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Abstract

This article reviews work and employment research, paying particular at-
tention to theory and applications by scholars in organizational psychology
and organizational behavior (OP/OB) and employment or industrial rela-
tions (ER), with the objective of better understanding employee and labor-
management relationships. Our animating premise is that juxtaposing these
two research traditions provides a stronger basis for analyzing these rela-
tionships today. OP/OB offer micro- and meso-level focuses, whereas ER
focuses on organizations, collective actors, and labor markets, with an em-
phasis on historical context. We hope this review motivates efforts to think
about and build new social and psychological contracts that are attuned to
the evolving dynamics present in the economy, workforce, and society. To
this end, we look to the future and propose ways of deepening, broadening,
and accelerating the pace of research that might lead to useful changes in
practices, institutions, and public policies.
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INTRODUCTION

Since the 1980s, significant social and economic changes have produced equally significant con-
sequences for employee and labor-management relationships. A dominant theme in work and
employment scholarship concerns one such consequence: the breakdown or transformation in
the social contract that implicitly governed work and employment relationships and helped to
balance worker and employer interests from roughly the end of World War II through the 1970s.
We subsequently use the term “breakdown” in our review because it describes the disappearance
of the parallel improvements in productivity, wages, and working conditions prior to the 1980s, a
pattern that has not yet remerged. Several forces, including technological change, the globalization
of production and labor markets, the emergence of new financial models of the firm, the decline
of unions and other labor market institutions, and the pursuit of flexibility through new organiza-
tional forms, contributed to this breakdown. These same forces also transformed the psychological
contract, a parallel concept in organizational scholarship that similarly emphasizes the mutual obli-
gations of individuals and employers. A defining challenge for contemporary researchers is hence
to better understand employee and labor-management relationships in search of ways to build
new social and psychological contracts better suited to today’s economy, workforce, and society.

To help meet this challenge, we review recent work and employment research, drawing specific
attention to evidence on these issues from scholars in organizational psychology and organizational
behavior (OP/OB) and employment or industrial relations (ER). Organizational studies provide
a micro- and meso-level focus when examining employee and labor-management relationships.
Scholarship in this tradition illuminates how individual workers and supervisors relate to each other
and how individuals come to see themselves in relation to workplace groups. ER scholarship, by
contrast, tends to look at organizations, labor markets, and institutions, taking a decidedly more
historical approach to illuminate how collective actors—namely, labor and management—engage
with each other to shape the rules and expectations of work.

In this review, we emphasize changes felt predominantly by US workers and employers. How-
ever, we include a global perspective by drawing on non-US sources and by calling attention to
globalization and global relationships. We put the social contract and psychological contracts at
the center of this effort, using them to form a bridge between OP/OB and ER. After juxtaposing
these literatures, we look to the future and propose ways of deepening, broadening, and accelerat-
ing the pace of research that might lead to changes in practices, institutions, and public policies for
building new social and psychological contracts better attuned to the current and future economy
and workforce.

Social and Psychological Contracts at Work

When analyzing the changing nature of work, ER researchers often use the metaphor of a social
contract at work to describe the mutual expectations and obligations that workers, employers,
and their communities and societies have for work and employment relationships (Kochan 2000).
Historically, the post–World War II social contract has often been illustrated by the tandem
movements in productivity and compensation, a relationship that broke down in the 1980s (see
Figure 1). This change, and the accompanying changes in workplace practices, unions and collec-
tive bargaining, public policies, and the relative power of labor and management, led ER scholars
to argue that a fundamental breakdown in the postwar social contract had occurred (Kochan &
Dyer 2017, Kochan et al. 1993, Walton et al. 1994).

OP/OB researchers often rely on a parallel concept, the psychological contract, to capture
more micro-level changes in the employment relationship. By the psychological contract, they
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Figure 1
The social contract, pre- and post-1980: The nearly 40-year gap in wages-productivity growth. Source: Economic Policy Institute
analysis of Bureau of Labor Statistics and Bureau of Economic Analysis; https://www.epi.org/productivity-pay-gap/. Used with
permission of the Economic Policy Institute.

mean the obligations that individuals believe exist between them and the organizations in which
they work (Morrison & Robinson 1997, Rousseau et al. 2018). Such obligations may concern
short-term transactional exchanges that are economic in nature as well as long-term relational
exchanges characterized by trust and commitment (Shore & Tetrick 1994).

