounted to SEK 20 438 nmlbmd total revenue amounted to SEK 32
542 million, which resulted in result of SEK 411liioh.?® Like V&xjo, the city of Goteborg
has also displayed a positive result during regeats.

Both municipalities host a university and otherhag educational institutions. There is an
increasing population in both cities.

6.3 Focus on cleaning and homecare.

Before going into more details in our two selecetlvities, cleaning and home care, we start
with some general feature regarding procuremedt\aage-setting principle in the two
municipalities. Municipal budgets are usually votedJune each year. Regarding wage
setting, the budget contains usually a generallepeefor wage increase (in per cent of the
wage bill) and also stipulate some extra wage aszfpremium for specific occupational
groups (such as for instance nurses or teachespeamific occupations that are difficult to
attract and recruit, such as for example IT spest&l Of course, municipalities have to
respect the collective agreed wage increase anhdhienal sectoral level (particularly when
the central collective agreement stipulates anigkpbage increase, see section 4.2 Table 5
with the various models of wage agreements). frirest to Vaxjé° the city of Goteborg also
makes use of a job evaluation system, BAS, use@msnstrument to evaluate wage
disparities across occupational groups. BAS tsused as a means to differentiate pay at the
individual level but merely as an instrument foeeple to set up equal opportunity plans or
to combat pay discrimination (age, ethnic or gemtigerimination).

In contrast to Vaxjo Municipality, which has anamntal administrative unit in charge of all
procurement, the City of Goteborg has created aicipality-owned procurement limited
company Goteborgs Stads Upphandlings )ABat has the responsibility for the coordination
of procurement of goods and services for all thg’€administrative units.

6.3.1. Elderly care and Homecare

The choice of elderly care, in particular homecar@s guided primarily by the fact that it has
over the past decade experienced majganizational changes regarding both the provision
of services,with the expansion of private for-profit providerand changes in work
organization (rationalization of tasks).ghowing share of municipalities gave up the prasio
system of direct administrative control of servigerovision and introduced a
purchaser/provider system. It should, however, ted that decisions about eligibility and

%8 City of Gothenburg (2011)
29 According to the interview with the Human Resouhdanager and the head of the bargaining unit, Vaxjo
plans to introduce a similar Job Evaluation Sysitethe near future
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the amount of care granted remain the respongsildf local authorities. The introduction of
the Free Choice Act (LOV, see Section 2.2 above)(@9 implies that once the care needs
have been established and granted by the localo@iigls, senior citizens may choose
between public and private homecare providers ideatial care. In other words, actual care
services are provided either by municipal employ@eimdependent organizations (for-profit
companies) on the basis of contractual agreemBniisng the past decade there has been a
clear tendency to reduce the number of senioretiizn residential care and a corresponding
increase in homecare services. While the reallogaif resources might be partly ascribed to
changes in individual preferences for being cacedf home, this development responds also
to cost minimizing considerations, the cost of hoame services being much lower than
residential care. Between 2000 and 2009, the doslderly care fell by around 6 per cent,
while the number of beneficiaries remained almosthanged. During the past decade the
share of elderly care hours provided by private gamnnes has increased continuously (from 7
per cent in 2000 to 19 per cent in 2009, see Hart@tdland Szebehely (2011)in 2010,
the share of elderly care employees in private @mngs amounted to 10.4 per cent (5.4 per
cent for homecare services and 15.8 per cent idaeisal care).

