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1. HISTORICAL ROOTS OF THE CO-DETERMINATION MOVEMENT

The idea and practice of legal participdtion in the form of co-deter-
mination (Mitbestimmung) is based' on differeént histori¢al sources. A
major reason for the development and the subsequenrt implementation
of co-determination has to be seen undoubitédly in the relative weakness
of the German bourgeoisie inithe ninéteenth and at the beginning of the
twentieth century, caused by the delayed industrialization process, the
long-lasting territorial fragmentation, Ithe continuanice of the old feudal
Powers in the Bismarck: Empue and —"espedialty after the fall of the
Sozialistengesetz (anti-socialist law) in 1890 — -the increasing strength
of the Germann labour movenient fn the realm of politics and econo-
mics (the Social Democratic Party’ and -the affiliated "red unions”)) For
these and related reasoms; the Garman bourgéoisie could mever develop
to the domimant position in’socielty which, for instance, the contempora-
ry British and French' bourgeoisie had attamed Due to this weakness,
the German employers had been forced to compromise with 'the growing
workers' movement, especially after ithe defeat in’ World War I which
finally led to the displacement of the old feudal powers. Therefore, co-
determimation has to be viewed 'as an expression of the need for gompro-
mitse between a ralther weak bourgeoisie and a growing-stronger labour
movernent.?

The most striking example of this is, perhaps, the introduction of
the first co-determination law iin the midst of World War I through the
so-called Law on Patriotic Service (Gesetz iiber den Vaterldndischen
Hilfsdienst) iin the German arms industry, initiated by ithe military in

* Professor of Economics, Gesamthochschule Kassel. Earlier versions
have been presented at the University of Vienna in Yanuary 1879 and at the
IPSA World Congress, Moscow; in August 1979, I wish to thank the partici-
pants of both these lectures for the fruitful discussions. This paper is to be
presented at the Siena :Seminar, 22nd — 30th Septemnber 1979.

I For the historical development see Teuteberg (1961), Grebing (1974)
and ‘Schneider/Kuda {1969). -

2} Some Marxist-oriented historians see similar reasons for the rise of
fascism in Germany; see, for instance, Kithnl (1970).
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order to quiet the workers and to assure an uninterrupted supply of
arms and ammunition for the army by avociding strikes. Also, the ambi-
valence of ithe idea of co-determination is very well illustrated by look-
ing at the Works Council Law (Befriebsritegesetz) of 1920: on the one
hand, tthe law gave the workers some limited rights, some modest repre-
semtation f the Board of Supervision, and, above all, their own repre-
sentative body, the Works Council (Betriebsrat); but at the same time,
it brought to an end the general councils movement (Ridtebeweguns)
after World War I with its further-reaching political and economic aims
of windustrial democracy« or rdemocratic socialisme« in 1918/19 by
channelling the broad movement to narrow and institutionalized tracks.
Not surprisingly, this law was introduced against the resistance of a
large part of the German workers,

As a result of the peculiar historical constellation sketched above,
co-determination evolved as a rather ambiguous concept, aiming on the
ane hand to give workers some panticipation in business decisions by
means of a legally datermined struciure of woorkers' representation in
enterprise committees, but on the other hand, attempting to stabilize
Lhe existing social order through this legal limitation of workers’ parti-
cipation, Nevertheless, there was also a dymamic element inherent in
both the theory and praatice of co-determination. The National Socialists
knew quite well what they did in one of their first measures when they
did not only ban the free unions but also abolished the Works Council
Law and replaced it by the fascist principle of »leader and led« on the
factory level too: they did it not only for ideological reasons, because
the idea of participation inherent in the notion of co-determination was
opposed 1o the fasoist Fiithrer ideology, but also on practical grounds, as
the institutions of the Works Council Law, and especially the Works
Councils themselves, offered the opportunity for the non-fascist and
even anti-fascist organization of the workers, Perhaps even more impor-
tant was the patential danger inherent in any idea of participation as
they could and did lead to further reaching claims for industrial democ-
racy (Wirtschaftsdermokratie) which mot indidemtally was the title
of a monograph by Fritz Naphtali (1928): this study, initiated by
the theoretical discussioms among the German unions, tried to dewvelop
a strategy of combining everyday umion activity with the long-run goal
of a demooratic socialism, stanting with the existing institutions, such
as co-determination. :