The psychological contract depends on an organization’s agents, strategy, and environment
(Shore & Tetrick 1994). Consequently, a growing number of organizational scholars are concerned
with the psychological contract as it manifests in work arrangements, such as the temporary and
contingent ones that diverge from the standard, full-time employment ones assumed in the past.
These scholars emphasize changes in the features of the psychological contract, including their
scope and durability, and what they mean for social-psychological outcomes like organizational
commitment and individual role conflict (Parks et al. 1998). A key concept that helps us understand
how a changing environment affects work relationships is “breach” of the psychological contract,
or an organization’s perceived failure to fulfill its obligations to its members. Individuals tend to
identify breaches in terms of fairness and justice and to respond with voice and exit (Morrison &
Robinson 1997, Turnley & Feldman 1999).

Taken together, it is clear that ER and OP/OB scholars are each concerned with similar
ideas—namely, the nature of work and employment relationships as they relate to actors’ goals
and obligations; the importance of fairness; and the processes through which actors respond to the
other party’s failures to uphold their end of the exchange. However, differences are also apparent—
particularly ER scholars’ emphasis on institutions and OP/OB scholars’ predominant focus on the
experience of the individual worker. Furthermore, unlike those focusing on the social contract,
those focusing on the psychological contract do not explicitly argue or test whether contemporary
outcomes reflect a fundamental breakdown from past patterns. Figure 2 below summarizes the
key differences between the two contracts.
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Figure 2
Differences between social and psychological contracts.

FORCES DRIVING CHANGE IN SOCIAL AND PSYCHOLOGICAL
CONTRACTS

Globalization of Product and Labor Markets

The past few decades are characterized by a significant global expansion in production and labor
markets. This entails the declining importance of national boundaries for undertaking economic
transactions; improved communication and connectivity due to new technologies; and tougher
competition associated with deregulation, privatization and liberalization (Mills 2008). As a result,
firms have grown beyond national borders to take advantage of more diverse and often cheaper
capital and labor markets.

Global-scale production implies that work and employment relationships are no longer gov-
erned solely at domestic sites of production but rather by the varied suppliers, customers, and
logistics providers that make up the supply chain (Gereffi 1999, Hartley & Thompson 2007,
Locke 2013, Wright & Kaine 2015). Work and employment relationships are therefore subject
to the interests of multiple private actors, states, and regulators.

Skill-Biased Technological Change

New technologies have played an important role not only in facilitating the preceding devel-
opments but also in providing new means of conducting and arranging work. They enable new
managerial practices and the allocation of work tasks among disparate sources of labor (Cascio
& Montealegre 2016) while also changing the nature of the job itself, creating sectors such as
Internet freelancing or eLancing (Aguinis & Lawal 2013).

An important outcome of these technologically induced changes is rising demand for new
or different sets of skills (Autor et al. 2003). A particular concern is that so-called skill-biased
technology change can have unequal consequences for workers by raising the demand for high-
skilled workers and displacing lower- and middle-skilled workers who face intensified competition
for jobs (Card & DiNardo 2002).

Demographic Shifts

The changing demographic composition of the labor force requires an updated understanding of
who populates the workplace and the kind of relationships they might have there. In the United
States, the employment-to-population ratio for women aged 15 and above increased from 20%
in the late nineteenth century to 60% in the early twenty-first century (Olivetti & Petrongolo
2016). The labor force has also become more diverse in terms of race/ethnicity and immigration.
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The share of foreign-born workers, for instance, nearly tripled from 1970 to the 2000s (Kalleberg
2011), and stood at nearly 17% in 2016 (Bureau of Labor Statistics 2016).

This shift brings new identities, values, and interests into work and employment relationships.
For ER theory in particular, the standard conception of the workforce comprising primarily male,
Caucasian breadwinners who labor in an economic realm separate from that of their social and
family lives no longer holds (Piore 2011). Instead, for some, social identities defined by sex, race,
ethnicity, age, and sexual orientation, as opposed to economic and work concerns, may be the
basis of for goals pursued through work and employment relationships (Piore & Safford 2006).

Financialization of the Firm

Many analysts have noted the growing influence of finance on firms. Financialization, as it has
come to be called, reorients firm goals and strategies by separating ownership and management
structures. Rooted in the 1980s policy shift toward deregulation and the attraction of foreign
capital (Krippner 2012), financialization is observed in the dispersion of firm ownership structures
via investment funds, such as private equity, and the linking of management incentives to stock
option schemes (Useem 1993).