Homecare workers and cleaners: poor working enviroment

Regarding working conditions the elderly care ahehming sector is characterized by a
relatively high share of low skilled/low paid worke(auxiliary/assistant nurses) and a poor
working environment with a high incidence of occlipaal diseases. The elderly care and
cleaning sector has among the highest rates ofesskabsenteeism. The Swedish Municipal
Workers’ Union Kommunal 2009) conducted a survey among its members grlgldare in
2008 to assess the development of working conditionthis sectof’ The questionnaire
covered, among other things, issues such as trendsorking time, wages and work
environment. Globally, the results of the survegwgla high degree of dissatisfaction despite
the fact that a large majority of the elderly-carmaployees/auxiliary nurses were proud of
their job (92 per cent of respondents). Around €8 gent said that they could not influence
their working time, 48 per cent declared that tldéy not earn a living wage, 45 per cent
believed that they would not be able to work urdtirement, 37 per cent said that they were
not allowed to work full-time and 27 per cent didtrconsider the working conditions as
‘safe/secure’. If the results of the survey revaalelatively high degree of dissatisfaction
regarding working conditions among auxiliary nursethe elderly care sector in general, one
cannot infer that working conditions have detetiedaduring the recession. In order to
determine whether this is the case we now turheaésults of our case study.

Outsourcing of homecare to private providers: The ase of Vaxjé municipality

During the past three years Véaxj6 municipality heperienced an increase in the
privatization and outsourcing of elderly care (bo#sidential and homecare services) to
private suppliers. Actually Vaxjo belongs to th¢ ®unicipalities that have extended the
Law of Free Choice (LOV) to encompass other saxaat services such as elderly care, while
Goteborg city still provide in-house homecare smsi The main motives among local
politicians in Vaxjo for increasing outsourcing atwhtracting out to private providers are the

% The survey response rate was 79.5 per cent (8/ilidoals).
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expected enhanced freedom of choice for seniaetifi as well as the potential beneficial
impact of increased competition on economic efficie Elected local politicians establish
the selection criteria for the choice of privategliers during the procurement process. In
Vaxjo, the selection criteria of private provider® based solely on the quality of the service
provided and not on price competition. The munikfpaonducts follow-up and evaluation
studies each year to check whether these quatityinrements are being respected. Currently,
private for-profit companies provide around 30 pmmt of residential and homecare
services’ the remainder being provided by the municipality. 2010, around 1,200
employees worked in the municipal elderly care @e¢l,100 auxiliary nurses and 100
nurses). Regarding the age and gender compositihve éabour force a large majority of care
personnel are women (90 per cent) and there isdetey towards workforce ageing, which,
according to the interviewees, might create regreitt difficulties in the future. The average
level of educational attainment is relatively lasince the majority of employees in homecare
services are auxiliary nurses with at most secgnelducation.

Wage setting for homecare workers

Regarding the age and gender composition of theulaliorce a large majority of care
personnel are women (90 per cent) and there isdetey towards workforce ageing, which,
according to the interviewees, might create regreitt difficulties in the future. The average
level of educational attainment is relatively lasince the majority of employees in homecare
services are auxiliary nurses with at most secgndducation. Both at Vaxjé municipality
and the City of Goteborg, wages are set locally amividualized, with no seniority
premium. The overall impression from the intervsels that even if it is true that the local
trade union representatives of auxiliary nurseg, 8wedish Municipal Workers’ Union
(Kommuna) in both municipalities are not explicitly opposéal the individualisation of
wage, they are nevertheless less positive thantréme union representatives of more
qualified occupations such as nurses (and the gmpl@presentatives interviewed). The
trade unionKkommunaland the representatives for homecare workers ieteed in Vaxjo
and the City of Goteborg are also not in favouaafage formation without pre-determined
wage increase at the national sectoral level agxample the types of collective agreement
for nurses and police officers (see section 4.8dl43.2 above). The collective agreement at
the sectoral level for auxiliary nurses containsoatome individual guarantee of wage
increase. The criteria guiding the individualization and éféntiation of wages have been
negotiated with the trade unions. The extent oividdalisation is however lower regarding
auxiliary nurses compared to more qualified headtre employees such as nurses. The wage
among municipal auxiliary nurses ranges between 3BKI00 (wage at entry) to SEK
24,5006°.