Consequently, after Wordld War II ithe theory and practice of co-
-determination was renewed in West Germany.® Although a »full parity«
of workers’ representatives could only be achieved and legalized in the
coal and iron industry by the Co-determinaltion Law of 1951 (Montan-
-Mitbestimmungsgesetz), the weaker Works Comstitution Law (Betriebs-
verfassungsgesetz) of 1952 included at least ithe principle of workers’
participation in business decisions, primarily by a one-third workers’
representation in the Supervisory Board and the re-established institu-

» For an overview, see e. g. Nutzinger (1977). — In East Germany, the
co-determination idea has not been taken up again under the pretext that it

had become supenfluous and obsclete because of the nationalization of the
means of production.
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tion of the Works Council. Of course, in all decisive questions a clear
dominance of entrepreneurs and management, backed by a newlydintro-
duced obligation of peaceful operation {Friedenspflicht) for workers’
representatives, has been preserved.

2. NEW DIMENSIONS OF CO-DETERMINATION AND PARTICIPATIOM

The historical developments sketched above, regardless of the
respective conorete forms, were more or less based on the implicit, only
rarely explioit, notion that the existing structure of the enterprise was

largely determined by the organizational and technical requirements of

industrial processes. The decision-making process and its underlying
structure were hence considered not to be amenable to deeper structural
changes. Co-determination was therefore aimed at participating in given
deoision-making structures and at redistributing a given decision-making
power between employers and workers’ representatives, but not at
changing Ithe conitent and structure of decisions ithemselves. A striking
expression of this — usually implicit — underlying idea of a "structural
constancy' was the faat that workers’ participation and even co-de-
termindtion mainly took place in a system of indirect articulation
of workers’ interests via committees and elected represemntatives?
In addition, the level of the comcrete workplace, most important
lo the single worker, has been by and large omitted in tthe traditional
discussion and implementation of co-determination, Here, the revised
Works Constitution Law of January 19, 1972 has dindicated a beginning
change in perspective and has established a few novel approaches.

At least in principle the concrete conditions of work have been
included into the regulations of the revised law although the practical
cxtent of influence given to the single wotker (and his representatives}
is rather limited. The parnticipatory rights of the individual employee at
the workplace level are mainly rights of information and complaint
(§5 81-—84), but they include the possibility of using single members of
the Works Coundil and even this imstitution as a whole (§ 85) in order
to advance the individual workers’ interests. Moreover, by internal enter-
prise agreements between the Management and the Works Coundil,
additional opportunities for proteoting and extending workers’ interests
can be established (§8 86, 88). ]

Even more impontanit on both the theoretical and the practical level
is ithe idea of the 'quality of the work situation’ (Flirstenberg, 1976} as a
basis for co-determination rights. The law gives the Works Council ef-
fective decision-making rights in social affairs (§ 87), and to a smaller
extent in the affairs of personnel (§§ 92—95)®, which is but an extension
of rights in principle already included in the old Works Constitution
Law of 1952; a basically new approach, however, is to be seen in the
idea of using 'safe ergonomic knowledge’ (gesicherte arbeitswissenschaft-

# As a matter of fact, in many enlerprises there is an informal dual
system of worker participation by unionized Vertrauensleute, similar to the
British shep steward system, which partly offscts the lack of direct articula-
tion and involvement in the institutionalized co-determination system.

5) There cam be some strengthening of these rights by combining them
with the individual rights according to §§ 81-85.
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liche Erkenntnisse) én-order to prevent an émpairment of working condi-
tions and to stimulate possible improvements, The extent of the Works
Council’s rights with respeat to processes of inmovation and technical
change is heavily debated in the legal discussion. At least, § 90 states
‘the principle thalt there must be joint consultation between the Manage-
ment and the Works Council before those processes can take place and
that in these consultations "... the safe ergomomic knowledge on the
organization of work adapted to human needs has to be taken into
account”. In addition, the Works Council is entitled to demand "appro-
priate measures in order %o prevent, to mitigate, or to compensate for
workloads due ito changes of workplace, of the work process, or of the
work environment”, but only if these changes "obviously contradict the
safe ergonomic knowledge on the worganization of work adapted to
human meeds” and if ithe employees are "particularly subject to strain”
by the intended changes (§ 91).

