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Abstract 

Many jobs feature tensions between workers' own motivations, and the objectives imposed on them 

by management or economic imperatives. We call these tensions 'meaning of work conflicts'. We ask 

whether trade unions can intervene in them, or whether they are simply too subjective to be a credible 

campaigning focus. We examine two professional groups in Britain and France, musicians and 

healthcare staff. Among musicians, workers tend to negotiate meaning of work conflicts themselves, 

seeing little role for unions in this process. This engenders legitimacy problems that unions have had 

to find ways around. By contrast, in the hospitals sector, there is more scope for unions to campaign 

over the meaning of work, thus potentially increasing legitimacy among staff and the public. The 

difference is explained by the more diffuse and fragmented nature of employer structures in music, 

and the more chaotic set of motivations found among music workers. 
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Introduction 

This article considers how trade unions can address ͚ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ ĐŽŶĨůŝĐƚƐ͛; situations where the 

͚ƐĞŶƐĞ ŽĨ ƉƵƌƉŽƐĞ͛ ;LŽĐŬĞ ĂŶĚ TĂǇůŽƌ͕ ϭϵϵϭͿ ǁŽƌŬĞƌƐ ĂƐƐŝŐŶ ƚŽ ƚŚĞŝƌ ũŽďƐ conflicts with imperatives 

imposed by management or economic circumstance. While seemingly remote from more quantifiable 

industrial relations concerns, meaning of work conflicts can profoundly affect unions. In some cases, 

ǁŽƌŬĞƌƐ͛ ŽǁŶ ŽďũĞĐƚŝǀĞƐ ŵĂǇ ůĞŐŝƚŝŵŝƐĞ quiescence over working conditions, diminishing union 

legitimacy. In others, meaning of work conflicts could provide new legitimacy, if unions can intervene 

constructively in them. 

TŚĞ ͚ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ͛ often figures in organisational behaviour or management literature. Managers 

are advised to help employees find ͚meaning͛ in their jobs, reducing cynicism and promoting 

͚ĞŶŐĂŐĞŵĞŶƚ͛ ;CĂƌƚǁƌŝŐŚƚ ĂŶĚ HŽŵĞƐ͕ ϮϬϬϲͿ͘ TŚĞ ĐŽŶĐĞƉƚ ŚĂƐ Ă ŵŽƌĞ ŝŶƐƚƌƵŵĞŶƚĂů ƌĞůĂƚŝǀĞ- ͚ŝŶƚƌŝŶƐŝĐ 
ŵŽƚŝǀĂƚŝŽŶ͛- ǁŚĞƌĞ ǁŽƌŬĞƌƐ͛ ŽǁŶ ǀĂůƵĞƐ ĂŶĚ ŵŽƚŝǀĂƚŝŽŶƐ become variables to be measured and 

manipulated through management (e.g. Delfgaauw and Dur, 2007). However, this does not justify 

trade union researchers neglecting the topic. TŚĞ ŝŶĚŝǀŝĚƵĂů͛Ɛ ĐĂƉĂĐŝƚǇ ƚŽ ĞǆĞƌĐŝƐĞ ĂŐĞŶĐǇ ŽǀĞƌ ŚŽǁ 

and why they direct their capacity to work is a defining human characteristic, and conflicts between 

this capacity and management control have been fertile ground for study. The meaning of work is 

contested terrain, and these conflicts are highly relevant to unions.  

There is little prior literature examining trade union responses to meaning of work conflicts, and so 

this study takes an exploratory approach. It considers two professional groups- healthcare workers 

and musicians- who encounter very different labour processes and industrial relations contexts. 

However, in both cases, meaning of work conflicts affect the relationship between workers, employers 

and unions. The article examines the problems these conflicts cause unions and how they might 

address them. AŵŽŶŐ ŵƵƐŝĐŝĂŶƐ͕ ǁŽƌŬĞƌƐ͛ ŝŶƚƌŝŶƐŝĐ ŵŽƚŝǀĂƚŝŽŶƐ ƉƌĞƐĞŶƚĞĚ ƐĞǀĞƌĞ ĐŚĂůůĞŶŐĞƐ ƚŽ 
unions, forcing them to reorient towards more direct engagement with employers. In hospitals, there 

was much more scope for unions to intervene in meaning of work conflicts, and the potential for 

enhanced legitimacy. These differences reflect the structural characteristics of the two sectors, rather 

than national contextual differences. The porosity of labour markets and the transient nature of 

employment relationships are key factors which prevent unions engaging in meaning of work conflicts.  

The article proceeds by critically reviewing the concepts of ͚ƚŚĞ ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ͛ ĂŶĚ ŽĨ ŝŶƚƌŝŶƐŝĐ 
motivation, presenting them as a site of tension between employers and employees in which the 

ƵŶŝŽŶ͛Ɛ ƌŽůĞ ŝƐ ĂŵďŝǀĂůĞŶƚ. There follows a discussion of methods and the two empirical sections. Then, 

a final section will consider what structural factors enable unions to contest the meaning of work, 

along with future research questions and priorities. We argue that there is a need to better understand 

ƚŚĞ ǁĂǇ ŝŶ ǁŚŝĐŚ ǁŽƌŬĞƌƐ͛ ƋƵĂůŝƚĂƚŝǀĞ attitudes towards the meaning of work interact with their views 

on trade unionism. While centralising meaning of work conflicts may help unions claim greater 

legitimacy and catalyse mobilisations, this is dependent on particular material conditions related to 

the structure of the labour market and the nature of employers.  

Meaning of work conflicts 

͚TŚĞ ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ͛ ŚĂƐ ŽĐĐƵƉŝĞĚ ƌĞƐĞĂƌĐŚĞƌƐ in organizational behaviour, sociology and 

management literatures (see Rosso et al, 2010, for a review). Such sources emphasise the 

dehumanising implications of viewing work purely as a source of material remuneration, stressing 

work as a creative endeavour which counters social isolation (Gill, 1999), and generates ͚Ă ĨĞĞůŝŶŐ͙ ŽĨ 
ŚĂǀŝŶŐ Ă ƉƵƌƉŽƐĞ ŝŶ ůŝĨĞ͛ ;MŽƌƐĞ ĂŶĚ WĞŝƐƐ͕ ϭϵϱϱ͗ϭϵϭͿ͘ These arguments can help advance the business 

ĐĂƐĞ ĂŐĂŝŶƐƚ ͚ŚĂƌĚ͛ ŚƵŵĂŶ ƌĞƐŽƵƌĐĞ ŵĂŶĂŐĞŵĞŶƚ ŵĞƚŚŽĚƐ͕ ǁŚŽƐĞ ĞŵƉŚĂƐŝƐ ŽŶ ŝŶĚŝǀŝĚƵĂůŝƐŝŶŐ 



material rewards could cause cynicism (Cartwright and Holmes, 2006) or stress (Locke and Taylor, 

1991).  

͚IŶƚƌŝŶƐŝĐ ŵŽƚŝǀĂƚŝŽŶ͛ ŝƐ Ă ĐůŽsely-related term with wider use in mainstream managerial literature. 

FƌĞǇ ĂŶĚ OƐƚĞƌůŽŚ ;ϮϬϬϬͿ ĂƌŐƵĞ ƚŚĂƚ͕ ŝŶ ĐŽŶƚƌĂƐƚ ƚŽ ͚ĞǆƚƌŝŶƐŝĐ͛ ƌĞǁĂƌĚ ;ŝ͘Ğ͘ ƉĂǇͿ͕ ͚͚ŵŽƚŝǀĂƚŝŽŶ ŝƐ intrinsic 

ŝĨ ĂŶ ĂĐƚŝǀŝƚǇ ŝƐ ƵŶĚĞƌƚĂŬĞŶ ĨŽƌ ŽŶĞ͛Ɛ ŝŵŵĞĚŝĂƚĞ ŶĞĞĚ ƐĂƚŝƐĨĂĐƚŝŽŶ͖͛ ŝŶ ŽƚŚĞƌ words, where the nature 

of the work is in itself fulfilling, either because of the satisfaction found in the results of work or in the 

͚ĨůŽǁ͛ ŽĨ ƚŚĞ ůĂďŽƵƌ ƉƌŽĐĞƐƐ ŝƚƐĞůĨ͘ IŶ ĞŝƚŚĞƌ ĐĂƐĞ͕ ƚhey note that intrinsic motivation may lead 

employees to adopt priorities which differ from ŵĂŶĂŐĞƌƐ͛. However, there is also an extensive 

management-oriented literature which seeks to integrate intrinsic motivation as either a dependent 

variable (Amabile, 1993; Deci, 1972, Zhang and Bartol, 2010) or an independent variable with 

productivity-enhancing effects (Lin, 2007; Thomas, 2000).  

BĞůŽǁ͕ ƌĞĨĞƌĞŶĐĞƐ ƚŽ ͚ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ ĐŽŶĨůŝĐƚƐ͛ ĚĞŶŽƚĞ ŝŶƐƚĂŶĐĞƐ ǁŚĞƌĞ ĚŝĨĨĞƌĞŶƚ ĂĐƚŽƌƐ- workers, 

managers, and potentially unions- have opposing views on the motivations and objectives that are 

legitimate in a particular job. This resonates with critical literature, particularly labour process theory 

(e.g. Thompson, 1990), which centralises the tension between managerial control and worker 

autonomy within the workplace. Two widely-studied settings ŝŶ ƚŚŝƐ ƌĞƐƉĞĐƚ ĂƌĞ ͚ĐƌĞĂƚŝǀĞ͛ ĂŶĚ ͚ĐĂƌŝŶŐ͛ 
sectors; in both cases, literature reveals important conflicts between ǁŽƌŬĞƌƐ͛ ŽǁŶ ƐĞŶƐĞ ŽĨ ƉƵƌƉŽƐĞ 
and imperatives imposed on them. 