Compared to the municipal sector, the wage levethan private sector is slightly higher
among auxiliary nurses and also among nurses. Evas previously mentioned, the sector
exposed to international competition has nowadapace setting role for wage setting, we

%1 Large capital venture multinational companies sastttendo Care and Carema Care. These two coamani
account for 50 per cent of the market in Sweden.
%21 SEK=0. 12 euros.
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cannot rule out that pay level in the municipaditserves as a benchmark for private suppliers
and that they make use of a small wage premiunttiacaworkers or reduce labour turnover.
Up to now, the wage differential between public gnigate providers in Vaxjé municipalities
has remained stable with if any slightly higher wagnong private providers. As stressed by
the trade union representatives at Vaxjo, whileyelgvel pay is on average slightly higher
among private providers, wage progression can WerloFurthermore, working conditions
might be worse with higher workload (number of &axy nurses per client), lower
entitlement for hollidays and longer working time&s also mentioned during the interviews,
the coverage rates of collective bargaining an@mumiensity among elderly care employees
in the private sector are lower.

Budgetary constraints during the early phase of thecrisis: implications for pay and
working conditions for homecare workers.

According to the head of the elderly care unit akjé , in the early phase of the crisis (2008—
2009), due to budget constraints related to theatemh of tax revenue, the administrative
department of the elderly care unit was restructimgplying a slight decline in the number of
employees (natural attrition, early retirement withreplacement). The number of municipal
homecare employees has decreased during the ypastefars but mainly due to expansion of
private providers. While it is difficult to accuedy assess the employment trend for the whole
elderly care sector, the fact that personnel intyerfsumber of personnel per patient) is on
average lower among private providers indicatesttital employment might have decreased
during the past three years. According to the tr@mien representatives interviewed as well
as the head of the elderly care unit in Vaxjo muaiity, the increased outsourcing of
homecare services to private actors was not usadlas/nsizing device during the crisis, but
rather reflects a propensity among local politisiaa expand the share of private providers
and increase competition. According to both the leggrs and trade union representatives
interviewed, the impact of the crisis on employmienthe homecare sector has been limited.
The main adjustment during the recession concemagevdevelopment, the last bargaining
round being characterized by wage moderation. Winleaverage the collective agreement
for auxiliary and assistant nurses concluded in720@n other words, before the crisis — gave
a nominal annual wage increase of around 4.2 per tee collective agreement signed in the
aftermath of the crisis (2010-2011) gave 2.2 pet.EeObviously, the trade unions at the
local and national level accepted a lower wageemse in order to limit the potential negative
impact of decreasing tax revenue on the employriesel. But it should be stressed that the
wage adjustment implies a reduction of the wageease and not a wage freeze or wage cuts,
as in other member states.

6.3.2. Tax financed cleaning activities

While the outsourcing of cleaning activities sirthe early 2000s has continuously increased
in our two selected municipalities, Vaxjé6 municipaldecided recently (June 2012) to
commission the cleaning of all municipal schoolghee private providers. In the city of
Goteborg in 2003 around SEK 11 million was comnoissd to private provider in 2011 the

% The rate of inflation was on average 1.4 per ae8007—-2009 and 1.7 per cent during the period22011.
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figure attained SEK 100 million. Public employeesfprm today around 75 per cent of all
cleaning in Goteborg, 25 per cent being contraotgd The municipality-owned procurement
company Goteborgs Stads Upphandlings A@ncludes framework agreement with several
private suppliers. The criteria for the selectudiprivate cleaning companies are: 60 per cent
the quality of service provided the remaining bepnge competition. According to the the
persons in charge of procurement in the two mpailities, the contracting central or local
authorities cannot require that the supplier hasxcleoled a collective agreement or has to
follow the prevailing collective agreement in thedewant bargaining area regarding pay and
working conditions. Regarding the inclusion sdcial clauses the tenders for cleaning
according to the head of the procurement unit atj&/&unicipality included some social
clauses. Actually, Vaxjo municipality requires thhe private suppliers (with more than 25
employees) provide a gender equality plan as wselloarespect equal treatment (with the
obligation to provide a declaration that the sugpliully respects the Swedish law on
discrimination).