Financialization realigns firm interests at the expense of interests of other stakeholders, such
as employees, suppliers, and local communities, by prioritizing shareowners’, investors’, and their
agents’ (e.g., finance professionals) interests in firm decision-making and management practices
(Cobb 2016, Weil 2014).

New Work Arrangements and Fissurization

Amid these changes, work and employment relationships are now situated in a wide array of
organizational forms, extending from the bureaucratic firm of the past to the “fissured” forms
that characterize many organizations today (Weil 2014). Franchising, subcontracting, third-party
management, and outsourcing exemplify the latter type of arrangements, whereas the use of third-
party suppliers of labor and of contingent work arrangements, such as temporary employees,
independent contractors, or part-time employees, serve as additional organizational strategies to
achieve flexibility. A 2015 survey estimated that approximately 15% of workers in the United States
were part of some alternative work arrangement, up from 10% a decade ago (Katz & Krueger
2016). Labor market intermediaries, such as recruiters and staffing agencies, also play a larger role
in matching workers with employers in this environment, and new technologies may facilitate
their appearance, as in the case of Monster.com or Task Rabbit. Together, there is a growing
set of actors who shape the terms and conditions of work and employment relationships and who
extend beyond the boundaries of the traditional firm (Rho 2018).

Several outcomes follow from the rise of new organizational forms. Increasingly, work and
employment relationships are separated from primary organizations and relocated to more com-
petitive secondary markets, resulting in the displacement of workers from actual sites of production
and decision making (Boltanski & Chiapello 2006). In some circumstances, relationships have be-
come more temporary and insecure (Osterman & Burton 2005). Managers’ roles are in flux as well:
The growing distance of managerial decision making from the work site, the increased power of
outside financial interests, and the fragmented managerial structures found in fissured work set-
tings reflect a loss of discretion among middle managers who oversee the daily undertaking of work.
These circumstances stand in stark contrast to those that dominated prior ER theory, which con-
ceived of work as undertaken in a single place by identifiable employees, supervisors, and managers
and in accordance with established rules and norms (Dunlop 1958, Piore & Doeringer 1985).
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Decline in Unions

The above forces have been identified as reasons for the decline of a key element of employee and
labor-management relationships: unions (Ackers 2015). Unions and collective bargaining played
important roles in helping to build and maintain the postwar social contract and helped integrate
the working class into democratic society (Ibsen & Tapia 2017). Union membership among all
employees in the United States declined from approximately 20.1% in 1983 to 10.7% in 2017,
and from 16.8% to 6.5% over the same period among private sector employees (Bureau of Labor
Statistics 2018). The decline of unions contributes to the weakening of a force holding work and
employment relationships together.

Government Policies

Historically, the state served as an essential actor at work. It set the terms of labor and other
contractual law, enacted regulations and oversaw their enforcement, established a safety net and
minimum levels of labor standards, and provided mechanisms for dispute settlement and worker
representation (Edwards 2009). These functions were at the heart of New Deal labor and em-
ployment policy at the federal level and helped to build and maintain the social contract at work
(Kochan 2013, Osterman & Shulman 2011).

These roles and functions of the state, however, took a sharp turn during the 1980s and the
decades following, notably through government-sanctioned anti-unionism, deregulation of many
industries, and weakened capacity to set labor standards and enforce existing labor regulations.
Longstanding political gridlock at the federal level has perpetuated these changes, further eroding
the state’s power in setting terms of the employment relationship and rendering much-needed
updates to labor law out of reach (Kochan 2013). As a result, many of the institutions ungirding
the social contract have withered. Figure 3 describes the forces driving change in social and
psychological contracts.

CONSEQUENCES FOR SOCIAL AND PSYCHOLOGICAL CONTRACTS

Social and Psychological Underpinnings of Organizational Processes

As work and employment relationships become increasingly dispersed by forces such as glob-
alization and technological change, work processes become embedded in more complex and

Globalization of product and labor markets

Skill-biased technological change

Demographic shifts

Financialization of the firm

New work arrangements and fissurization

Decline in unions

Government policies

Changing social and
psychological contracts

Figure 3
Forces driving change in social and psychological contracts.
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multifaceted social systems (Grant & Parker 2009). Consequently, the cognitive and relational
processes that enable the performance of work are situated in new and evolving contexts. Here,
we explore the implications of these cognitive and relational changes for commitment and trust,
conflict and cooperation, and the coordination of work.