IŶ ͚ĐƌĞĂƚŝǀĞ͛ ǁŽƌŬ͕ ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ ĐŽŶĨůŝĐƚƐ ƚĂŬĞ ǀĂƌŝŽƵƐ ĨŽƌŵƐ͘ IŶ ƐŽŵĞ ĐĂƐĞƐ͕ ƐƵĐŚ ĂƐ ĐŽŵƉƵƚĞƌ 
game design, managerial priorities regiment ƚŚĞ ůĂďŽƵƌ ƉƌŽĐĞƐƐ͕ ƌĞĚƵĐŝŶŐ ǁŽƌŬĞƌƐ͛ ĐƌĞĂƚŝǀĞ ŝŶƉƵƚ 
(Thompson et al, 2015; Bulut, 2015). Austerity pressures on arts funders engender tighter monitoring 

of workers in core arts fields (Hewison, 2014). Freelance arts workers often sacrifice the 

͚ŵĞĂŶŝŶŐĨƵůŶĞƐƐ͛ ŽĨ ƚŚĞŝƌ ǁŽƌŬ ŝŶ ŽƌĚĞƌ ƚŽ ĂĚĂƉƚ ƚŚĞŝƌ ͚ƉƌŽĚƵĐƚ͛ to market demands (Author A, 2014; 

Eikhof and Haunschild, 2007). Many such ǁŽƌŬĞƌƐ ŚĂǀĞ ͚ƉŽƌƚĨŽůŝŽ͛ ĐĂƌĞĞƌƐ ĐŚĂƌĂĐƚĞƌŝƐĞĚ ďǇ ƚƌĂŶƐŝĞŶƚ 
engagements with disparate clients (Gill, 2002). This means that workers may be aware a priori of 

which jobs afford more meaning͕ ĂŶĚ ƐĞĞŬ ƚŽ ĐŽŶƐƚƌƵĐƚ ͚ďĂůĂŶĐĞĚ͛ ĐĂƌĞĞƌƐ ƚŚĂƚ ĐŽŵďŝŶĞ ƚŚĞƐĞ 
opportunities with more restrictive but better-remunerated engagements, as we have shown 

previously (author A, 2014; 2015).  

In professions such as education, social services and healthcare, the caring objectives of frontline staff 

conflict with managerial priorities (Harris, 1998:842). Such workers often have an intrinsic desire to 

care for patients (Bolton, 2000). This may cause conflict where efforts to cut-costs and tighten 

managerial control reduce the scope for staff to pursue these ends. IŶ GƌĞĞƌ͛Ɛ ;ϮϬϭϲͿ ƐƚƵĚǇ ŽĨ ǁĞůĨĂƌĞ-

to-work provision, pressures to speed-up client turnover marginalised the social work ethos of staff, 

discouraging them from spending time addressing qualitative social needs. In education, tighter 

performance monitoring has also ĚŝŵŝŶŝƐŚĞĚ ǁŽƌŬĞƌƐ͛ ĚŝƐĐƌĞƚŝŽŶ ƚŽ ƉƵƌƐƵĞ ƚŚĞŝƌ ŽǁŶ ŝŶƚƌŝŶƐŝĐ 
objectives (Wilson, 1991; see also Randle and Brady, 1997). In health, austerity pressures may cause 

work intensification, thus threatening the time and energy that ĞŶĂďůĞ ƐƚĂĨĨ ƚŽ ďĞ ƐƵĨĨŝĐŝĞŶƚůǇ ͚ĐĂƌŝŶŐ͛ 
(Aiken et al, 2014). Efforts to cut-costs by connecting service financing to quantifiable outcomes may 

͚TĂǇůŽƌŝƐĞ͛ ĨƌŽŶƚůŝŶĞ health jobs (Hartzband and Groopman, 2016). In such cases, unlike with ͚ ƉŽƌƚĨŽůŝŽ͛ 
creative workers, meaning of work conflicts are structured around disputes with a particular employer 

who imposes labour process changes. Below, we will consider how these differences affect the role of 

trade unions.  

Trade unions and meaning of work conflicts 



We ask two research questions. Firstly, we consider whether and how trade unions engage in meaning 

of work conflicts in music and healthcare work. Secondly, we consider how the forms taken by 

meaning of work conflicts affect the wider role of unions in a sector. WŽƌŬĞƌƐ͛ ŝŶƚƌŝŶƐŝĐ ŵŽƚŝǀĂƚŝŽŶƐ 
can evidently ƉŽƐĞ ƉƌŽďůĞŵƐ ĨŽƌ ƵŶŝŽŶƐ͘ ͚PĂƐƐŝŽŶ ĨŽƌ ƚŚĞ ũŽď͛ ŵĂǇ ũƵƐƚŝĨǇ ƉŽŽƌ ǁŽƌŬŝŶŐ ĐŽŶĚŝƚŝŽŶƐ ĂŶĚ 
legitimise personal hardship (Madden et al, 2015), rendering workers fatalistic about their 

employment conditions (Vazquez-Cupeiro and Elston, 2006). Furthermore, unions may encounter 

hostility if they appear preoccupied with material concerns which go agaiŶƐƚ ǁŽƌŬĞƌƐ͛ ǀŝĞǁ ŽĨ ƚŚĞŝƌ 
job as a cause, as Cunningham (2001) found among charity workers.  

There is limited literature on the relationship between unions and the meaning of work, but evidence 

suggests that these problems apply to both caring and creative sectors. While it is recognised that 

unions struggle with creative workers due to the informal and transient industrial relations 

characterising the sector (Dean, 2012; Heery et al, 2004; Umney and Kretsos, 2014), there is limited 

information on the exteŶƚ ƚŽ ǁŚŝĐŚ ǁŽƌŬĞƌƐ͛ ŝŶƚƌŝŶƐŝĐ ŵŽƚŝǀĂƚŝŽŶƐ ĚĞůĞŐŝƚŝŵŝƐĞ ĂƌƚƐ-sector unions. 

However, in recent research we have shown how musicians may reject perceived union interference 

in their careers, fearing infringement on their pursuit of meaningful work (author A, 2016; see also 

Proust, 2010).  

These questions are slightly more developed in healthcare literature. French-language literature 

shows how unions have been perceived as remote from the core business of care provision (Tallard 

and Vincent, 2010), particularly as the hospital workforce professionalised throughout the 20th 

Century (Vincent and Volovitch, 2003). Sainsaulieu (2008) argues that hospital staff have historically 

proven hostile to unions, perceiving their campaigns to come between health professionals and their 

patients. Literature on unions in the British National Health Service (NHS) gives a similar impression. 

British healthcare unions tend to be comparatively partnership-oriented with relatively rare instances 

of industrial action (Eurofound, 2011). The emphasis on partnership and service provision has limited 

their mobilising capacity (Saundry and McKeown, 2013; Tailby et al, 2004), and it appears that 

grassroots membership is frequently less inclined to mobilise against managerial initiatives than 

representatives and officials are (Givan and Bach, 2007).  

Trade union revitalisation literature provides another angle on meaning of work conflicts; as a 

ƉŽƚĞŶƚŝĂů ƐŽƵƌĐĞ ŽĨ ĞŶŚĂŶĐĞĚ ƵŶŝŽŶ ůĞŐŝƚŝŵĂĐǇ͘ TŚŝƐ ŝƐ ŵŽƐƚ ĞǀŝĚĞŶƚ ŝŶ ůŝƚĞƌĂƚƵƌĞ ŽŶ ͚ ĞǆƚĞƌŶĂů ƐŽůŝĚĂƌŝƚǇ͛ 
(e.g. Levesque and Murray, 2005; 2013) and community unionism (Holgate, 2015; Wills and Simms, 

2004). A central premise here is that unions should build alliances with other social actors and frame 

their concerns as part of a wider public-interesƚ ĂŐĞŶĚĂ͘ TŚŝƐ ƌĞƋƵŝƌĞƐ ƵŶŝŽŶƐ ƚŽ ŚĂǀĞ ͚ĞǆƚĞƌŶĂů 
ůĞŐŝƚŝŵĂĐǇ͖͛ ƚŚĞ ƉĞƌĐĞƉƚŝŽŶ ƚŚĂƚ ƚŚĞŝƌ ĐůĂŝŵƐ ƌĞƉƌĞƐĞŶƚ ƚŚĞ ŝŶƚĞƌĞƐƚƐ ŽĨ ƐŽĐŝĞƚǇ ƌĂƚŚĞƌ ƚŚĂŶ ƚŚĞŝƌ ŽǁŶ 
ŵĞŵďĞƌƐ͛ ŵĂƚĞƌŝĂů ĐŽŶĚŝƚŝŽŶƐ ;DƵĨŽƵƌ ĂŶĚ HĞŐĞ͕ ϮϬϭϬͿ͘  

Arguably, healthcare unions are increasingly seeking to mobilise this external legitimacy. Efforts to 

generate public opposition to market-oriented hospital reforms have helped to counter institutional 

weakness in cases including Germany (Greer, 2008) and England (Auffenberg et al, 2016). Intuitively, 

meaning of work conflicts could support these strategies; disputes over pay and conditions, for 

instance, may command greater public support if͕ ďǇ ĞǆƚĞŶƐŝŽŶ͕ ƚŚĞǇ ƚŚƌĞĂƚĞŶ ƐƚĂĨĨ͛Ɛ ĐĂƉĂĐŝƚǇ ƚŽ ĐĂƌĞ 
ĨŽƌ ƉĂƚŝĞŶƚƐ ĂƐ ƚŚĞǇ ǁŽƵůĚ ǁŝƐŚ͘ TŚĞ ƌĞĐĞŶƚ NH“ JƵŶŝŽƌ DŽĐƚŽƌƐ͛ ĚŝƐƉƵƚĞ ƉůĂǇĞĚ ŽŶ ƚŚŝƐ ƚŚĞŵĞ͕ ǁŝƚŚ 
one spokesperson arguing in a television interview1 that-  

