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INTRODUCTION 
The Danish model has been highlighted for its high union density, high coverage of collective agreements and high presence of local shop stewards (Due et al. 1994). However, the number of jobs is decreasing in some of the best organised private sectors, including manufacturing, whereas jobs are created in less well organized private sectors like the service industries (Dansk Erhverv  2009). The move from manufacturing to service challenges the survival of the Danish model, if a Danish model is not developed in services.
This paper examines if and how the Danish model is reproduced at local level in retail. Danish retail, is characterized by a lower agreement coverage, union density and shop steward presence than manufacturing (Due et al. 2010; Larsen et al. 2010). Furthermore, the sector-level agreement covering retail in Denmark, the National Collective Agreement for Shops, contains less options for formal local negotiations on working time and further training than the Industrial Agreement, which covers manufacturing. However, it is an open question if the informal, daily cooperation between managers and employees resembles the close cooperation we find in manufacturing on working hours and training (Ilsøe 2012). It is also an open question, whether managers and employees in some of the larger retail stores in fact have developed collective bargaining relations and formal institutions of cooperation at company level. 
Empirically, the paper draws on an explorative investigation of how local managers and employees in Danish retail cooperate on working time and further training, and what effect this has on the recruitment and retention of employees. Danish retail companies find it difficult to attract and retain employees due to low wages and high demands of working time flexibility, and both unions and employers’ organisations seek to stimulate local cooperation on time and training to improve job satisfaction and stability at the workplace (Esbjerg et al. 2008). The study includes desk research of available literature and data on Danish retail as well as in-depth interviews with six representatives from the union and employers’ organization that negotiate the sector-level agreement for retail; Union of  Commercial and Clerical Employees – Retail (HK Handel) and Danish Chamber of Commerce (Dansk Erhverv). The study is the first part of a larger investigation of Danish retail, which at a later stage will include a series of comprehensive case studies among Danish retail shops.  
BACKGROUND & RESEARCH QUESTION
The Danish model of labour market regulation has attracted attention internationally among academics and politicians, as union densities and the coverage of collective agreements in Denmark remain comparatively high (Due et al. 1994; Traxler 1995). The Danish economy as such has been characterised as a Coordinated Market Economy or even a Negotiated Economy in order to underline the strong coordination between the social partners at all levels of the economy (Hall and Soskice 2001; Pedersen 2006). However, much research on the Danish model has had a strong focus on manufacturing, construction and the public sector, whereas private services appear less examined. Despite the fact that job creation today primarily takes place within private services, there is a knowledge gap on how the model actually works within this sector (Danish Business 2009; Dølvik 2001). Whereas employment in manufacturing has been declining the last 10 years, the number of jobs has increased in different parts of the service sector including retail (see Figure 1).


Figure 1: Employment in Danish manufacturing, trade and service 2001-2011

A comparison of previous studies and reports on manufacturing and retail in Denmark reveals a number of distinctive differences between the two sectors. Manufacturing is one of the best organised sectors in Denmark with strong organisations on both sides of industry. The collective agreement covering production workers in manufacturing, the Industrial Agreement, is the trend setting sector-level agreement on the Danish labour market. When this agreement has been closed, most other agreements to some extent imitate the level and/or the content of the agreement. The unions and employers’ organisations in manufacturing have strong bargaining mandates, because agreement coverage and union density is high. Three in four companies are covered by collective agreements, and three in four employees are members of trade unions (see Table 1). Furthermore, half of the employees have local shop stewards present that are elected among union members at the workplace and have extensive bargaining competencies. These local representatives act as ambassadors for the union and the employees and contributes to the implementation of the sector-level agreement in practice. Retail is a different story than manufacturing. Available figures on retail, hotels and restaurants reveal that agreements coverage and union density is somewhat lower in this part of private services than in manufacturing. Six in ten employers report agreement coverage, and about the same share of employees report union membership. The largest difference is found on the presence of shop stewards. Only one in four retail workers is represented by a local shop steward (see Table 1).
 
 Table 1: Agreement coverage, union density and shop steward presence in Denmark: manufacturing vs. retail 
	
	Manufacturing

	Retail

	Coverage of collective agreements (% of employers)
	73
	61*

	Union density (% of employees)*
	78
	55*

	Shop steward presence (% of employers)
	49
	26


Sources: Larsen et al. 2010; Due et al. 2010 
*Figures covering both retail, hotels and restaurants

Another important difference between manufacturing and retail lies in the content of the sector-level agreement. Whereas a process of decentralisation has expanded the possibilities for local negotiations within manufacturing significantly over the last decades, the process of decentralisation has been quite different within retail. An obvious explanation to the differences in the decentralisation process in Danish manufacturing and Danish retail is the difference union bargaining power. It can be argued that unions in manufacturing have a stronger bargaining power due to higher agreement coverage and higher union density. Furthermore, a high shop steward presence means that employees have access to a similar bargaining power as management at the individual workplace, which is an important precondition for especially unions who consider the introduction of more radical forms of decentralisation. Unions can rely on the fact that the decentralisation in fact will be an organised decentralisation (Traxler 1995).