The Vaxjo case is also interesting and constitatgaluable illustration of the application of

TUPE regulation and the protection of employmennditions of workers affected by

transfers of ownership. According to the interviepsrformed, the transfer of cleaning
activities to private providers in the municipalitwent smoothly without negative

consequences on employment. A majority of cleanerepted the transfer and for those
preferring to stay a combination of replacement eaudly retirement were used. Following the
law, the private suppliers had to respect the pay \@orking conditions stipulated in the

collective agreement during a period of 12 months.

Regarding wage formation both in Vaxjo municipal#yd the City of Goteborg, since the
same collective agreement at the national secttedl applies for cleaners and auxiliary
nurses (HOK-agreement) wage formation is similad an differences could be identified
between our two selected activities. However, esssed by the two interviewed trade union
representatives from The Swedish Municipal Workéhsion Kommuna), union density is
particularly low among cleaners in the private sect Unfortunately, wage differences for
cleaners between private and public providers witthie two municipalities could not be
assessed, but as shown by table A7 in the appevépage and median wage among private
and public providers are similar.
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7. Conclusions and lessons for policy and practice

Over the past two decades, Sweden has undergowe strajctural and institutional reforms.

Early fiscal consolidations, rationalisation andwisizing processes initiated in the aftermath
of the deep economic crisis of the early 1990s el ag a wave of liberalisation/privatisation

and the increase tendency to an outsourcing ofi@uattivities have negatively affected

public employment. During the last two decades, namber of employees in both central
government and local authorities fall sharply (alide of almost 20 % between 1991-2010).
In spite of this marked tendency to a retrenchneéribe public sector, Sweden remains, by
international standards, a country with a largelipukector reflecting a strong public and
political involvement in the provision of a widenge of services.

Sweden has also experienced major transformationage setting with a clear tendency to a
decentralisation and individualisation of wageshhatthe private and public sector as well as
the re-established of the pace-setting adl¢he sector exposed to international competition.
There are strong reasons to believe that theseeneres toward more decentralized and
individualized wage setting that was initiated dgrithe early 1990s has increased wage
dispersion particularly for high-skilled white cait within both the public (State, County
council) and private sectors. Even though waggualities have increased during the last
two decades, the Swedish wage distribution remhingnternational standards relatively
compressed.

The main objective of the case studies conduct&Dir? in two Swedish municipalities was
to illustrate the recent developments in pay sgétiand procurement strategies at the local
level. The choice of the two municipalities hasrbessentially guided by the fact they have
contrasting approaches regarding procurement gtestein particular regarding outsourcing
of homecare for elderly and cleaning activitiese Werefore decided to focus mainly on two
publicly financed services at the local level, elgleare and cleaning. Regarding homecare,
one municipality, Vaxjo, extended the 2008 Law Fenee Choice to include elderly care
while the other municipality (the City of Goteborg)mited outsourced activities to only
primary healthcare as required by the law. Thiged#hce in procurement policy at the
municipality level illustrates that the extent aftsourcing of social services reflects more
political and ideological choices than the purerdedor economic efficiency. It should be
noted that in the case of elderly care, the priypateviders can not compete on price since the
unit cost for the homecare services is determingdhb local authority. The municipality
conducts a yearly follow-up survey among public angate providers as well as among the
customers to insure that the quality of servicevjpled is respected. The main concern and
potential drawbacks of private care expressed byp#rsons interviewed were the fear of a
lack of continuity in the provision of services.