                                                           
1 Available to view at the following link: https://www.youtube.com/watch?v=VbrHp5Jjlzo (accessed 12 

February 2016) 

https://www.youtube.com/watch?v=VbrHp5Jjlzo


͚AƐ ŝƚ ŚĂƉƉĞŶƐ͕ I͛ŵ ŶŽƚ ƚĞƌƌŝďůǇ ŝŶƚĞƌĞƐted in the pay issue here. What I care about is my 

ƉĂƚŝĞŶƚƐ͛ ƐĂĨĞƚǇ ĂŶĚ ƚŚĞ ǁĂǇƐ ŝŶ ǁŚŝĐŚ I ďĞůŝĞǀĞ ŚŝƐ ĐŽŶƚƌĂĐƚ ǁŝůů ĐĂƐĞ ŵǇ ƉĂƚŝĞŶƚƐ͛ ƐĂĨĞƚǇ ƚŽ ďĞ 
ũĞŽƉĂƌĚŝƐĞĚ͙ Iƚ͛Ɛ ŵǇ ĚƵƚǇ ĂƐ Ă ĚŽĐƚŽƌ ƚŽ ƉƌŽƚĞĐƚ ŵǇ ƉĂƚŝĞŶƚƐ ĨƌŽŵ ƚŚŝƐ ĐŽŶƚƌĂĐƚ͛ 

It appears that the strikers were moderately successful in garnering public sympathy (BBC, 2016), even 

if this did not help them defeat government proposals. It may prove more difficult for creative industry 

workers to use these frames, since their intrinsic motivations are more easily dismissed as 

individualistic or even self-indulgent (Dean, 2012), limiting  the potential of appeals to external 

solidarity.  

OƚŚĞƌ ĨĂĐƚŽƌƐ ŵĂǇ ĂůƐŽ ŝŶĨůƵĞŶĐĞ ƵŶŝŽŶƐ͛ ĞŶŐĂŐĞŵĞŶƚ ǁŝƚŚ ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ ŝƐƐƵĞƐ͕ ƚŚŽƵŐŚ lacking 

extensive literature the discussion at this stage is necessarily speculative. The porosity of the labour 

market in creative work may be important, particularly when combined with the transient nature of 

jobs and disparate employer relationships. Many creative workers are only partially-integrated into 

the labour market; in other words, they pursue jobs in film (Hesmondhalgh and Percival, 2014) or 

music (Umney and Kretsos, 2014) while holding down other sources of income elsewhere. The 

ĞǆŝƐƚĞŶĐĞ ŽĨ ƚŚĞƐĞ ͚ƐĂĨĞƚǇ ŶĞƚƐ͛ might conceivably give workers greater scope to reject one-off jobs 

ƉĞƌĐĞŝǀĞĚ ĂƐ ŝŶƐƵĨĨŝĐŝĞŶƚůǇ ͚ŵĞĂŶŝŶŐĨƵů͕͛ ĚĞĨƵƐŝŶŐ ƚŚĞ potential for meaning of work conflicts.  

Below, we examine how unions engage with, and are influenced by, meaning of work conflicts in these 

two sectors. The differences between the comparators gives the research an exploratory focus, 

considering how unions intervene in two radically different contexts and using these insights to 

generate questions for future research. The two sectors are examined in England and France. In each 

industry there are important national contextual differences that will be elaborated in the empirical 

sections. While these differences have some effect, the sectoral environments prove most important 

in explaining the form taken by meaning of work conflicts.  

Methods 

This paper collates data from three interconnected research projects which, combined, enabled 

examination of meaning of work conflicts in the music and healthcare sectors in France and England. 

An appendix lists the dates and participant breakdown of each study more precisely. The first study 

investigated freelance jazz musicians in London. It was conducted between December 2011 and 

December 2012, involving in-depth qualitative interviews with 30 participants, as well as three key 

ŝŶĨŽƌŵĂŶƚƐ ŝŶ ƚŚĞ BƌŝƚŝƐŚ MƵƐŝĐŝĂŶƐ͛ UŶŝŽŶ ;MUͿ͘ TŚŝƐ ƉƌŽũĞĐƚ mapped the diverse work interviewees 

undertook, examining the labour processes and working conditions involved, and attitudes towards 

union representation. SaŵƉůŝŶŐ ĨŽůůŽǁĞĚ Ă ͚ƐŶŽǁďĂůů͛ model, encompassing workers pursuing 

ĐŽŵƉůĞǆ ͚ƉŽƌƚĨŽůŝŽ͛ ĐĂƌĞĞƌƐ ƚǇƉŝĐĂůůǇ ŝŶǀŽůǀŝŶŐ ƐĞƋƵĞŶĐĞƐ ŽĨ ƐŚŽƌƚ-term engagements with a disparate 

network of employers.  

TŚĞ FƌĞŶĐŚ ƐŝĚĞ ŽĨ ƚŚĞ ŵƵƐŝĐŝĂŶƐ͛ ĚĂƚĂ ǁĂƐ ŐĂƚŚĞƌĞĚ ďĞƚǁĞĞŶ JĂŶƵĂƌy 2014 and April 2015, after the 

original London research was integrated into an expanded comparative research project funded by 

the European Research Council (ERC). 20 participants were interviewed, following sampling methods 

transposed from the London case. We were not able to gain access to French trade unionists, but 

ƋƵĞƐƚŝŽŶĞĚ ŽƵƌ ƉĂƌƚŝĐŝƉĂŶƚƐ ĞǆƚĞŶƐŝǀĞůǇ ŽŶ ĞǆƉĞƌŝĞŶĐĞƐ ŽĨ͕ ĂŶĚ ĂƚƚŝƚƵĚĞƐ ƚŽǁĂƌĚƐ͕ ŵƵƐŝĐŝĂŶƐ͛ ƚƌĂĚĞ 
unionism.  

The data on French hospitals was collected between January 2014 and April 2016, through the same 

ERC-funded study. Data gathering involved key informant interviews with 30 participants including 

trade unionists, public hospital managerial staff, policy-makers, academic experts, and private sector 

representatives. Interviews focused on policy trends towards increasingly competitive funding models 



and their consequences for unions and the front-line labour process. Finally, the dataset was rendered 

symmetrical by further findings from a third project, part of the second ĂƵƚŚŽƌ͛Ɛ PŚD ƌĞƐearch. This 

project examined campaigns against recent NHS reforms, interviewing 21 participants, mainly drawn 

from trade unions and public campaign organisations. 

All of our data was fully transcribed and coded. Given the fact that the data assembled here is derived 

from various projects assembled over several years, coding consistency, and its implications for 

analysis, were ĂŶ ŝŵƉŽƌƚĂŶƚ ĐŽŶĐĞƌŶ͘ IŶ ƚŚĞ ĐĂƐĞ ŽĨ ƚŚĞ ŵƵƐŝĐŝĂŶƐ͛ ĚĂƚĂ͕ ƚŚŝƐ ŝƐƐƵĞ ǁĂƐ ƌĞůĂƚŝǀĞůǇ 
straightforward. All data was gathered and analysed by the first author, meaning a relatively high level 

of coding consistency and a set of codes which evolved coherently as soon as the first transcriptions 

were available. Thus the focus very rapidly shifted to the tension between qualitative attitudes 

towards the labour process and attitudes towards trade unions, and this remained a recurrent theme 

through all fifty interviews.  

The hospital sector interviews were more complex, being conducted independently by the first and 

second authors. The initial insight for this paper came when the first author noticed a parallel between 

hospital (French only) and musicians (French and English) datasets: in each case, the union role 

ĂƉƉĞĂƌĞĚ ƚŽ ďĞ ĐůŽƐĞůǇ ƐŚĂƉĞĚ ďǇ ǁŽƌŬĞƌƐ͛ ƋƵĂůŝƚĂƚŝǀĞ ĂƚƚŝƚƵĚĞƐ ƚŽǁĂƌĚƐ ƚŚĞ ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ͘ TŚŝƐ 
observation led to more extensive rereading of these datasets and then to the engagement of the 

second author who, at this time, was conducting qualitative research with trade unionists in the NHS. 

WĞ ĚŝƐĐƵƐƐĞĚ ƚŚĞ ĨŝƌƐƚ ĂƵƚŚŽƌ͛Ɛ observations, and identified comparable patterns in the NHS data. This 

ůĞĚ ƚŽ ĨƵƌƚŚĞƌ ĂĚĂƉƚĂƚŝŽŶƐ ŝŶ ƚŚĞ ƐĞĐŽŶĚ ĂƵƚŚŽƌ͛Ɛ ŝŶƚĞƌǀŝĞǁ Ɛƚƌategy to elucidate these themes further, 

as well as further discussions between the authors to ensure key terms were understood and 

represented consistently.  