Today, the Industrial Agreement can be characterised as a framework agreement that allows collective bargaining at workplace level on pay, working time and further training (Industrial Agreement 2012-2014). Most companies covered by the Industrial Agreement has concluded one or more agreements on both pay and working time with the local shop steward, and managers and shop stewards/employees usually cooperate closely on the implementation of these agreements in practice (Ilsøe 2012). The National Collective Agreement for Shops, which covers the retail sector, contain less options for collective bargaining on these issues at local level. A collectively agreed minimum wage is negotiated at sector level, and it is possible to negotiate an individual supplement on top of that between the individual worker and the local manager. Working time and further training is primarily negotiated at sector level. However, the sector-level agreement regulates a competence fund and allows the election of local training committees, where the use of fund means can be negotiated (National Collective Agreement for Shops 2012-2014). In sum, considering the regulatory framework, we must expect less collective agreements and formal cooperation at local level in retail. This is confirmed by surveys among managers and shop stewards. Whereas more than three in four shop stewards in manufacturing have concluded local agreements, this is only the case for one in four shop stewards in retail (see Table 2).

Typically, larger workplaces offer the best chance of finding formal frameworks for local cooperation (shop stewards, works councils, health and safety committees, local agreements and policies). At such workplaces, employees may have the option to make use of indirect participation, i.e. influence via employee representatives (Knudsen 1995).Vice versa, employees may focus on direct participation, influence via dialogue between manager and the individual employee, at smaller workplaces without formal representation bodies (ibid.). However, since possibilities for collective bargaining at local level in retail are limited, direct participation might also be the most important form of participation at larger workplaces. Survey results indicate that informal cooperation could the dominant form in both smaller and larger retail shops. In fact, two in three managers in retail prefer to cooperate directly with employees even when shop stewards are present, whereas this is the case for less than half of managers in manufacturing (see Table 2). The question is, however, whether the managerial preference for informal cooperation with employees in retail is used to give employees influence on their daily work. Results from European surveys suggest that this is actually the case. Two in three employees in retail report high influence on how their daily work is organised – the same share of employees report high influence in manufacturing (see Table 2). If employees in retail experience high influence on part of their daily work, this indicates that managers are willing to listen to employees in everyday working life and perhaps allow a certain degree of worker autonomy. Although formal cooperation is limited in retail, informal cooperation might be common and affect employee discretion.

Table 2: Local agreements, labour-management cooperation and employee influence in Denmark: manufacturing vs. retail

	
	Manufacturing

	Retail


	Local agreements (% of shop stewards) 
	85 
	24 

	Prefer a direct relation with employees without the involvement of shop stewards and unions 
(% of employers with shop stewards present) 
	44 
	68 

	Reports high degree of influence on how daily work is organised    (% of employees)
	66 
	64 


Sources: Larsen et al. 2010; European Working Conditions Survey 2004

Despite the limited options for formal negotiations at shop floor level, there are several elements in the sector-level agreement in retail that could be subject for informal daily cooperation between managers and employees. This is especially true on the topics of working time (working time planning and adjustments) and further training (choice and scheduling of courses). It therefore seems possible that managers and employees in retail have developed an informal cooperation on working time and further training that resembles the informal labour-management relations found in manufacturing. 

However, there might be sector-specific factors that hinder the development of labour-management cooperation in retail. National and international studies have shown how retail tends to employ certain groups of employees on the labour market. We find a lot of young un-skilled workers, who work part time, receive agreed minimum wages, and only stay in the business for a shorter period of time (Alsos & Olberg 2012; Konnerup et al. 2011; Nergaard 2012; Price 2011). This means a less stable work force and limited time and incentive to engage in labour-management cooperation. Typically, young people take on jobs in retail, while they study, and leave retail again, when they finish their studies. Young students do not identify themselves with the sector, because they are on the move, and they do not join the union that negotiate the collective agreement. These features are very unlike the typical workers in manufacturing. The average worker in manufacturing is a skilled worker that works full time, is middle aged and has been with the company for some time, receives a significant supplement to the agreed minimum wage and is a member of a union that negotiates collective agreements in manufacturing (see Table 3).   