Whattever ithe legal limitations of these co-determination rights are,
the important theoretical poimt is that for the first time ithe concrete
situation of work, combined with a legal claim to dts "orgamization
adapted to human needs”, has become ithe issue of a co-determination
taw. On the practical ievel dt remains doubtful whether an adequate
consideration of workers' interests in processes of imnovation and tech-
nical change will take place, even if one looks at ithe "near pamity” of
workers' representatives fin whe Supervisory Board according to the
watered-down ‘Co-Determination Law (Mitbestimmungsgesetz). of 1976
-‘which itheoretically gives an additionalwopportunity to influence the
long-run technological development in the big corporations®. -

As already stated, the imiportant thing is the inclusion of elements
of "quality of working life"” in ithe sense of Fiirstenberg's (1976) "quaility
of the work situation”. Quite obviously, ithese regullations can only be
implemented if there is an operational meaming of an "organizafion of
work adapted to human needs” supported by ergonomic research and
knowledge. This in turn doés not only presuppose a sirictly sdientific
investigation of concrete work situations —'and hence .the further
development and -applicaltion of ergonomics — but also, as a practical
prerequisite, the transmission of ergonomiic knowledge ito workers' re-
presentatives. And given the broad range of short term and, even more
difficult to find out, of long run consequences of specific working con-
ditions, in many cases no "safe ergonomic knowledge" will be established.
Certainly, on the practical level the whole issue canmol be resolved by
simply referring to "science”, and the consideration of these issues will
depend much more on the relative importance workers give the "quality
of workiing life” than on the further development of ergonomics.

That there is indeed an increasing esteem for the qualitive aspects
of work compared with traditional objectives, such as money wages and
working time, can be seen even outside the institutiomal scope of co-
-determinaltion and works constitution, above all m recent changes in
the system and content of collective bargaining and in collective actions
by the workers themselves. A remarkable sign of these recent trends is

4 For a short review of this law, see Nutzinger (1977).
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the well-known wildcat strike at.Ford in Cologne (Summer '1973)‘;;;:’

spontaneous stiike mainly by unskilled and senn-sknlle.d wor}\arsd,.ﬁonél

of them foreign workers, who were underrepresented in the é'r; ldt -

institutions of oo-determinﬁ-tion.-~Inte1‘esti;,1g1y:e\nough, they 1 nembly

much strike for higher wages but, for speed,reduf:tlon at the as.sonm(Jt

line. Even more apparent became.this ttendenoy i t}:}e ’labcl)jur C_n Fall

in the metal industry in the northern part of Baden-Wurttemberg \;cmenrf
1973 where, for the first time, qualitative. ,dem‘ands such as 1mpro‘ e
and co-determination of ithe workiing- conditions became the rga.n e
jeotiives of a strike and of the subsequent collective ;agl‘ee_menl'_ ; ll(some
so<called Manteltarifvertrag and the .Lohnrahmenla.r_tfvcr‘h ag} N
form of skeleton agreements) for the employees of this region, the :ilitions
succeeded in establishing some Minfluence o:nethe :con_crete co}? .
of work, such as the speed of the as_sembly:lmze. Tlu§ ,t‘efnder%cy hi,s st
tinued even in the recession after 1974, espe(_:ia‘lly within blajmélustry o
ject to rapid technological change, above all in the Rmntl_ng m‘ Ut
1976 and 1978. Due ito the impaired labm'n: market mtuatmna;m e
worker influence was- more of a_defensive typp, conm:en!t-;at g o e
protection .of older employees whovqwe,ye,: Pax‘.ﬂlcularly affedte n c}; e
processes of rationalization and aupo;nz}tlz.aiﬂlonﬂ)-.I\{ﬂvgrthdlless%n o
summarized that as a result of .the: development in ithe..lqsft anar)l'd 'or;
both on the level of. cod\eterm'ﬁnautﬁqn-amd ~works coxnsi_xtwtlonément -
the level of collective. bargaining-and .‘agree{nentt 1t}13_ .l‘r_nprtov o ence
working conditions, and .of ithe single \voerr'.s }:)0591_b1.1nf_1es oel

them, has emerged as a major issue of increasing importance.