Freelance musicians 

Freelance musicians have limited power resources. They interact with disparate employers in highly 

informal conditions, often under intense competition from passion-driven part-timers as well as full-

time professionals͘ AƐ ͚ĐƌĞĂƚŝǀĞ͛ ǁŽƌŬĞƌƐ ƚŚĞǇ ŚĂǀĞ ůŝŵŝƚĞĚ ĞǆƚĞƌŶĂů ůĞŐŝƚŝŵĂĐǇ͕ since their work is 

commonly associated with individual passion over public need (Dean, 2012). Moreover, the fact that 

they typically transact with a diverse range of employers, each offering different balances between 

meaning and remuneration (Author A, 2014) means there is rarely a coherent managerial agency 

driving labour process changes over time. 

British and French interviews revealed an ŝŶǀĞƌƐĞ ƌĞůĂƚŝŽŶƐŚŝƉ ďĞƚǁĞĞŶ ǁŽƌŬĞƌƐ͛ ŝŶƚƌŝŶƐŝĐ ŵŽƚŝǀĂƚŝŽŶƐ 
and expectations of material reward. Where jobs afforded little scope to pursue artistic objectives, 

workers were more assertive in expecting particular pay and conditions. Where labour processes were 

less regulated, expected fees could plummet (see Author A, 2014, for a fuller discussion). Since labour 

markets were structured through disparate one-off engagements, meaning of work conflicts were 

generally engaged before musicians entered each workplace. Meaningful work and materially 

rewarding work were undoubtedly in tension and often perceived as mutually exclusive. However, 

individuals traded these factors against each other on a case-by-case basis, looking to strike a balance. 

Thus ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ ĐŽŶĨůŝĐƚƐ ǁĞƌĞ ŶĞŐŽƚŝĂƚĞĚ ŝŶ ŚŝŐŚůǇ ƉĞƌƐŽŶĂůŝƐĞĚ ǁĂǇƐ ƚŚƌŽƵŐŚ ŝŶĚŝǀŝĚƵĂůƐ͛ 
career planning. 

TŚŝƐ ƌĞŶĚĞƌƐ ǁŽƌŬĞƌƐ͛ ŝŶƚƌŝŶƐŝĐ ŵŽƚŝǀĂƚŝŽŶs a serious problem for unions for two reasons. Firstly, 

ďĞĐĂƵƐĞ ǁŽƌŬĞƌƐ ĐŽƵůĚ ďĞ ĨĂƚĂůŝƐƚŝĐ ĂďŽƵƚ ǁŽƌŬŝŶŐ ĐŽŶĚŝƚŝŽŶƐ ŽŶ ͚ŵĞĂŶŝŶŐĨƵů͛ ũŽďƐ. Secondly, because 

balanced portfolios were negotiated in highly personal ways, workers often rejected union attempts 

to regulate pay as unwarranted interference. In this scenario, the meaning of work conflict is more 



pronounced between workers and unions than between workers and employers. One French 

interviewee (interview, French pianist) put this pointedly, suggesting that the opportunity to pursue 

work (for whatever price) was a gift in itself͗ ͞In jazz, we never really have conflict with an employer͙ 

ǇŽƵ ĂƌĞ ŚĂƉƉǇ ǁŚĞŶ ǇŽƵ ĂƌĞ ĞŶŐĂŐĞĚ ƚŽ ǁŽƌŬ ĞǀĞŶ ŝĨ ǇŽƵ ĂƌĞŶ͛ƚ ǁĞůů-paid͘͟ Certain employers would 

allow less scope to pursue creative objectives than others, but this was typically understood in 

advance and was reflected in higher fee demands.  

IŶ BƌŝƚĂŝŶ͕ ƚŚĞ ŽƉĞŶŶĞƐƐ ŽĨ ƚŚĞ MU͛Ɛ ƐƚƌƵĐƚƵƌĞ ǁĂƐ Ă ĨƵƌƚŚĞƌ ĐŽŵƉůŝĐĂƚŝŶŐ ĨĂĐƚŽƌ͕ ƌĞĨůĞĐƚŝŶŐ ƚŚĞ ƉŽƌŽƐŝƚǇ 
ŽĨ ƚŚĞ ŵƵƐŝĐŝĂŶƐ͛ ůĂďŽƵƌ ŵĂƌŬĞƚ͘ TŚĞ ƵŶŝŽŶ has virtually no membership restrictions except that 

applicants should undertake some form of paid music work. The implications of this are shown by one 

ŽĨĨŝĐŝĂů͕ ǀŝĂ Ă ĐŽŵƉĂƌŝƐŽŶ ǁŝƚŚ ƚŚĞ PƌŽĨĞƐƐŝŽŶĂů FŽŽƚďĂůůĞƌƐ͛ AƐƐŽĐŝĂƚŝŽŶ ;PFAͿ͗  

͚YŽƵ͛ƌĞ ĞŝƚŚĞƌ ŽŶ ƚŚĞ ďŽŽŬƐ ǁŝƚŚ Ă ĐŽŶƚƌĂĐƚ ŽĨ Ă ĨŽŽƚďĂůů ĐůƵď͕ Žƌ ǇŽƵ͛ƌĞ ŶŽƚ͙ ƚŚĂƚ͛Ɛ ƚŚĞ PFA͛Ɛ 
criteria͙ FŽƌ ƵƐ͕ ŝƚ͛Ɛ ŶŽƚ ƚŚĂƚ ƐƚƌĂŝŐŚƚ ĨŽƌǁĂƌĚ͙ If you go out there and talk to ten people on 

the street, [and ask if they are a musician]͙ two of them, maybe three, will say ǇĞƐ͘ ͞AƌĞ ǇŽƵ 
ŽĨĨ ƚŽ ĚŽ Ă ŐŝŐ ŶŽǁ͍͟ ͞NŽ͙͟ ͞BƵƚ I Ăŵ ĂďŽƵƚ ƚŽ ĚŽ Ă ƌĞĐŽƌĚŝŶŐ͟, ͞ǁƌŝƚŝŶŐ ŶĞǁ ŵĂƚĞƌŝĂů͕͟ ͞ũƵƐƚ 
ůĞĨƚ Ă ďĂŶĚ ďƵƚ I ǁŝƐŚ I ŚĂĚŶ͛ƚ͕͟ ͞ŚŽƉŝŶŐ ƚŽ ƉŝĐŬ ŝƚ ƵƉ ĂŐĂŝŶ͙͟ That makes it incredibly difficult 

ĨŽƌ ƵƐ ďĞĐĂƵƐĞ ǇŽƵ͛ƌĞ ƚƌǇŝŶŐ ƚŽ ŝŶĨůƵĞŶĐĞ ƚŚŝƐ ƐŚifting mass of people͙ A girl might be working 

at Waitrose today and doing a gig at Pizza Express next week- ŝĨ ǁĞ ĐĂƚĐŚ ŚĞƌ ƚŚĞ ǁĞĞŬ ƐŚĞ͛Ɛ 
working at Waitrose, that dŽĞƐŶ͛ƚ ŵĞĂŶ ƐŚĞ͛Ɛ ŶŽƚ Ă ŵƵƐŝĐŝĂŶ’ 

This openness raises the image of the union organiser as cat herder (a metaphor used by the same 

interviewee). Even setting aside the trade-offs made by full-time professionals, there is an 

ƵŶƋƵĂŶƚŝĨŝĂďůĞ ĐŽŶƐƚŝƚƵĞŶĐǇ ŽĨ ƉĞŽƉůĞ ǁŚŽ ĂƌĞ ƉĂƌƚŝĂůůǇ ŝŶƚĞŐƌĂƚĞĚ ŝŶƚŽ ƚŚĞ ŵƵƐŝĐŝĂŶƐ͛ ůĂďŽƵƌ ŵĂƌŬĞƚ͕ 
whose only concern was pursuing an intrinsic motivation to play music. This multiplicity of motivations 

in both Britain and France presents fundamental problems when trying to galvanise collective 

demands.  

The British MU has sought new strategies to address this problem. Most obviously, it has recruited 

ĨƌĞĞůĂŶĐĞƌƐ ƚŚƌŽƵŐŚ ĂŶ ͚ĂůŵŽƐƚ ĐŽŶƐƵŵĞƌŝƐƚ͛ ƐĞƌǀŝĐŝŶŐ ŵŽĚĞů ;ŝŶƚĞƌǀŝĞǁ͕ ŶĂƚŝŽŶĂů ŽĨĨŝĐŝĂůͿ͕ ƉƌŽǀŝĚŝŶŐ 
discounted insurance, legal services and career-support events. However, it has also tried to 

conduct campaigns over pay, albeit in a highly specific manner reflecting the unreliability of 

mobilising workers themselves͘ IƚƐ ĨůĂŐƐŚŝƉ ͚WŽƌŬ NŽƚ PůĂǇ͛ ĐĂŵƉĂŝŐŶ ;WNPͿ ĂŝŵƐ ƚŽ ͚ŶĂŵĞ 
ĂŶĚ ƐŚĂŵĞ͛ ĞŵƉůŽǇĞƌƐ ǁŚŽ ŽĨĨĞƌ ůŽǁ ƉĂǇ͕ ŚŽƉŝŶŐ ƚŽ ƌĂŝƐĞ ĂǁĂƌĞŶĞƐƐ ĂŵŽng musicians of the 

necessity of thinking critically about pricing. For its targets, the campaign relies on workers 

having the awareness and assertiveness to report such instances; as such, the model is 

inevitably highly voluntaristic in tone:  