Table 3: Characteristics of a typical worker in Danish manufacturing and retail

	Manufacturing worker
	Retail worker


	Middle aged
	Young

	Full time
	Part time

	High tenure
	Low tenure

	Medium/high wage level
	Low wage level

	Skilled
	Unskilled

	Union member
	No union affiliation




Many employers in Danish retail have found it difficult to recruit and retain qualified employees - both before and during the current economic recession. Due to new job functions and competence needs they need a more skilled labour force than before. Furthermore, they need a more flexible labour force (Dansk Erhverv 2009; Ministry of Business and Growth 2009). On October 1st 2012 the Danish Shops Act was revised and now allows all shops to extend their opening hours significantly. This possibility has increased employer demands for working time flexibility in retail and may potentially challenge the delicate balance in expectations between managers and employees on the shop floor. The change in working time demands does not only affect young workers in retail, but also – and perhaps more seriously – other groups of employees.  

Previous studies have identified three types of employees in Danish retail (Esbjerg et al 2007):

• Transitional workers
Young, unskilled workers who work part-time, in the evening and in weekends. They are flexible, but also faithless because they often move on to other jobs after a short period of employment (Konnerup et al. 2011; DMA/Research 2003).

• Core employees
Middle-aged and older employees who work full time and prefer to stay in the same job and keep their fixed working hours. Stable and skilled labour that helps to train young workers, but rarely participate in further training. Appreciate to be able to balance work and family life. 


• Career seekers
Young employees who want to make a managerial career in retail. They participate in management training programmes and work in the evening and in weekends.

It has been argued that the transitional workers for many years have delivered the flexibility requested by employers in the Danish retail industry, while the core employees have had no interest herein. There has been a balance of expectations between the young transitional workers and the employers. Conversely, the core employers have appreciated their stable work hours, while the employers have appreciated that their skills and experience stayed within the shop doors. The career seekers have had an interest in delivering middle management – something that the employers depend on, but neither the transitional workers nor the core employees wanted to engage in. 

Nevertheless, the current recruitment and retention challenges might question these informal or ‘silent’ contracts between managers and employees. The increasing demand of skills and flexibility can alter the delicate balances. It no longer seems sufficient that the transitional workers deliver flexibility, the core employees stability and the career seekers take most of the training. More workers must contribute to working time flexibility as well as participate in educational activities in order to meet the demands.  

Many studies indicate that it can be difficult to create new dynamics and career paths between established groups at workplace level - especially if both managers and employees have been used to sharp divisions between groups (Peck 1996; Atkinson 1987; Wilthagen & Faith 2004). The interaction between increasing skill requirements and demands for greater working time flexibility involves a number of dilemmas for both managers and employees in the retail industry. For instance, how is it possible to combine  recruitment and retention of qualified employees with extended opening hours? How can core employees be retained, when the scheduling of working is changing? Is it possible through targeted educational activities and training to recruit new core employees or new career seekers among the transitional workers?

The study will, consequently, be based on the following explorative research question: How do managers and employees in the retail sector cooperate on working time and further training, and how does this affect recruitment and retention of employees? 

The aim is to examine the opportunities and challenges with regard to local cooperation on working hours and educational activities with a special focus on the effects on recruitment and retention of employees (see Figure 2). This examination will be used to formulate plausible hypotheses that are to be tested in later case studies. Cooperation is defined broadly and includes both formal and informal    
relationships and dialogues between managers and employees. An important aspect of the investigation is to identify whether the cooperation differs between small and large shops and between different groups of employees. 

Figure 2: Interaction between local cooperation and recruitment and retention of employees
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METHODS
A study of the Danish model in retail is a study of a new and relatively unknown field within Danish industrial relations. It therefore as a first step requires a methodological approach that not only embraces the scope but also the depth in the field. Our strategy is to combine a secondary analysis of available literature and data (as presented in the background section) with a series of in-depth interviews with selected representatives from the union and the employers’ organisation that negotiate the sector-level agreement in retail, The Union of  Commercial and Clerical Employees – Retail (HK Handel) and The Danish Chamber of Commerce (Dansk Erhverv). The secondary analysis should serve two purposes: to supply us with a general overview of the field and to form the basis for the design of qualified interview guides. Interviews were conducted in spring 2013 with a total of six representatives– three representatives from The Union of  Commercial and Clerical Employees – Retail and three representatives from The Danish Chamber of Commerce. They were organised around three topics and performed in pairs with a representative from the union and a representative from the employers’ organisation: 

· Recruitment and retention: Interview with experts on recruitment and retention from The Union of  Commercial and Clerical Employees – Retail and The Danish Chamber of Commerce (May 3rd)