o1

) \ .. 5y . . ) .z 1
3. The Research Programme for "Huimgnization of Working Lg‘e

ese, changes in; co-det inari ‘ oliective bar-

Apart from thesg. changes in; ;o getqrmx‘nmgloeno ;na?—ﬁ gation N etk
gaining, there also oggurpegi internal changes in org B D tates
in different countries, of the more tr_a}dltlonal type in ‘Ehe Uni : 'esJ
and with a further-reaching perspedtive in ithe chnd}n‘avmn coum mnl\;
The experiments with new forms of work orginization were warmly

received and s'ome‘ti.m'es'evé’n.ini5tialt¢d by the entrepreneurs, as dl_OI;it;S_
they promised 1o r’riitiga!tp the immedf{ate consequences of job is‘.OdLlC'
faction, such as fluatuation, - abseniteeism, 1:educed effort and %Jerate
tiviity,-or even a moore drastic expression of discontent, such as d\ei hap.
sabotage and boycott. Although lthe latter extreme cases seldmil yk o
pened in Germany, ithe employers there had en‘ough reasons t9 00 ko
those new ways, be it only to preventt further rise of the monet-a-rjt(er th.e
of workers' dissatisfaction.?) An attempt has been made to.coux‘lmqtim
monotony of repetitive and fragmented work by means of job I z;chc';s’
job enrichment and job emlargement. M(?re xthorogghgomg_ appro moust
such as the famous Scandinavian experiments with semi-autonom

- .

7) For these developments, see Markovits Allen (1979) and Matthofer

. (1978) who considers them as major reasons for the establishment of the

ermment program {cf. sectiion 3 below). e . _
B ) For this see FitzRoy/Nutzinger (1974) and Vllmar/Sa,ttler,,(l,Q-’IS)..
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work groups, however, have been tried only in very few cases in Ger-
many.’)

In view of ithese tendencies — the tasks inherent in the Works
Constitution Law, especially in §§ 90, 91, the reorientation of collective
bargaining towards qualitative demands, the world-wide interest in new
forms of work organization and especially the interests of the German

. employers . themselves — public coordination and suppont of activities
related to these questions became imperative. The Federal Government
established in 1974 a programme for action {Aktionsprogramm) that has
been concretized mainly by the Ministry of Research and Technology
in the following years. At the same time, the funds for the programime
have been increased very rapidly: they grew from 9 million DM up to
about 80 million DM in 1978, Until 1980, the financial resources for the
programme are planned to be fincreased ito the amount of 118 million
DM.

Given the complexity, if not the sponginess, of notions like "quality
of work"” or "humanization of working life”, the activities supported
by the research programme for the humanization of working life cover
a fairly broad range. Only 2 small part of the funds is used to promote
basic research in order to give an operational meaning to the key con-
ceptions and ‘to develop integrated strategies of implememtation. The
lion's share of the money is devoted to suppont concrete action research
in single enterpnises or the development of machines, processes and
materials that are less noxious and stressing for ithe workers involved.
One tries generally to combine concrete research with basic research
by promoting mainly those projects which seem to imply a more ge-
neral perspective (Modellcharakter): the resulis of those projects should
be applicable mutatis mutandis to other enterprises or other issues.
If there were a well-defined meaning of Modellcharakter — one always
leanns someithing from. special experience, one can never mechanically
transfer knowledge from one case to the other — and if it were possible
to estimaite re]ﬁably the prospective degree of generality (Modelcharak-
ter) before starting the projeot, then one would have a safe guideline
to promote the most relevant research projects and ito avoid unnecessary
abstract mesearch. But as this is most often mot the case, mamy scientists
and institutions consider the Modellcharakter as a dusmetnon'lry means
of power by tthe respeative government agency to select projects and
to determine their content according to political criteria.

In detail, there are many fields of ithe research programme, L‘lu,
most expensive investigations and experiments supponted by the Govern-
ment deal with technical and physical stress factons in the work pro-
cess. They are of undisputed practical value and are therefore much
less controversial 'than other projedt areas. The most important investi-
galtions — especially in the dong run — are concemned with toxical effects
©of chemicals and chemical processes, and with stress caused by moise,
offensive odour, vibration and other environmental factors fin produc-
tion. These projects are not only aimed at a more precise identification
of potential noxious effects as a basis for legal standards, norms and

*) The practical experiments are summarized in GHrtner's contribution
to the reader by Huber/Kosta (1978).
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inhibitions, they very often also attempt to develop alternative mate-
rials, processes and ‘machines ithat reduce or even prevent the identi-
fied noxious effects. Development . and festing of those substitutive
techniiques is very often quite expensive but neverntheless of great impor-
tance on thie practical level: by offening those alternatives, the fear
(or prejudice) can be counteracted that koo much emphasis on the
quality of work will impede industxial production and growith.