͚I think [iƚ͛Ɛ ĚŽǁŶ ƚŽ ƚŚĞ ŝŶĚŝǀŝĚƵĂů͛Ɛ ƉĞƌƐŽŶĂů ƉŽůŝƚŝĐƐ͘ BƵƚ I ƚŚŝŶŬ ǁŚĂƚ͛Ɛ ŬĞǇ ŚĞƌĞ ŝƐ ƚŚĂƚ 
ƉĞŽƉůĞ ĐĂŶ ĐŚŽŽƐĞ ƚŽ ǁŽƌŬ ĨŽƌ ĨƌĞĞ͘ WŚĂƚ ǁĞ͛ƌĞ ƐĂǇŝŶŐ ŝƐ ƚŚĂƚ ŝƚ ƐŚŽƵůĚ ďĞ ƚŚĞŝƌ ĐŚŽŝĐĞ͘ TŚĂƚ͛Ɛ 
the message͙ TŚĞǇ ŵĂǇ ǁĞůů ĚŽ ƚĞŶ ƉĂŝĚ ŐŝŐƐ ĂŶĚ ƚŚĞŶ ƐĂǇ ͞ůĞƚ͛Ɛ ĚŽ ƚŚĞ ĞůĞǀenth for nothing, 

bĞĐĂƵƐĞ ƚŚĂƚ͛Ɛ ƚŚĞ ŽŶĞ ƚŚĂƚ ĐŽƵůĚ ƌĞĂůůǇ ĐƌĂĐŬ ŝƚ ĨŽƌ ƵƐ͘͟ I ǁŽƵůĚŶ͛ƚ ŶĞĐĞƐƐĂƌŝůǇ ƌĞĐŽŵŵĞŶĚ 
ƚŚĂƚ͕ ďƵƚ ǁŚĂƚ ǁĞ͛ƌĞ ƐĂǇŝŶŐ ŝƐ ƚŚĂƚ ƚŚĂƚ͛Ɛ ƚŚĞ ĂƌƚŝƐƚ͛Ɛ ĐŚŽŝĐĞ͛͘ (interview, national official) 

The likelihood of musicians buying into this campaign is threatened by worker pursuit of meaningful 

ǁŽƌŬ͕ ĂŶĚ ƚŚĞ ƐƚƌƵĐƚƵƌĞ ŽĨ ƚŚĞ ůĂďŽƵƌ ŵĂƌŬĞƚ ǁŚŝĐŚ ŶĞĐĞƐƐŝƚĂƚĞƐ ŝŶĚŝǀŝĚƵĂůŝƐĞĚ ͚ďĂůĂŶĐŝŶŐ ĂĐƚƐ͛ 
between meaningful and well-remunerated jobs. For this reason, there is a recognition underpinning 

the WNP campaign that its ƉƌŝŵĂƌǇ ͚ĂƵĚŝĞŶĐĞ͛ ŝƐ not actually musicians. As one official states͗ ͚ůĞƚ͛Ɛ 
ƉƵƚ ŝƚ ďůƵŶƚůǇ ŚĞƌĞ͘ WŚĂƚ ǁĞ͛ƌĞ ƚƌǇŝŶŐ ƚŽ ĚŽ ŝƐ ŝŶĨůƵĞŶĐĞ ĂŶĚ ĞĚƵĐĂƚĞ ĞŶŐĂŐĞƌƐ͛͘ MƵƐŝĐŝĂŶƐ͛ ŽǁŶ 
reporting is a conduit to reach and pressurise employers, addressing issues of poor pay at source, 



without depending on inculcating a coherent set of material expectations among musicians. Thus, the 

question of the meaning of work is avoided entirely; employers, at least, provide a focal point with 

negotiable objectives. Hence among British freelance musicians, meaning of work conflicts have 

driven a wedge between workers and their unions, meaning that the latter vacate this terrain, and 

instead look to engage directly with other actors.  

In France, as mentioned, we did not obtain data from trade union officials, but our musician interviews 

revealed insights into how unions were perceived by workers. The important contextual difference is 

the existence of the intermittents du spectacle system; a social insurance institution specifically 

adapted for arts workers, which has no equivalent in England. This system, and the austerity-driven 

threats to it, provide a focal point for union action that does not exist elsewhere (Proust, 2010; Bodnar, 

2006). However, our interviews with French freelance musicians revealed scepticism about the union 

role in coordinating these initiatives (author A, 2016). Only two musicians were union members: one 

because of administrative support provided in negotiating intermittence-related bureaucracy, and one 

(for one participant with strong left-wing beliefs) because of a sense of political duty. One participant, 

who was not a union member, nonetheless supported their mobilisations against threats to the 

intermittence system, but favoured more informal discussion as a means to make his point: 

͞WŚĂƚ ǁĞ ŚĂǀĞ ƚŽ ĚŽ͕ musiciens intermittents͕ ŝƐ ŝŶĨŽƌŵ ƉĞŽƉůĞ͘ MŽƐƚ ƉĞŽƉůĞ ĚŽŶ͛ƚ ŬŶŽǁ 
how the intermittents du spectacle system works. The majority are only informed by the 

media and tŚĞ ŵĞĚŝĂ ĚŽĞƐŶ͛ƚ ƚĞůů ƚŚĞ ƚƌƵƚŚ ĂďŽƵƚ ƚŚĞ ƐǇƐƚĞŵ͘ AŶĚ ƵƐ͕ ŽƵƌ ƌŽůĞ͕ ŝƐ ƚŽ ŝŶĨŽƌŵ 
people so they understand how it works. The system is not as deficitaire as we are told and it 

ŝƐ ĞǀĞŶ ĐŽŵŝŶŐ ƚŽ ďĞ ǀŝĂďůĞ ŝƚƐĞůĨ͙ ƚŽ ďĞ ƵŶŝŽŶŝƐĞĚ Žƌ ŶŽƚ ŵĂƚƚĞƌƐ ůŝƚƚůĞ͘ TŽ ŝŶform people of 

our day-to-ĚĂǇ ĂŶĚ ŚŽǁ ƚŚĞ ƐƚĂƚƵƚĞ ǁŽƌŬƐ͕ ƚŚĂƚ͛Ɛ ŝŵƉŽƌƚĂŶƚ͟ (interview, French bassist) 

While this indicates a political awareness that was arguably slightly more elevated than in the UK 

owing to contestation of intermittence, it is therefore striking that this political awareness tended to 

ďĞ ĞǆƉƌĞƐƐĞĚ ŝŶ ǁŚĂƚ ŽŶĞ ŝŶƚĞƌǀŝĞǁĞĞ ĚĞƐĐƌŝďĞĚ ĂƐ Ă ŵŽƌĞ ͚ƵŶĚĞƌŐƌŽƵŶĚ͛ ǁĂǇ͗ ƐŚĞ ƉŽŝŶƚĞĚůǇ ĂƌŐƵĞĚ 
that jazz musicians, herself included, would attend demonstrations or sign petitions but would not 

attend a union meeting. The fact that musician participants resisted perceived interference in the 

day-to-day decisions they made about work is important in explaining why union membership rarely 

went beyond this level. Hence, while institutional differences provided unions with different 

priorities in both cities, the basic structure of freelance music work meant that meaning of work 

conflict were blocked terrain for trade unions.  

The hospitals sector 

Hospital workers are situated very differently from freelance musicians. They are more likely to be 

employed continuously by one organisation, with less scope for competition with peripheral labour 

market participants. Intuitively, they appear to have greater scope for external legitimacy given the 

(often literally) life-and-death nature of their work. Moreover, there is a much clearer managerial 

agency at work compared to music. Both France and England have witnessed significant hospital 

reforms over the last decade; notably the Health and Social Care Act of 2012 (HSCA) in England which 

sought to significantly expand the scope for private provision in the NHS, and pushes towards more 

competitive models of funding in France.  

In France, public hospitals have experienced pressure from organisational-level management and 

directly through government policy. Budget restraints have prompted reductions in the hospital 

workforce. Between 2000 and 2012, staffing levels in French healthcare lagged behind those in other 

OECD countries (OECD, 2015) leading to work intensification for the remaining staff (Audier et al, 

2012). The same period has also seen a shift in hospital financing methods towards Tarification à 



ů͛Activité (T2A), whereby conditions and procedures are associated with standardised costs 

established at national level. French hospital budgets are now almost entirely determined by the 

number of procedures they perform following standardised tariffs. This has unleashed pressures to 

accelerate turnaround times and was blamed by many participants for pushing public service 

organisations towards Ă ͚ŵĂƐƐ ƉƌŽĚƵĐƚŝŽŶ͛ model of health provision (massification). In the English 

NHS, recent decades have seen repeated reorganisations, generally with a view to encouraging 

greater competition between public and private providers. The HSCA sought to expand private 

provision through the creation of Clinical Commissioning Groups (CCGs). CCGs comprise mainly 

General Practitioners alongside some lay members, and are responsible for commissioning and 

managing service provision, including setting targets and allocating funding. 

In both cases, these changes had precipitated growing concerns among hospital workers their labour 

ƉƌŽĐĞƐƐ͘ IŶ ƉĂƌƚŝĐƵůĂƌ͕ Ă ƌĞĐƵƌƌĞŶƚ ƚŚĞŵĞ ǁĂƐ ĐŽŶĐĞƌŶ ƚŚĂƚ ƚŚĞƐĞ ĐŚĂŶŐĞƐ ǁŽƵůĚ ƚŚƌĞĂƚĞŶ ƐƚĂĨĨ͛Ɛ ĂďŝůŝƚǇ 
to practice in a manner consistent with their own motivations. In the NHS, accelerated by the HSCA, 

measuring outcomes has become more and more important for managers, albeit unevenly. While 

some CCGs appeared willing to find collaborative solutions to patient care others had a more distant 

approach which was more reliant on imposing managerially-defined processes and targets on staff, 

particularly around patient contacts and discharges. This depends on how easily quantifiable 

particular health services are; where this is difficult, staff retained autonomy to design care in a 

manner they felt matched patient needs. In other cases, workers could find that the targets set by the 

CCG did not fit their own view of the purpose of the job.  