Regarding wage level and the integration of a $odi@ise in public procurement, the
contracting central or local authorities, accordinghe legislation, cannot require that the
supplier has concluded a collective agreement ar thafollow the prevailing collective

agreement in the relevant bargaining area reganoitygand working conditions. Our case
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studies confirm, however, that wage differentialishim elderly care or cleaning activities
between private and public suppliers are small, irmohything at the advantage of private
providers. While, the sector exposed to intermaticcompetition has a pace setting role for
wage setting, we cannot rule out that pay levehexmunicipality serves as a benchmark for
private suppliers and that they make use of a swadle premium to attract workers or reduce
labour turnover. While the increase of private sigpp did not seem to have worsened pay
conditions for cleaners or homecare workers, tlaeerunion representatives interviewed
stressed that wage developments and working condiijworkload, working time, holidays)
could be less beneficial compared to public empsye

While the outsourcing of cleaning activities sirthe early 2000s has continuously increased
in the two selected municipalities, one of the syad municipalities decided recently (2012)
to commission the cleaning of all municipal schamshree private providers. Regarding
social clauses, the municipality required in theders that the private suppliers (with more
than 25 employees) have to provide a gender egyupl#n as well as to respect equal
treatment (with the obligation to provide a dediarma that the supplier fully respects the
Swedish law on discrimination). This case isoailsteresting by constituting a good
illustration of the application of TUPE regulaticand the protection of employment
conditions of workers affected by transfers of owsh@. According to the interviews
performed, the transfer of cleaning activities tovgte providers in the municipality went
smoothly without negative consequences on employm@&nmajority of cleaners accepted
the transfer and for those preferring to stay almoation of replacement and early retirement
were used. Following the law, the private supplieesl to respect the pay and working
conditions stipulated in the collective agreemamirdy a period of 12 months.

Since the pressures for fiscal consolidation atdfaet of the recession were negligible in
Sweden, the global crisis did not entail an inceeafsoutsourcing, new waves of privatization
or the selling of municipal assets in order to cop¢h budget unbalances. The two
municipalities surveyed had a good financial sitraat the start of the recession and even if
the crisis led to a momentary decline of tax reesnand an increase of expenditures, the
temporary grants allocated by the Government tall@aithorities helped to alleviate the
negative effects of the crisis on local budget, pinevision of public services and public
employment. In other words, the two municipalitiesre in the aftermath of the crisis not
obliged to lay-off employees and the main instrutm@radjustment used to preserve budget
balance and employment stability was essentiallgemaoderation (and not wage freeze or
wage cuts) as shown by the collective agreememisiuwded in the public (and private) sector
during the recession.

Regarding pay setting, the two case studies confine overall tendency towards
decentralisation and individualisation of wage fation. The social partners interviewed,
both the trade union and employer representatives ia favour of the prevailing
differentiation/individualisation of wages and se&e the pay reforms initiated a clear
improvement compared to the previous rigid pay /gddle based on seniority. For the
employers, individualisation of wages remains atrument for achieving overarching goal
such as economic efficiency while for the tradeourniepresentatives local wage setting and
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individualisation is a way of improving relative ges and the pay development of their
members. It should also be noted that, compareth&r Member States, both wage setting at
the local level (the use for example of job evabratsystem) and the individualisation
process (the criteria guiding the individualisajiane the outcome of bargaining between the
social partners and reflect a regime of negotiatdvidualisation and flexibility.

Finally, our research evidence draws four maindesgor policy and practice:

1. The Swedish public sector benefited from a hedliggal position at the start of the
recession and thereby was able to implement cawydigzal macroeconomic policy to
limit the negative effects on public services amdafeguard jobs.

2. On-going public sector pay reforms in Sweden folvong-term trend towards more
decentralisation and individualisation of wage iagtt The reforms have increased
wage dispersion, but levels remain very low byrnméional standards.

3. The specificity of the Swedish industrial relatiosystem (high union density, high
coverage of collective bargaining and a relativéaihee of power between social
partners) largely explain why increased outsourahgublic services has not lead to
a deterioration in pay, or increased labour masgegimentation, as in other Member
States.