Other action areas of the research project are concenned with physi-
cal stress by manual work er -ill-balanced workloads; - the latter aiso
includes stress caused by underutilization- of physical work capacity,
e. g., in control and coordination. tasks. There is also growing concern
with mehtal stress. caused by repdtifive,’ fragmented.-and ill-balanced
tasks; but ‘the mental stress factors are miich more: difficult to identify
than the physical damages. The research: programme also aims at in-
creasing the safety of the- work-place, maiinly- by.struggling against phy-
sical and mental stress, both. of them major reasons . for diminished
attention and power of. ooncenltramon ‘which, in turn, favour work
accidents. . T B

s T sedae e . -

4. Areas-of Confhct and Furlher Pmspeciwes
- B R A ¥

Sor far, the interests’of employers anﬁ of employees are basmally
congruent as reducing physical-and inenftal strees meams not only
lmproved conditions of work’ for tthe-employées but also decreased costs
amsung from unsa:tlsfactory oreveil dangerous work situations. This
is no longer mecessarily true in thajt impertant part of the humanization
of working' life which i$ related to“theeffects of the functional amd
hierarchical orgamization “of ithe ‘firm ‘on"the employees. In this case,
not only costs are involved; - by the. distribution of demsxon-makmg
power in.the firm itself. The, mnternal structure of the enterprise in the
form of a hierarchy does not: Onlly’ause from ithe techmical needs of
coordinating decisions and, activiies but it also serves to maintain mo-
nopolies of information and pr1v11eges in eamings and decision-making
power — reacted ito. these monopolies — in the interest of managemert
and’ of capital owners. This becomes clear already in the organization
of the work process —— the. degree of work .fragmentation and labour
division-—9 where. the '‘employees’ interest in integrated, responsible
work may be compatible with.cost minimization requirements"), but
very often not with the relations of subordination in the enterprise
hiérarchy as the latter is essentially based on the concentration of in-
formation and decision-making tasks at the top of the firm, and on
the allocation of executive tasks without much discretion to the rank
and file workers'?. The experiences with semi-autonomous work groups

3

%) More “palliative” measures, such as job rotation, job enrichment
and job enlargement mentioned above are seniously limited by the implicit or
even explicit restriction that they must ot change the basic distribution of
decision-making power.

1) See Nutzinger (1978) for the costs inherent in traditional hierar chies.

%) For this, see FitzZRoy/Nutzinger (1974), sections II and IIL.
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in the Scandinavian countries show very cleanly the Jimfts to increased
worker autonomy posed not by technical requirements™ but by the
hierarchical structure of the firm itself. Similar conflicts with the de-
cision-making structure can (and did) arise whenever organizational
changes have been attempted in order to increase lthe effective paritici-
patory rights of workers in relevant questions, such as personnel plan-
ning, work.evaluation and measurement, and wage systems, and not
only because of immediate cost effects of these measures but because
it endangers the hierarchical distrdibution of decision-making power and
— related to it — the unequal distribution of information and of
earnings fin the firm. Here, clear limidts Ito any strategy of humamization
of the working life are posed by the existing economic and social order.
Of couse, in the state-socialist countries a similar conflict arises by the
monopolization .of information and decision-making power in the hands
of .ithe diredtor(s) — inherent in the central planning system which is
based on personal responsibility — which is opposed to the employees
interests in meaningful work and responsible panticipation in decision-
-making and eannings; this conflict may be even more serious as counter-
valiling market forces and political freedom are, by and large, missing.
Even in Yugoslavia, up to now the only country which has legally
introduced workers’ management, the practical expenience hardly con-
firms a dissolution but only a mitigation of this conflict; apart from
specific factors built into the Yugoslav system, it appears that even

under more ideal conditions, the conflict arising from the necessary

allocation of funational compstence and deocision-making power to the
management and specialized experts and the rank and file workers’
interest din self-determimation canmot be completely avoided by demo-
cratic legitimation of the management (e. g., by eleations) and by demo-
cratic dedision-making in enterprise committees.") .