͚Our outcomes, I wouldn't see as being the same as theirs. Good patient care and quality to 

ŵĞ͕ ŝƐ ŶŽƚ ŶĞĐĞƐƐĂƌŝůǇ ǁŚĂƚ ƚŚĞ CCG ŝĚĞŶƚŝĨŝĞƐ ĂƐ ŐŽŽĚ ƉĂƚŝĞŶƚ ĐĂƌĞ͘ ͙ TŚĞǇ ĂƌĞ ũƵƐƚ ůŽŽŬŝŶŐ 
at numbers and money really as opposed to quality of care. They want more volume. I want 

to give the M&S of services, they want the Primark, fast ĂŶĚ ĐŚĞĂƉ͛ (interview, NHS Speech 

and language therapist [SLT]) 

In response, staff had had to find ways to navigate the conflict between management demands and 

professional ethics. In dealing with her own targets, one healthcare professional said:  

͚You fŝŶĚ ǁĂǇƐ ƚŽ ǁŽƌŬ ĂƌŽƵŶĚ ŝƚ ĚŽŶΖƚ ǇŽƵ͕ ǇŽƵ Ĩŝƚ ǇŽƵƌ ƉƌŝŽƌŝƚŝĞƐ ŝŶ͘ ͙ YŽƵ ǁĞƌĞ ůŝƚĞƌĂůůǇ 
going through the motions to make it work. Tick the box...it was a meaningless exercise. It 

took a lot of time, it was very time consuming and took you away from patients for a 

meaningless exercise because someone decided ƚŚĂƚ ǁĂƐ ǁŚĂƚ ǁĂƐ ŐŽŽĚ ĨŽƌ ƚŚĂƚ͛ 
(interview, SLT) 

There was also a growing sense that playing along with bureaucratic demands is necessary to preserve 

jobs in a context of scarce funding.  

͚It would take me 30-45 minutes every day to do the reporting͙ go in a slow system, click a 

whole bunch of buttons, look for the activity that we were doing... And 45 minutes, that's one 

patient that I would see less in a day. But it's all about protecting yourself because someone 

ǁŝůů ĐŽŵĞ ĂƌŽƵŶĚ ĂŶĚ ƐĂǇ ͚ǇŽƵ ŚĂǀĞ ϰ ŶƵƌƐĞƐ ďƵƚ ǇŽƵ͛ƌĞ ĚŽŝŶŐ ƚŚĞ ĞƋƵŝǀĂůĞŶƚ ǁŽƌŬ ŽĨ 2 nurses, 

ƐŽ ǇŽƵ ĚŽŶΖƚ ŶĞĞĚ ϰ͛ (interview, NHS Nurse) 

In French hospitals, meaning of work conflicts had intensified more obviously, particularly following 

T2A. By marginalising the unquantifiable aspects of healthcare, T2A conflicts with the public service 

sensibilities of public hospital participants. Interviewees spoke about a ƉƌŝǀĂƚŝƐĂƚŝŽŶ ĚĞ ů͛ĞƐƉƌŝƚ: the 

sense that management discourse in public hospitals had internalised, and was propagating, the cost-

effectiveness rhetoric of the private sector. 



͚WĞ ĂƌĞ ƐĂǇŝŶŐ ƚŽ ƉƵďůŝĐ ŚŽƐƉŝƚĂů ĚŽĐƚŽƌƐ͕ ǇŽƵ ƐŚŽƵůĚ ĚŽ ǇŽƵƌ ũŽď ďĂĚůǇ͙ Iƚ͛Ɛ Ă ĐƵůƚƵƌĞ͕ ŝƚ͛Ɛ ŝŶ 
ƚŚĞ ŚĞĂĚ͙ WĞ ĚŽŶ͛ƚ ĨŽƌĐĞ ƚŚĞŵ ƚŽ ĚŽ ŝƚ ďƵƚ ǁĞ ƐĂǇ ƚŽ ƚŚĞŵ͙ ͞Ă birth is three days. If you 

ƌĞƚĂŝŶ ƐŽŵĞŽŶĞ ĨŽƵƌ ĚĂǇƐ͕ ǁĞ ĂƌĞ ŝŶ ĚĞĨŝĐŝƚ͕ ƚŚĞ ƐĞƌǀŝĐĞ ŝƐ ŝŶ ĚĞĨŝĐŝƚ͙͟ TŚĂƚ͛Ɛ ƚŚĞ ŵĂƌŬĞƚŝƐĂƚŝŽŶ 
ŽĨ ŚŽƐƉŝƚĂůƐ͘ Aůů ƚŚĞ ƌƵůĞƐ ĐŽŵĞ ĨƌŽŵ ƚŚĞ ƉƌŝǀĂƚĞ ƐĞĐƚŽƌ͕ ĨƌŽŵ ĞŶƚĞƌƉƌŝƐĞ͛ ;ŝŶƚĞƌǀŝĞǁ͕ ŚĞĂůƚŚ 
economist) 

While interviews did not uncover widespread managerial enforcement of this logic of ͚massification͕͛ 
this was something that concerned participants greatly. As in the NHS, techniques such as 

performance-ƌĞůĂƚĞĚ ƉĂǇ ĂŶĚ ŽƚŚĞƌ ͚ŝŶĚŝǀŝĚƵĂůŝƐŝŶŐ͛ ŝŶĐĞŶƚŝǀĞs are highly limited, notably through 

centralised regulation of fonctionnaire working conditions and career progression. Nonetheless, an 

interviewee from the union SUD Santé-Sociaux was worried about initial steps in this direction:  

͚WĞ ĂƌĞ ŶŽƚ ƉĞŶĂůŝƐĞĚ ŝŶĚŝǀŝĚƵĂůůǇ͘ NŽƚ ǇĞƚ͘ TŽĚĂǇ͕ ǁĞ ĂƌĞ ŶŽƚ ƚŽůĚ ƚŚĂƚ ͞ǇŽƵ ŚĂǀĞ ƐƉĞŶƚ ƚŽŽ 
ŵƵĐŚ ƚŝŵĞ ǁŝƚŚ Ă ƉĂƚŝĞŶƚ͕ ƐŽ ǇŽƵ ŚĂǀĞ ďĞĞŶ ůĞƐƐ ĞĨĨŝĐŝĞŶƚ͕ ƐŽ ǁĞ͛ůů hold back some of your 

ƐĂůĂƌǇ͙͟ BƵƚ ŝƚ͛Ɛ ŶŽƚ ŽƵƚ ŽĨ ƚŚĞ ƋƵĞƐƚŝŽŶ ƚŚĂƚ ǁĞ͛ůů ŐĞƚ ƚŚĞƌĞ͘ TŚĞƌĞ ĂƌĞ ĂůƌĞĂĚǇ ŵĞĂƐƵƌĞƐ ŝŶ 
place that go towards that logic- for example the prime au merit͙ There are primes [bonuses] 

which are allocated to us twice a year͙ “Ž ƚŚĂƚ ŝƐ ĂŶ ĞŶƚƌǇ ƉŽŝŶƚ ƚŽǁĂƌĚƐ Ă ŵŽƌĞ ŐĞŶĞƌĂůŝƐĞĚ 
ƐǇƐƚĞŵ ŽĨ ŵĞƌŝƚŽĐƌĂĐǇ͙ [Secondly, we] have an annual interview with our line manager, with 

whom we ĚŝƐĐƵƐƐ ŚŽǁ ǁĞůů ǁĞ͛ƌĞ ŝŶƚĞŐƌĂƚŝŶŐ ŝŶƚŽ ƚŚĞ ƚĞĂŵ͕ ǁŚĂƚ ƉůĂĐĞ ǁĞ ŚĂǀĞ ƚĂŬĞŶ͕ ǁĞ 
summarise also the work we have done... More and more, in these meetings, we have 

ŝŶĚŝǀŝĚƵĂůŝƐĞĚ ŽďũĞĐƚŝǀĞƐ͙ AŶĚ ŽŶĞ ĨĞĞůƐ Ăůů ŽĨ Ă ƐƵĚĚĞŶ ƌĞƐƉŽŶƐŝďŝůŝƐĞĚ͛ 

How have unions responded to these emerging meaning of work conflicts? This differed in each 

country, but in both cases unions increasingly saw them as areas for intervention. In France, as we 

have seen, workers have been historically resistant to unions, perceiving them as a threat to their 

intrinsic motivation to care for patients. However, in the wake of work intensification and perceived 

massification, unions have increasingly sought to emphasise care quality in their discourse (Vincent 

ĂŶĚ VŽůŽǀŝƚĐŚ͕ ϮϬϬϯͿ͘ IŶ ƚŚŝƐ ƐĞŶƐĞ͕ TϮA ĂŶĚ ƌĞůĂƚĞĚ ƌĞĨŽƌŵƐ ŚĂǀĞ ďĞĞŶ Ă ƐŽƵƌĐĞ ŽĨ ͚ĨƵĞů͛ ĨŽƌ ƚŚĞŵ 
;“ĂŝŶƐĂƵůŝĞƵ͕ ϮϬϬϴͿ͘ A ŶĂƚŝŽŶĂů CGT ŽĨĨŝĐŝĂů͕ ǁŚĞŶ ĂƐŬĞĚ ƚŽ ƐƵŵŵĂƌŝƐĞ ŚŝƐ ŽƌŐĂŶŝƐĂƚŝŽŶ͛Ɛ ĐĂŵƉĂŝŐŶŝŶŐ 
objectives, made this explicit:  