· Cooperation on further training: Interview with experts on further training from The Union of  Commercial and Clerical Employees – Retail and The Danish Chamber of Commerce (May 7th)

· Cooperation on working time: Interview with working time experts from The Union of  Commercial and Clerical Employees – Retail and The Danish Chamber of Commerce (May 8th)

The strategy of combined interviews with representatives from the union and the employers’ organisation was chosen to allow an immediate verification or falsification of statements during the interview. Statements that both sides of industry would verify could be considered stronger than one-sided verifications. Three different interview guides were designed – one for each topic. The interview guides included questions on the distribution of varying forms of working time/further training, informal and formal cooperation on working time/further training, differences in cooperation across different groups of employees/companies, employee influence on working time scheduling/scheduling of further training in practice, flow of employees, forms of employment, recruitment and retention strategies, recruitment and retention challenges among different groups of workers and companies. All interviews were transcribed in full before the final analysis. Analysing the interviews we first performed an open coding identifying different ways of recruiting and retaining employees, cooperating on working time and cooperating on further training. After that we went through the interviews again and did a focused coding identifying statements that were verified by both sides of industry and across interviews. 
RESULTS
As it has been highlighted so far in the paper, retail differs from manufacturing with regard to a number of institutional characteristics that we normally associate with the Danish model. Below we will take a closer look at whether it is possible to find the Danish model in the form of local cooperative relations in retail, despite the lack of formal characteristics. First we look at local cooperation in general, then we turn our attention to how cooperation takes place on working time and training respectively. Finally, we look at the effects of cooperation on recruitment and retention of employees.
Cooperation in retail – a general introduction
As has already been indicated by the mere lack of formal bodies of cooperation, cooperation in retail mostly take on an informal character. As a representative from the largest employers’ organization states:

"There is a jungle of informality where people try to agree on things and make the wishes of the company and the employees meet. There is no tradition, like in manufacturing, where managers sit down with the shop stewards and talk about how the piece rate should be or who should do what. That is not how it works in retail!” (representative from employers’ organization)
As it is highlighted in the quote the relationship between managers and shop stewards is quite different from what is found in manufacturing where management and the shop stewards both formally and informally work closely on a number of things. This means that the shop steward's functions have a different character, in so far as one is elected at all at the workplace. 
"I often hear that our shop stewards are used as problem solvers. Not so much in terms of strategy and planning, but more when an acute problem arises here and now. How can we solve this?" (union representative)
As the quote states the shop steward primarily has a role as a problem solver and not as a strategic partner for the management on issues concerning the implementation of new initiatives. It seems that cooperation in retail generally takes the form of direct cooperation between management and individual employees  or groups of employees, leaving the shop steward with certain types of problem solving. This direct relation between management and employees contributes to the informality of cooperation in retail. As a representative of an employer organization finds:
"It's not local agreements in the legal sense. It is a set of rules of the game or something. Often it may just be part of management's decision to say "you can swap shifts, but you need to tell me and note it down here and there, and then I have to approve it, and then it's ok." (representative from employers’ organization)
The fact that cooperation is seldom formalized as we see it in manufacturing does not mean that management and employees do not cooperate. It is not so much a question of whether or not the local parties cooperate or not as it is a question of the degree of formalization. However it is also a question of the level of influence and issues on which management and employees cooperate. Management and employees do not cooperate on matters concerning strategy and tactics. This limits cooperation and the employees’ influence to the operational level. A representative from the employers’ organization points out that the focus on informal cooperation on operational issues has to do with sector-specific conditions that especially dominate in small shops:
"If we're talking small businesses, there is less tendency to focus on the long term and to have a long term strategy. If we consider that, then there will be less to put up for discussion. But it is simply because that is not how it works. It's more day to day operations. The next six months – what are we going to do?" (representative from employers’ organization)
It seems that at least part of the reason why management and employees do not cooperate on matters concerning strategy is the mere fact that strategic concerns are just not part of managers considerations, which in turn makes it hard to involve the employees or shop stewards. In larger corporations this might be true as well. Often strategic discussions are moved to headquarters, and leave shop managers mainly with personnel management tasks.