4. Regional variation in municipalities’ use of outsting seems to reflect political and
ideological choices rather than a quest for econoefficiency per se There is an
urgent need for empirical evaluation of procuremehpublic services in order to
assess the implications for costs, productivity amdvice quality, including the
specific criteria of equal treatment (of workersdaservice users), continuity of
provision, affordability and universal accessipilit
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Appendix

TABLE Al: TRENDS OF UNION DENSITY BY INDUSTRAR® SECTORS, 1990-2009

Blue collars 1990 1993 1996 1998 2002 2006 2009
Manufacturing industries 89 92 92 91 91 87 81
Construction 90 89 90 90 86 82 73
Retail 68 74 74 73 68 66 56
Private service 70 75 77 75 74 70 56
State 92 96 96 95 94 89 82
Local authorities 87 93 94 93 91 88 82
All 84 87 87 86 83 79 70
Non-Manual

Manufacturing industries 82 84 83 81 80 81 76
Construction 80 79 81 81 77 72 n.a
Retail 60 65 63 61 63 63 58
Private service 66 71 73 69 67 67 63
State 94 93 93 92 90 89 85
Local authorities 93 94 95 95 92 90 85
All 81 84 83 81 79 77 72
All 82 85 85 83 81 78 72

Source: Statistics Sweden (2011) and Kjellberg (201

TABLE A2: COVERAGE RATE OF COLLECTIVE BARGAININGER CENT OF

EMPLOYEES
Sector 1995 2005 2007 2009
Private 95 90 87 85
Public 100 100 100 100
All 94 94 91 90

Source. Mediation Office (2011b)
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TABLE A3: EDUCATIONAL ATTAINMENT BY SECTORS AND [GHR| IN PER CENT,

2009
Compulsory
education or less Secondary education Tertiary education
Men Women Men Women Men Women
Public sector
Central Government 3.2 4.5 21.6 28.5 75.1 67.0
Municipalities 8.7 7.3 39.3 47.1 52.0 45.6
County councils 3.3 2.2 23.8 32.4 73.0 65.3
Men Women Men Women Men Women
Private sector
Manual workers 21.6 20.6 68.6 64.0 9.7 15.3
White collars 7.1 6.0 45.7 41.4 51.5 48.3

Source:Mediation Office (2011d)

TABLE A4: EMPLOYMENT BY ACTIVITY AND GENDER WITHDUCATION, HEALTH
CARE AND SOCIAL SERVICES, IN PER CENT, 2009

All
N County - L _ _ _
Activity State Councils Municipalities State-owne Private firmg Non profit
Education 10.7 0.6 70.5 1.5 11.6 5.0
Heath 0.2 73.8 4.5 4.1 16.6 0.8
Care 1.0 0.2 76.0 0.6 18.9 3.3
all 4.6 19.7 55.0 1.9 15.5 3.3
Women
Education 7.5 0.5 75.6 1.1 10.9 4.6
Heath 0.2 74.2 5.1 4.2 15.5 0.8
Care 0.6 0.1 78.8 0.6 17.1 2.9
all 3.0 20.0 58.0 1.7 14.4 2.9
Men
Education 20.4 1.0 55.3 2.9 14.0 6.4
Heath 0.3 71.9 2.2 3.5 21.4 0.7
Care 3.4 0.3 61.0 0.8 29.1 5.4
all 10.8 18.7 43.4 2.5 19.9 4.7

Source: Statistics Sweden (2011d)
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TABLE A5: EMPLOYMENT BY SECTOR AND GENDER WITEDNVCATION, HEALTH