͚We consider that we are not producteurs du soin ͚ŵĂŶƵĨĂĐƚƵƌĞƌƐ ŽĨ ĐĂƌĞ͛͘ The logic is that 

ƚŚĞ ŚŽƐƉŝƚĂů ŝƐ Ă ďƵƐŝŶĞƐƐ ƉƌŽĚƵĐŝŶŐ ŚĞĂůƚŚ ĐĂƌĞ͘ WĞ ƐĂǇ ƚŚĂƚ ŝƚ ĚŽĞƐŶ͛ƚ ǁŽƌŬ ůŝŬĞ ƚŚĂƚ͘ The 

taking care of patients is very complex͘ Iƚ͛Ɛ ŶŽƚ ũƵƐƚ ƚĞĐŚŶŝƋƵĞ͕ ĂŶĚ ƚŚĞ ŵŽƌĞ ƚŚĞ ƉŽƉƵůĂƚŝŽŶ 
ĂŐĞƐ͕ ƚŚĞ ůĞƐƐ ŝƚ͛Ɛ ĂďŽƵƚ ƚĞĐŚŶŝƋƵĞ͙ Iƚ͛Ɛ ƚŝŵĞ͕ ŝƚ͛Ɛ ǁŽƌĚƐ- when we reassure the person and 

explain their illness, or explain their treatment͙ Because that time, in the chemin 

productiviste ͚ƉƌŽĚƵĐƚŝǀŝƐƚ ƉĂƚŚǁĂǇ͛ ƚŚĂƚ ǁĞ ĨĂĐĞ ƚŽĚĂǇ͕ ƚŚĂƚ ĚŽĞƐŶ͛ƚ ĞǆŝƐƚ͘ Iƚ ĐŽŶƐŝĚĞƌƐ ŝƚ ĂƐ 
time lost͙ So what we trade unionists are demanding now is: return the meaning to work. 

WŽƌŬ ŝŶ ƚĞĂŵƐ͙ and above all, value human relationships with patients... Voila. Today, people 

are worn out. They no longer find meaning in their work.͛ 

In principle, this reveals a very different relationship between unions and meaning of work conflicts 

ĐŽŵƉĂƌĞĚ ƚŽ ƚŚĞ ŵƵƐŝĐŝĂŶƐ͛ ĐĂƐĞ͘ UŶŝŽŶƐ ĂƌĞ ďĞŐŝŶŶŝŶŐ ƚŽ ƐĞĞ ƚŚĞ ůĂƚƚĞƌ ĂƐ Ă ďĂƚƚůĞŐƌŽƵŶĚ ǁŚŝĐŚ Đan 

help them gain external legitimacy and build alliances. It fits neatly with emerging organisational 

ŵĞƚŚŽĚƐ ƐƵĐŚ ĂƐ ƚŚĞ ͚ĚĞĨĞŶĐĞ ĐŽŵŵŝƚƚĞĞ͛, where unions collaborate with journalists and public 

ĐĂŵƉĂŝŐŶĞƌƐ ƚŽ ĐĞŶƚƌĂůŝƐĞ ƚŚĞ ǁĞůůďĞŝŶŐ ŽĨ ͚le malade͛ ŝŶ Đampaigning against hospital restructurings 

(Vincent and Volovitch, 2003). Such frames play on the juxtaposition between the caring motivations 

of staff and government and managerial agendas. However, contextual factors may reduce the impact 

of these frames ŝŶ ͚ƐƚƌĞĞƚ ůĞǀĞů͛ action. Most French hospital worker mobilisations place them 

alongside other sections of the fonction publique, all of which is suffering a long-running pay freeze, 



and hospital-specific messages may become submerged. Note that management strategies designed 

to re-shape worker incentives remain relatively under-developed in French hospitals. As they 

progress, meaning of work conflicts may move closer to centre stage in union campaigning.  

In England, meaning of work conflicts have been picked up in a less explicit and more ad hoc way. 

While New Labour made attempts to proliferate partnership agreements and social dialogue in the 

NHS, unions have little institutional voice in the CCGs established by the HSCA. Consequently, they 

have sought to mobilise in national anti-privatisation campaigns, some of which were begun by unions 

themselves (such as NHS Together) and some by grassroots campaigners (such as Keep Our NHS 

Public). In the words of one trade union interviewee:   

͚We did everything we could in terms of legal things, a lot of money into fighting it, did a lot 

of political work, social media things, there was even the Andrew Lansley rap which brought 

it down to pretty puerile levels, anything to popularise it, because that was the big thing; that 

it ǁĂƐ ďĞŝŶŐ ĚŽŶĞ ƵŶĚĞƌ ƚŚĞ ƌĂĚĂƌ͛ 

Whereas French trade unionists were explicit about the meaning of work, in England these themes 

were used in more improvisatory fashion, to lend external legitimacy to their campaigns and thus build 

alliances. The juxtaposition between creeping public-private competition and the public service ethos 

of staff was important. Professional associations in healthcare such as the Royal Colleges have 

historically been more apolitical than unions, with whom they have had a tense relationship. However, 

these groups have voiced strong opposition to the HSCA ƌĞĨŽƌŵƐ ĂŶĚ ƚŚŝƐ ůĞŶƚ ǁĞŝŐŚƚ ƚŽ ƚƌĂĚĞ ƵŶŝŽŶƐ͛ 
arguments. Trade unionists describe fighting against the government to persuade these kinds of 

organisation:  

͚TŚĞƌĞ ǁĂƐ͙ a big rush with the Royal Colleges, it was all but two of them that signed this joint 

letter to Cameron, saying that the bill needed to go. Then [two of them] pulled out. There was 

a lot of phone calls from the department of health saying not to do it and they backed away 

Ăƚ ƚŚĞ ůĂƐƚ ŵŝŶƵƚĞ͛ ;ŝŶƚĞƌǀŝĞǁ͕ national union official) 

The implicit association between worsening material terms and the professional objectives of staff 

has, in some cases, led the traditionally non-militant Royal Colleges to build closer links with unions 

and indeed take industrial action. The RCM went on strike for the first time in its 133-year history in 

2014. For organisers in this organisation, working conditions and the quality of service provision were 

inseparable:  

͚We͙ see our role as campaigning for the best quality services for women and families, so I 

think we've always taken an approach that the best services are those that listen to women 

and try to meet their needs, but also engage and motivate midwives and treat them fairly. So 

we take a very rounded approach to things. So the perception is not that we are not just a 

trade union, we're not just about members͛ pay, we are about the services too͛ 

Hence there were tensions and possibilities for negotiation throughout the process of building 

opposition to HSCA and subsequent local privatisations. Professional organisations have a more 

deeply-embedded concern with qualitative elements of service provision than unions, and for this 

reason they could mistrust the latter. However, the implications of the HSCA and creeping 

privatisation created scope for closer relationships.  

Our interviews suggested that, in this sense, unions engaging with meaning of work conflicts was less 

a strategic choice, and more a learned campaigning tactic, as they sought to build links with new 

actors. Local-level mobilisations against privatisations remain difficult for English hospital unions, 



partly due to fatigue among activists and fear of management reprisals. Consequently, public 

campaigns have tended to outstrip unions in terms of innovative mobilisations, with local activists 

playing an important (and in many cases successful) role in trying to stop private providers taking over 

various health services. The relations between unions and campaigning groups have sometimes been 

strained, particularly if the former are reluctant to become too heavily involved in mobilisations that 

might have workplace repercussions. This constitutes a limit on the use of meaning of work frames in 

current English hospital trade unionism.  

In both the English and French cases unions, in some form, were referring to the meaning of work. 

This was possible because in both countries there was a clear agency imposing changes that would 

affect the labour process and thus exacerbate meaning of work conflicts, upon which unions could 

capitalise to gain legitimacy. In both cases this agency was government, the ultimate employer of 

public hospital workers. However, it was also manifested in a more pointed concern with new 

management techniques in France, which may explain why the meaning of work was highlighted more 

explicitly by union organisers. The final section considers what conclusions may be drawn from these 

observations.  

Discussion and conclusion 

Our initial discussion posed two questions. Firstly, how can unions engage in meaning of work 

conflicts? Secondly, how does the form taken by meaning of work conflicts affect ƵŶŝŽŶƐ͛ ƌŽůĞƐ? There 

are clear differences between the sectors. Among musicians, meaning of conflicts were more 

pronounced between workers and their union than between workers and their employer. 

Consequently, unions sought to shift the terrain entirely͕ ƚŽǁĂƌĚƐ ͚ĞŶŐĂŐŝŶŐ ƚŚĞ ĞŶŐĂŐĞƌƐ͛. By 

contrast, among hospital workers, unions saw meaning of work conflicts as a potential source of 

legitimacy and emerging area of intervention. What explains these contrasts? 

One explanation may be that the opportunities provided by centralising meaning of work conflicts are 

higher for hospital workers, since their intrinsic motivations intuitively appear to have more scope for 

generating public sympathy ƚŚĂŶ ŵƵƐŝĐŝĂŶƐ͛͘ This explanation has commonalities with the argument 

that unions should ĞŶŐĂŐĞ ŵŽƌĞ ǁŝĚĞůǇ͗ ƚŚĞ ŶĞĞĚ ƚŽ ĞǆƉĂŶĚ ͚ĞǆƚĞƌŶĂů ƐŽůŝĚĂƌŝƚǇ͛ (Levesque and 

Murray, 2005; 2013) ĂŶĚ ͚ ĞǆƚĞƌŶĂů ůĞŐŝƚŝŵĂĐǇ͛ ;DƵĨŽƵƌ ĂŶĚ HĞŐĞ͕ ϮϬϭϬͿ͕ ƚŚƵƐ ĂůŝŐŶŝŶŐ ƚŚĞ ƵŶŝŽŶ͛Ɛ ĐĂƵƐĞ 
more closely with the interests of the wider community (Holgate, 2015; Wills and Simms, 2004). 