Cooperation on working hours
The informal character of the cooperation between managers and employees seems to be especially significant on the subject of working hours. The reason is that many employees in retail are young students, who change their preference for working hours almost on a daily basis. Managers often give employees a working time plan for 16 weeks at a time (which is in accordance with the rules on working time in the sector-level agreement). However, reality often deviates from the original plan: 

“The problem is that managers can sit down with young employees and work out a work schedule on Wednesday, and everyone is happy and excited and the next day the youngsters will get invited to a party on Saturday and want to swap shifts. But these are the rules of the game, if you want to employ young people.” (union representative)
Young employees, or what we previously characterized as transitional workers, prioritize their life outside work higher than their work. This forces managers to show great flexibility in the daily working time planning. Accordingly, managers must cooperate closely and informally with this group of employees. No matter how thorough a formal working time planning is, this does not capture the day to day need for working time adjustments. However, managers seem to experience different room for manoeuvre with regards to cooperation on working time. Managers at larger retail stores can more easily fulfil employees’ wishes to working time flexibility than managers at smaller stores. Furthermore, retailers who sell staple goods are less dependent on the skill profile of employees and can more easily change working time schedules:  
"It is clear that it can be easier to provide flexibility in places with many employees and places with few specific professional requirements " [...] "" If you have a check out line in a large grocery store, there might be 100 employees, and then it is easier to create flexibility than in a lingerie department, because there you need three or four employees who actually know something about the products. And managers will have to distribute all opening hours between these employees. Therefore it might be difficult for some groups to get the flexibility they want. "[...]" On the other hand I think that managers have greater incentives to fulfil wishes from employees that possess specific skills and qualifications.” (representative from employers’ organization)
The statement suggests that conditions for cooperation on working time are quite heterogeneous within the retail industry. Small shops selling special products depend more on each individual employee and the original working time plan. This means that deviations are difficult to implement. However, it also seems that larger retailers selling special products (in this case lingerie) are highly dependent on a continuous presence of skilled employees. This group of core employees on full-time contracts is then supplemented by transitional workers on part-time contracts – especially if opening hours stretch over the full week: 
"It is a giant jigsaw puzzle for an employer to plan a schedule with opening hours from 08 to 22 five days a week and then Saturday and Sunday. To do the puzzle with only full-time employees - it can not be done. One has to work with part-time employees. And it is perhaps not to everyone's or anyone's great satisfaction." (representative from employers’ organization)
If you consider the daily working time flexibility requested by young people, it might make you wonder, why retailers employ so many transitional workers. It seems, however that retailers request another form of working time flexibility, part-time work, that especially young workers are willing to offer. In that sense managers in retail and young workers seem to have developed a compromise on working time flexibility between ‘daily working time adjustments’ and ‘part-time and weekend work’.
 
Cooperation on further training
Cooperation between managers and employees in retail on further training seems to have a more formal character than cooperation on working time. The sector-level agreement in retail stipulates employer contributions to a competence fund. The money in the fund can be used individually by workers to finance their choice of further training. However, if managers and employees elect a local committee on further training at the workplace, it is possible for them to agree on local guidelines for further training.  About 20 large retailers in Denmark have elected such local committees. If the committees do not make use of the money they have, they will lose them. This is interpreted as a driver for developing a formal cooperation on further training: 

"Local committees on continuing training is where formal collaboration has to take place. They have the money at their disposal, they have to use them, they have employees that need further training, and they have to do it together, because one party is not allowed to do it alone." (union representative)
Local committees on further training stimulate the use of the competence fund and that employees actually participate in further training. However, since they are mainly present in the largest of the Danish retailers, this primarily contributes to more training activities among employees here. Employees in smaller shop are more on their own, and they do not seem to have developed a close informal cooperation with management on further training:

"In larger enterprises, where they often have systematized training, employees are probably more off on further education and training than in the small shops, where it is often left to the individual employee to find out: "What do I want, what am I to do and what would I like?" (representative from employers’ organization)
Another difference in further training is observed when comparing different groups of employees. When confronted with our concepts on three types of employees (transitional workers, core employees and career seekers), representatives point to visible differences in the use of the possibilities of further training:

"There is no doubt that transitional workers are neither offered nor interested in offers on further training. However, the core employees and especially the career oriented are interested. The career oriented are significantly more interested than the core employees, because the core employees have other needs.  Typically, the career oriented are still in the process of building their careers and would like further training. " (representative from employers’ organization)
Young managers (career seekers) are often enrolled in management training programs, when they are hired, whereas young students (transitional workers), who just want to make money during their studies, rarely participate in further training, because they often study to become something completely different than a retail worker. Older full-time employees (core employees) sometimes participate depending on the topic and the time schedule. A formal cooperation on further training in local committees does not seem to be a driver for further training for all groups of employees. They have different incentives and different take-up patterns.