Tubining back to the areas of the Humanization Programme, there
are other areas of confliat evem outside the enterprise level. Given the
present labour market situation in- West Germany'® the specific support
for the most affected groups of workers is especially impoitant but
very restuiated in dts efficiency by the global economic situation. These
goups of workens which make up to the large mass of long-run un-
employed comprise mainly the youth, the femalle employees (especially
if they are part-fime workers), and older or handicapped people who
are very often not only at the margin, but already outside the labour
market, Here, humanization of work can interfere in many ways, not
only by reducing the work stress for some of these people (e. g., the
older and handicapped) through the development of suitable processes
and workplaces on the demand side of the labour market, but also by
improving ithe Jlabour supply side through specific qualification pro-
grammes. for these groups of people. Interestingly enough, the enter-

¥).Cf. Vilmar/Sattler (1978) and Girtner (1978). .
- W) For this, see Nutzinger (1978) with further references,
¥y One must note, however, that this labour market situation, typical
and mearly unchanged since Fall 1974, has improved considerably in 1979; one
h?s to be careful, however, whether this improvement will continue to take
place. . . - 2
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prises kept concern'for these parts of the programme, and some of them
undertook practical experiments sponsored by. the government program-
me, although the ‘labour market situation with its large supply of ua-
employed diid not force them o do so; the -main reason for that-ongoing
interest is to be seen in the employers’ attempt to increase work sa-
tisfaation (or to:.decrease dissatlisfaction) among ithe people already
employed by them.!® A O . o

 From .a practical viewpaint it i]sicgn;:ﬁmly reasonable 10’ sponsor
only those projects which are agréed upon by the people concerned,
Le., with>the fanagement and the Works council of the emterprise. This
princt izé‘ﬂ.ce [2:ithe govennment programmne, however, also shows quite
clea!r_‘}y,;‘h)e Limitations of an.isolated strategy'of work humanizafion:
under capitalist conditions, humanization ulfimately will stake ‘place only
if and a5 far as the profitability of ithe firms involved is mot endangered;
otherwise, the project will not be started or stopped by the management
(or even by the workers ithemselves if they suspect loss of workplace or
of money). In fact, one cannot even reject from the outset the suspidion
that the research programme by and large has more benefit for the
employers than the employees by saving ithem the research, develop-
ment and investment in the improvement of the working conditions
which otherwise they would have had to undertake themselves in their
own interest in order to avoid sharplyrising labour costs due to worker
dissatisfaction. An additional nisk, especially in the realm of physical
and itechnical stress, fagtors, ‘may .be seen-in.ithe possibility of. intro-
ducing ,altemmative techmologies awhich not:only..do away with work
stress buit also with -the -workplaces themselves;, in this case, huma-
nization of work would lead o ra}t.iq.n_zglﬁzaa‘ﬁop and hence dnfringe

workers”intevests, =~ %" R R

““Although these objections, are mot without somé justification, they
miss tthe essential points. First, the érgm"hex\lt‘ — 'piat forth’ frequently
by leftist' critics — presupposes a perfect functioning of the ‘market
mechanism which would automatically produce the “optimial level” of
quality of the work situaltion by imeans of entry and exit of the labour

- Porce. This maive view of a complete selfssteering by the market mecha-

nism, usually adopted by rather conservative economists, does mot only

" overlook practical market imperfections; blit moréover the fact that

without' scientific research many S$tress'factors cannot be-identified at
all; and even in cases where there are obvious causal relationships
between work situations and physical or mental harm, the capitalist
markét economy.commonly tends ot to react with the change of the
situation itself but with monetany compensation (such as extra pay for
hard and dangerous manual work). S@cquly, the danger of rationaliza-
tion dnstead of (or combiried with) humanization s mainly present
whenever humanization of workimg life is attempted as an isolated
strategy — "and it should be clear that it canmot change per se the
existing social and econoniic order fin the Federal Republic of Germany,

19 In the meantime, the humanlization programme has got under attack
from conservatiive political groups, .especially .among the CDU/CSU.

s
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On the other hand, there can be no doubt that any strategy of in-
" dustnial democracy a1m1ng at increased workers’ participation in de-
cision-making and earnings must contain humanization of the work
conditions as an essential component.!? The experiences with traditional
co-deterimnation and collective bargaining — and those with a mere
transfer of property mights to the state in Ithe countries of the "real
existing socjalism” — verny clearly show the seriious limits for a real re-
distribution of decision-making power as long as the organization of the
enterprise, and especially of the conditions of work, are not changed as
well. Co-determination amd self-determination of the working man is
not exhausted by measures of democratic control and legitimation; it
has to be experienced personally in everyday work. For this reason, hu-
manization of working life, combined with changes in labour law, co-
determiimation and collective bargaining, is an essential element of any
realistic and meaningful strategy of democratic socialism.
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