Existing literature does suggest that community campaigns are a hopeful avenue for hospital workers 

opposing privatisation or managerialism (Greer, 2008; Auffenberg et al, 2016). In furthering these 

efforts, the apparent resonance of meaning of work frames in relation to hospital unions may be a 

powerful potential advantage that creative worker unions do not have. As such it is not surprising that 

hospital unions in our cases sought to capitalise on this, even if this took uneven forms in practice. 

However, this is only part of the explanation. It affects the ease or difficulty with which these frames 

can be employed, but does not explain a deeper-lying difference: whether or not the meaning of work 

is actually a battleground unions can enter in the first instance.  

In this respect, a more critical difference between the cases was the structure and agency of 

ĞŵƉůŽǇĞƌƐ͘ IŶ ŚŽƐƉŝƚĂůƐ͕ ǁŽƌŬĞƌƐ͛ ĐŽŶĚŝƚŝŽŶƐ ǁĞƌĞ ƵůƚŝŵĂƚĞůǇ ĚĞƚĞƌŵŝŶĞĚ ďǇ ĂŶ ĂĐƚŽƌ ǁŝƚŚ whom they 

were employed continuously (i.e. the state), whose policies were imposing changes affecting the 

labour process and intensifying meaning of work conflicts. This was not the case with freelance 

musicians. Each freelancer interacts with many employers, and participants generally felt they knew 

in advance which kinds of engagement would afford more scope to pursue creative objectives, and 

which would afford fewer. As soon as this a priori knowledge exists, meaning of work conflicts are 

removed from the workplace and enter ƚŚĞ ƌĞĂůŵ ŽĨ ŝŶĚŝǀŝĚƵĂůƐ͛ ĐĂƌĞĞƌ-planning decisions. Combined 



with the fact that workers could be highly fatalistic about conditions in jobs which did satisfy their 

intrinsic motivations, it is clear that the pursuit of meaningful work seals off large sections of the 

labour market from union influence beyond service provision. While existing literature is well aware 

of the difficulties of organising freelance creative workers (e.g. Heery et al, 2004; Gill, 2002), the extent 

to which meaning of work conflicts can create barriers between workers and unions merits greater 

acknowledgement.  

A ĨƵƌƚŚĞƌ ĨĂĐƚŽƌ ŝƐ ƚŚĞ ƉŽƌŽƐŝƚǇ ŽĨ ƚŚĞ ŵƵƐŝĐŝĂŶƐ͛ ůĂďŽƵƌ ŵĂƌŬĞƚ ĂŶĚ ƚŚĞ ƌĞƐƵůƚŝŶŐ ĐŽŵƉůĞǆŝƚǇ ŽĨ 
motivations among its participants. The constitƵĞŶĐǇ ŽĨ ŵƵƐŝĐŝĂŶƐ͛ ƵŶions in both countries comprised 

a significant number of people for whom ŵƵƐŝĐ͛Ɛ status as an interest outweighed its status as a source 

of remuneration. This is by no means unique to music; there are unpaid volunteers in many hospitals. 

The question is one of degrees. The music worker with a regular job elsewhere who may perform live 

occasionally is a regular fixture in the live music scene to an extent which is unthinkable in medicine. 

This means that it is not just particular kinds of work that are inherently resistant to union influence, 

but entire groups of partially-integrated labour market participants. While previous studies (e.g. 

Hesmondhalgh and Percival, 2014) have noted the importance of hobbyism in creative labour 

markets, our data casts light on the implications for trade unions.  

We view these factors as more important in explaining differences in union engagement in meaning 

ŽĨ ǁŽƌŬ ĐŽŶĨůŝĐƚƐ ƚŚĂŶ ƚŚĞ ƉĞƌĐĞŝǀĞĚ ůĞŐŝƚŝŵĂĐǇ ŽĨ ǁŽƌŬĞƌƐ͛ ŝŶƚƌŝŶƐŝĐ ŵŽƚŝǀĂƚŝŽŶƐ͘ TŚŝƐ ĂƌŐƵŵĞŶƚ ŚĂs 

implications that will require testing in future empirical work. It leads us to make predictions about 

other potential scenarios. Take a hypothetical case of a different kind of music work; orchestral work, 

where musicians are often retained as regular employees, and which demands regular attendance for 

rehearsals as well as performances (thus ruling out more casual labour market participants). Our 

argument suggests that if, in this context, changes were imposed to the labour process (for instance 

shifting to a more commercialised repertoire) then the relevant union conceivably could intervene 

productively in the resulting meaning of work conflicts. Conversely, we would expect unions 

representing freelance health workers who shift between a range of clients to experience the same 

ƉƌŽďůĞŵƐ ŝŶ ĞŶŐĂŐŝŶŐ ǁŝƚŚ ƚŚĞ ŵĞĂŶŝŶŐ ŽĨ ǁŽƌŬ ĂƐ ƚŚĞ ŵƵƐŝĐŝĂŶƐ͛ ƵŶŝŽŶƐ ĚĞƐĐƌŝďĞĚ ĂďŽǀĞ͘ It is here 

that we locate our key conceptual contribution: meaning of work conflicts are not just a normative 

question. Rather, they reflect the intersection between normative ideas and material circumstance. 

The most important conceptual idea presented here, which should form the starting point for any 

future investigations into unions and the meaning of work, is this connection between employer 

agency and the labour process. We venture that, in other circumstances, the key factor which can 

enable or prevent unions engaging in meaning of work conflicts is the extent to which deleterious 

changes to the labour process are imposed by an identifiable employer agency. 

Hence, in response to the second question identified above, it is clear that where workers encounter 

a complex combination of employers, and where the pursuit of meaningful work is an important factor 

in influencing their labour market choices, meaning of work conflicts will be blocked frontiers for 

unions. Instead, their action is likely to be pushed towards either service provision or attempts to 

engage other targets, such as employers. Where these conflicts are imposed by a continuous 

employer, unions have greater scope to intervene; indeed, they should prioritise doing so if they are 

ƚŽ ďĞ ƐƵĐĐĞƐƐĨƵů ŝŶ ŵŽďŝůŝƐŝŶŐ ŵĞŵďĞƌƐ ŝŶ ŚŝŐŚůǇ ͚ŵĞĂŶŝŶŐĨƵů͛ ũŽďƐ ƐƵĐŚ ĂƐ ƚŚŽƐĞ ŝŶ ƉƵďůŝĐ ƐĞƌǀŝĐĞ͘ This 

is likely to become more important as austerity pressures increase, and this raises an important 

question to be addressed in future empirical work: how can unions be more proactive and effective in 

centralising meaning of work discourses in their campaigning?  

Understanding meaning of work conflicts is important for understanding trade unions generally. The 

way these conflicts play out can have important implications for the strategies unions pursue. They 



can also, potentially, be an object of union agency, if the conditions are appropriate. Hence, unions 

have to find ways of drawing links between worsening conditions and meaning of work conflicts. This 

will likely be an increasingly important task under austerity pressures, particularly in counteracting 

inevitable attempts by conservative voices in the media to prise public support away from workers in 

the event of disputes (see, for instance, the Sun ŶĞǁƐƉĂƉĞƌ͛Ɛ ŶŽƚŽƌŝŽƵƐ ͚MŽĞƚ ŵĞĚŝĐƐ͛ ĂƚƚĂĐŬ ŽŶ NHS 

ũƵŶŝŽƌ ĚŽĐƚŽƌƐ͛ ůĞĂĚĞƌƐͿ (Sun, 2016). Consequently, trade union-sympathetic researchers should 

consider more closely how material trade union concerns can intersect with supposedly intangible 

questions concerning the meaning of work.  
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Appendix 

There are four separate studies informing this research.  

 

Study one: UK 

musicians 

Interviewees Frequency 

First wave: December 

2011-December 2012 

Freelance musicians 

working in London 

30 

Follow-ups: January-

May 2014 

Key informants in the 

MƵƐŝĐŝĂŶƐ͛ UŶŝŽŶ 

3 

 

Study two: French musicians Interviewees Frequency 

One wave: January 2014- April 

2015 

Freelance musicians working in 

Paris 

20 

 

Study three: English NHS Interviewees Frequency 

First wave: April 2015 -

December 2015 

Trade unionists 7 

Healthcare activists 8 

NHS management  2 

Second wave: September 2016 

- November 2016 

NHS employees 2 

 NHS activists 2 

Follow ups ʹ September 2016 Key informants in trade unions 

and NHS campaigning  

2 

 

Study four: French hospitals Interviewees Frequency 

Interviews conducted in Paris 

by first author: January 2014-

April 2015 

Academic experts 4 

Trade union representatives 2 

Private sector representatives 1 

Public policymakers and policy 

advisors 

2 

Hospital managers and senior 

practitioners 

2 

Interviews conducted in 

Marseille by both authors; 

January 2016-April 2016 

Trade unionists 2 

Senior managers in public 

hospitals 

1 

Senior managers in private 

hospitals 

1 

Interviews conducted in Nice, 

Corsica, Marseille and Paris by 

second author, (January 2016-

May 2016) 

Trade unionists 11 

Senior managers in Public 

hospitals 

1 

Academic experts 1 

Political representatives 1 

Public policymakers and policy 

advisors 

1 

 



 

 