Effects on recruitment and retention
When asked about the effects of cooperation on recruitment and retention of employees, it becomes evident that retailers see education and further training mainly as an instrument to recruit and retain management trainees. There seems to be a growing awareness among retailers to offer trainees extensive education programs (often management programs) to attract and retain young talents for a period of time:

"I believe there is an increasing focus on trainees and how to keep them in the long run. That trainees should try out management tasks, get an understanding of the entire company, not just of the store and the current job function, but also the larger mechanisms, that they will be part of."[...]" That trainees are  part of a long-term perspective" (representative from employers’ organization)

The question is, however, how long the young trainees stay with the company or within retail. Once they are trained managers, they might look for new challenges and higher wage levels. Some retailers are larger enterprises, which offer an internal career path all they way to the top, whereas small or medium-sized retailers do not offer the same opportunities. Education programmes and further training can over time lead to job change and is therefore not considered as effective an instrument for retention as for recruitment. 

The opposite seems to be the case with the issue of working time. The widespread informal cooperation on working time within the retail sector is mainly used to retain (not recruit) employees. This is especially true with regard to the cooperation between managers and young employees. Here, managers are often aware that they need to offer a flexible scheduling of working hours if they want to retain young part-time workers at the workplace:

“There are many employers who are aware of the conditions when you hire young students. You have to accept it when students come and declare that they need the next week off because they are going on a study trip to China. All the employer can do is to wish them a pleasant trip and hope they will return and work for them again when they come home. The alternative is recruiting new employees and that is too expensive in training.” (union representative)

Managers in retail increasingly rely on young part-time workers, i.e. transitional workers. Due to increased opening hours, the employers need the flexibility of part-time contracts, but few employees want to work a limited number of hours in retail, where wages are low, over longer periods of time. As a consequence, managers find it harder to retain core employees, who will stay at the workplace for many years:

"It is difficult to retain employees with few hours on paper, contract hours, because they are looking for other jobs. They will do everything they can to find a place where they can get more hours on paper." (union representative)

This is the reason why managers increasingly focus on retaining young workers. Perhaps Danish retail shops in the future will be served mainly by two groups of employees: young students and young managers. However, young students are transitional and unskilled workers, which makes this solution 
insufficient for specialized retail shops. It seems plausible to assume that retention of core employees will have a larger focus in this part of retail than in staple shops.

SUMMARY AND HYPOTHESES
Our analysis of six interviews among union representatives and representatives from the employers’ organization in retail indicates that we find less formal labour-management cooperation in retail than in manufacturing. However, the analysis also supports the hypothesis that close informal cooperation is developed on the shop floor. Due to increased opening hours, managers in retail focus more on hiring and cooperating with young workers or so-called transitional workers. This is especially true among staple shops, but also specialized shops need to supplement skilled personnel with unskilled part-time workers. Informal cooperation between managers and employees seems to be especially close on working time issues, whereas further training is subject to less informal cooperation. In some of the large retail stores, managers and employees have elected training committees, where formal cooperation on further training takes place. This seems to stimulate educational activities among employees, but it is mainly young management trainees (career seekers) and to some extent skilled full-time workers (core employees), who participate in further training. In sum, the analysis allows us to develop the following hypotheses on labour-management cooperation in retail and its effects on recruitment and retention:   

1) Informal compromises on working time retain transitional workers (especially among large retailers and staple retailers)

2) Formal trainee programmes recruit career seekers (especially among large retailers)

3) Formalized programmes for further training retain core employees (especially among large retailers and specialized retailers)
It is our intention to test these hypotheses in the next part of our research project, which will consist of six in-depth case studies among different types of retailers in Denmark (large/small; staple goods/specialized goods; big city/small city; skilled employees/unskilled employees). Each case study will include up to eight interviews. Two interviews at company headquarters (large chains): HR-manager, focus group with employees. Six interviews at shop floor level: Shop manager, middle manager, focus group with shop workers, focus group with back office workers, shop steward, health and safety representative. An overall aim of the case studies is to examine the differences in cooperation at different types of retail shops and among different types of retail workers. Who cooperate and who benefit from the cooperation?
CONCLUSION AND DISCUSSION
The Danish model of labour market regulation has been highlighted for its high union densities, high coverage of collective agreements and high shop steward presence. Furthermore, decentralisation within manufacturing, which is the trend-setting sector on collective bargaining in Denmark, has been characterized as an organised decentralisation. Extensive bargaining competencies have been delegated from the sector level to the local level without erosion of labour market institutions or deregulation of labour market conditions. However, employment in manufacturing is decreasing, whereas employment is growing in services. The development of labour-management relations in services in therefore of vital importance for the overall survival of the Danish model.

This paper has investigated the development of labour-management relations in retail with a special focus on working time, further training and recruitment/retention. Danish retail is characterised by lower agreement coverage, union density and shop steward presence than in manufacturing. The sector-level agreement in retail contains less options for local negotiations, and we find less local agreements in retail shops. However, surveys indicate that managers and employees develop a close informal cooperation, and that this cooperation leads to employee influence. Based on six interviews among union representatives and representatives from the employers’ organization in retail, we develop three hypotheses on local cooperation on working time and further training and its effects on recruitment and retention. 