CARE AND SOCIAL SERVICES, IN PER CENT, 2000-2010

All

Sector 2000 2005 2007 2008 2010
Central Gov. 4.0 4.5 4.3 4.4 5.0

County councils 21.6 20.6 20.3 20.2 19.3
Municipalities 60.3 58.5 57.6 56.5 53.7
State-owned

corporation 2.0 1.5 1.8 1.8 2.2

Private firms 8.7 11.4 12.7 13.9 16.6
Non profit 3.5 3.5 3.3 3.3 3.3

Women

Sector 2000 2005 2007 2008 2010
Central Gov. 25 2.9 2.8 2.9 3.3

County councils 21.6 20.8 20.5 20.4 19.6
Municipalities 63.1 61.3 60.2 59.2 56.7
State-owned

corporation 1.8 1.3 1.6 1.7 2.0

Private firms 8.0 10.5 11.9 12.9 15.5
Non profit 3.1 3.1 2.9 2.9 2.9

Men

Sector 2000 2005 2007 2008 2010
Central Gov. 10.3 11.1 10.3 10.5 10.9
County councils 21.4 19.6 19.3 19.1 18.8
Municipalities 48.3 47.0 46.6 44.9 43.6
State-owned

corporation 2.7 2.2 2.3 2.4 2.5

Private firms 12.0 15.1 16.7 18.4 19.6
Non profit 5.3 5.1 4.7 4.6 4.7

Source: Statistics Sweden (2011d)

TABLE A6: CASE STUDIES, CONDUCTED IN THE MUNICIPRLIOF VAXHO AND
THE CITY OF GOTEBORG. 15 FACE TO FACE INTERVIEWBHMEMPLOYER

AND EMPLOYEE REPRESENTATIVES

Municipality of Vaxjo City of Goéteborg
Human resource manager 1 -
Bargaining, head employer 1 1
Procurement unit, head 1 2

Trade Unions representatives

1 Teachers’ unions

1 Health professional
1 Municipal workers’ union
1 Administrative personnel

1 Teachers’s union
1 Health professional
1 Municipal workers’ union

Elderly care (head of unit)

1
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TABLE A7: AVERAGE WAGE, MEDIAN WAGE, FIRST DECINDATH DECILE,
WAGE DISPERSION BY SECTOR, BUS DRIVERS, KITCHENRBETAURANT
HELPERS, CLEANERS, WASTE MANAGEMENT AND RECUICMIXIRKERS AND
AUXILIARY NURSES, 2011.

Occupation | Sector * Average Median P10 P90 P90/P10

(SSYK)

Bus Private 24 600 24 200 22 500 27 600 1.23

drivers**

Kitchen and | Private 20 200 20 000 17 700 22 800 1.29

gt::i”nrg""”t Public 20 400 20 600 17 700 22 700 1.28

Cleaners Private 20 200 20 000 17 700 22 800 1.29
Public 20 300 20 500 17 800 22 100 1.24

Waste Private 24 200 24 000 19 800 28 700 1.45

g‘nad”agemem Public 23 100 23 100 19 100 26 100 1.37

recuicling

workers

Auxiliary Private 22 700 22 300 18 900 26 900 1.42

nurses Public 22 500 22 500 18 700 26 300 1.41

*The private sector includes private and publicitéd companies, cooperative societies and trustged
partnerships and certain other companies simikw@ations, financial companies and institutionshsas
banks and insurance companies. The private sdswireludes non-profit organizations. The pubgctsr is
includes the state sector, primary and county citginc

** For the bus drivers wage statistics are not kadé for the publc sector since all local transoganisations
are municipality-owned companies that are consitlaseprivate companies

Source: Statistics Sweden (2012b).
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FIGURE Al: DISTRIBUTION OF EMPLOYMENT BY BROAD SRS, 1976-2010, IN
PER CENT
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FIGURE A2: DEVELOPMENT OF SHORT-TERM CONTRACTS-P241, IN PER CENT
OF DEPENDENT EMPLOYEES
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FIGURE A3: DEVELOPMENT OF SHORT-TERM CONTRACTSHN CTENTRAL
GOVERNMENT (STATE), LOCAL AUTHORITIES AND PRIVAEETOR 2005-2011,
IN PER CENT OF DEPENDENT EMPLOYEES
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