Findings suggest that cooperation is mainly informal and mainly focuses on working time. New possibilities for increased opening hours creates an employer need for part-time employees to cover the weekly schedule. This means that they focus more and more on young workers who are willing to work part time and in evenings and weekends if they in return can swap shifts and take short and long leaves when they need to. Informal cooperation on working time here becomes an instrument to retain workers – especially at larger retailers who are able to offer working time flexibility. However, results also indicate that sector-specific characteristics make it difficult to implement formal types of labour-management cooperation. Managerial decisions in retail must be clear and immediate – it is all about what you sell today and not tomorrow. Furthermore, retailers often have a high employee turnover, and they constantly gave to adjust their plans and schedules. Strategic or tactical considerations are rarely up for discussion, and managers and employees focus on operational issues in the daily cooperation. Even among large retailers, shop managers rarely participate in strategic discussions, as such tasks are outsourced to headquarters. Neither managers nor employees have strong incentives for developing long-lasting formal cooperation relationships.
The important exception to the informal cooperation in retail is cooperation on further training. Labour-management cooperation on further training mainly seems to be developed in larger retail stores. Large stores are able to make use of the possibility mentioned in the sector-level agreement to elect local training committees. These committees are important forums for formal cooperation on further training, which stimulates the informal cooperation between managers and employees on further training and that employees actually participate in educational activities. However, mainly management trainees and some parts of the skilled personnel participates.  
In sum, our analysis suggests that labour-management cooperation in retail contains similarities and differences compared to labour-management cooperation in manufacturing. We find less formal cooperation. Formal cooperation in retail concentrates on certain issues (further training) and is only developed among a selected group of large companies. However, we find close informal cooperation on the issue of working time, which resembles the informal cooperation on working time in manufacturing. Again, cooperation seems closest at larger retail stores. 
The question is, whether the similarities with regard to the cooperation on working time are an effect of the Danish collective bargaining system, i.e. the Danish model (Due et al. 1994). One argument for such a  ‘model-effect’ could be the comparatively high union density and agreement coverage in Danish retail (in international comparison). We still find (some) organised workers in many shops, most workers are covered by the sector-level agreement, and bargaining relations at sector-level are consensus-oriented, which might diffuse to the local level. The Danish economy is a negotiated economy – also in retail (Hall & Soskice 2001). However, the ability to cooperate and to develop informal compromises on working time (part time vs. flexible scheduling of hours) might also be an effect of the way people in general relate to one another in Denmark, i.e. a nation-wide ‘relation effect’. International surveys often place Denmark in the very top with regards to generalised trust and social capital (Svendsen & Svendsen 2004). 
The differences in local cooperation between manufacturing and retail are still significant. Formal cooperation is very limited in retail, and neither managers nor employees find it relevant to develop systems of formal cooperation similar to those found in manufacturing. It seems plausible to argue that the different conditions for developing long stable labour-management relationships and discuss strategic or tactical issues (employee turnover, rapid managerial decisions, outsourcing of management to headquarters) affect the perception of formal cooperation as relevant. These conditions might impose a ‘sector-effect’ on labour-management cooperation in retail, which also seems observable in other countries. Studies on retail work in Norway and Australia report similar limitations to formal local cooperation in the retail sector (Price 2011; Alsos & Olberg 2012; Nergaard 2012). The similar findings on local cooperation suggest an international sector-specific convergence within retail and accordingly a national divergence between retail and other sectors, i.e. a development that can been characterised as converging divergences (Katz and Darbishire 2000).
Is there a Danish model in retail? The answer is both yes and no. We have located a number of institutional similarities between Danish manufacturing and Danish retail, but there are also significant differences. The right answer is perhaps that there is a Danish model in retail, but it is different to the one in manufacturing. We need to modify the concept of the Danish model and speak of various forms. There are signs that industrial relations are ‘industry-specific’ relations, and we need to take this into account before we generalize national models of industrial relations across sectors. 
REFERENCES
Alsos, K & Olberg, D (2012): Åpningstider og arbeidstid i varehandelen. Fafo-notat 2012:10

Atkinson,  J (1987): ‘Flexibility or fragmentation? The United Kingdom labour market in the eighties’. Labour and Society, 12(1): 87–105.
Dansk Erhverv (2009): Fra industri til service. Betydning, udfordringer, anbefalinger. København: Dansk Erhverv.
DMA/Research (2003): Afdækning af realkompetencer blandt butiksansatte i detailhandlen.  København: DMA/Research.
Due, J, JS Madsen, CS Jensen and LK Petersen (1994): The Survival of the Danish Model. A Historical Sociological Analysis of the Danish System of Collective Bargaining. Copenhagen: DJØF Publishing.

Due, J, Madsen, JS and Pihl, MD (2010): Udviklingen i den faglige organisering: årsager og konsekvenser for den danske model. LO-dokumentationen 2010: 1. Copenhagen: LO.

Dølvik, JE (red.) (2001): At Your Service? Comparative Perspectives on Employment and Labour Relations in the European Private Sector Services. Bruxelles: PIE/Peter Lang.
Esbjerg, L, Grunert, K, Buck, N & Sonne, AM (2007): ‘Working in Danish retailing : Transitional workers going elsewhere, core employees going nowhere, and career-seekers striving to go somewhere’ in Westergaard-Nielsen, N (ed.): Low-wage Work in Denmark. New York: Russell Sage Foundation, pp. 140-185.

Hall, PA and Soskice D (eds.) (2001): Varieties of capitalism. The Institutional Foundations of Competitive Advantage. Oxford: Oxford University Press.

Ilsøe, A (2012): ‘The Flip Side of Organized Decentralization - Company-Level Bargaining in Denmark’, British Journal of Industrial Relations, 50 (4): 760-781.

Industrial Agreement 2012-2014. Copenhagen: DI & CO-industri.

Katz, HC and Darbishire, O (2000): Converging divergencies. Worldwide changes in employment relations. Ithaca & London: Cornell University Press.

Knudsen, H (1995): Employee participation in Europe. London: SAGE.
Konnerup, LD, Katznelson, N & Nielsen, JC (2011): Unge i detailhandlen. Forventninger og forestillinger om den gode og attraktive uddannelse. København: Center for Ungdomsforskning, Aarhus Universitet.
Larsen, TP, Navrbjerg, SE, and Johansen, MM (2010): Tillidsrepræsentanten og arbejdspladsen. Copenhagen: LO.  
Martin, CJ & Knudsen JS (2010): ’Scenes from a mall: Retail training and the social exclusion of low-skilled workers’. Regulation & Governance, 4 (3): 345-364.
National Collective Agreement for Shops 2012-2014. Copenhagen: Dansk Erhverv & HK Handel.
Nergaard, K (2012): Ufrivillig deltid, bemanningsstrategier og deltidsstillinger i varehandel.
Fafo-rapport 2012:4.
Peck, J (1996): Work-place. The Social Regulation of Labour Markets. London: The Guilford Press.
Pedersen, OK (2006): ‘Corporatism and Beyond: The Negotiated Economy’ in Campbell, JL, Hall, JA and Pedersen, OK (eds.): National Identity and the Varieties of Capitalism. Copenhagen: DJØF Publishing. 
Price, R (2011): ’Technological Change, Work Re-organization and Retail Workers’ Skills in Production-Oriented Supermarket Departments’ in Grugulis, I and Bozkurt, Ö (eds.): Retail Work. Houndmills, Basingstoke: Palgrave Macmillan, pp. 88-106.
Svendsen, GLH & Svendsen, GT (2004): The Creation and Destruction of Social Capital.
Entrepreneurship, Co-operative Movements and Institutions. Cheltenham and Northampton:
Edward Elgar.
Uddannelsesnævnet (2010): Analyse af centrale jobprofiler inden for detailhandel og administration med henblik på at identificere typiske kompetencer i typiske arbejdsfunktioner. København: Uddannelsesnævnet.
Traxler, F (1995): ‘Farewell to Labour Market Associations? Organized versus Disorganized Decentralisation as a Map for Industrial Relations’ in Crouch, C and Traxler, F (eds): Organized Industrial Relations in Europe: What Future? Aldershot: Avebury, pp. 3–19.

Wilthagen, T & Tros, F (2004): ’The concept of flexicurity: A new approach to regulating employment and labour markets’. Transfer, 10 (2): 166-87.
Økonomi- og Erhvervsministeriet (2009): Analyse af detailhandlen. København: Økonomi- og Erhvervsministeriet.


Manufacturing	2001	2002	2003	2004	2005	2006	2007	2008	2009	2010	2011	408729	402245	389829	369470	358942	352853	356911	364533	347023	296325	283566	Trade	2001	2002	2003	2004	2005	2006	2007	2008	2009	2010	2011	365806	363872	361268	357722	353698	368807	377140	387814	390934	366423	368164	Service	2001	2002	2003	2004	2005	2006	2007	2008	2009	2010	2011	226169	236217	234014	235460	244988	256616	275875	285679	277244	264833	271986	1