Commitment and trust. OP/OB and ER researchers approach the study of commitment and
trust differently. Although OP/OB scholars have long recognized that the two operate at multiple
levels (Fulmer & Gelfand 2012, Rousseau et al. 1998), research to date largely focuses on commit-
ment and trust at interpersonal, group, and internal organizational levels (Dirks & Ferrin 2001,
Judge & Kammeyer-Mueller 2012, Lewicki et al. 2006, Mayer et al. 1995, Meyer et al. 2004). For
example, many empirical evaluations focus on the character-based attributes of employees and
supervisors as major explanatory variables in establishing trust (Ferrin & Dirks 2002). Less re-
search has examined how commitment and trust is embedded in and influenced by institutions and
cultural transformations at the societal level. ER scholars, however, suggest that other variables as-
sociated with context and the employment relationship, such as organizational form, employment
status, and workers’ social identity, will be integral to explaining trust and commitment.

Within both groups, there is debate over the relationship between trust and the changing nature
of work. Some scholars argue that a cultural shift interacts with the forces noted above to heighten
individualistic beliefs, leading workers to internalize the idea that they are “free agents” with little
commitment to the organizations that employ them (Barley & Kunda 2005, Boltanski & Chiapello
2006, Heckscher 1996, Meyer 1995, Newman 1999, Pugh 2015, Smith 2002, Vallas & Hill 2012).
In contrast, another group of scholars suggests that trust and worker commitment are determined
by employers’ strategic choices and are affected by compensation systems, the degree of job
security, and unionization (Appelbaum et al. 2000, Batt 2002, Wartzman 2017). They argue that
if commitment and loyalty have declined it is because of the reduced commitment employers have
made to their workers. However, a high-trust and -commitment equilibrium can be maintained
when workers are offered security for employment, good wage and training opportunities, and
a high level of control at work. In support of this claim, research tracing variations in strategies
pursued by airlines found that, among older firms that cut labor costs under competitive pressure,
none were able to improve performance without rebuilding workforce trust and commitment,
and without reorienting adversarial labor-management relations to that of a partnership (Bamber
et al. 2009, Gittell et al. 2004). These studies suggest that a cultural shift in the environment will
not bring the end of trust and commitment in the organization. Rather, trust and commitment
can be achieved if firms upgrade the quality of the jobs they offer. What are the determinants
of firms’ strategic choice of high-road practices? What are the barriers to the diffusion of these
policies? We come back to these questions in the following sections.

Conflict. Although conflict receives much attention in OP/OB and ER, these concepts can be
said to lie at the heart of the latter (Chamberlain 1963). Historically, ER scholarship has assumed
there to be an inherent conflict of economic interests between workers and employers that coexists
with shared goals (Barbash 1964). As such, ER scholars have typically examined how overt conflicts
arise and are resolved by studying collective bargaining and strike activity, both of which are today
on the decline.

However, given the causal forces of change, ER scholars increasingly recognize that the assump-
tion reflected in such an understanding of conflict—that it is a bilateral phenomenon between two
collective actors—is too narrow in scope. Conflict is situated in more varied employment arrange-
ments and characterized by a growing number of actors spanning organizations and countries
(Riordan & Kowalski 2018). By many accounts, these changes represent the emergence of an
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employment regime distinct from that which characterized the postwar period. A predominant
feature of this regime is that conflict has become more individualized (Currie & Teague 2016).
As a result, the means for addressing conflict are less collective in nature, with single employees
addressing their problems through means that include going to a supervisor (Kochan et al. 2018b),
taking a grievance to court (Lichtenstein 2002), or using other forms of dispute resolution that
reside outside collectively bargained procedures (Walker & Hamilton 2011).

Importantly, although conflict today may be more individualized, it is also more oriented
around individually based demands and goals even when it is addressed collectively (Piore & Safford
2006). In addition to shared economic interests, workers’ goals and demands are increasingly
recognized to stem from noneconomic motivations such as identities, values, emotions, and other
cognitive and psychogenic sources (Budd et al. 2017).

Whereas this stance represents a new direction for ER theory, these concepts are well-
established in OP/OB theory. For instance, individuals are theorized to come to perceive and
define conflict through goals derived from both interests and identities (Sluss & Ashforth 2007).
Both are plural in nature: Identities may be derived from social categories such as race or gender
just as much as they may be from roles and relationships at work (Crane & Ruebottom 2011, Sluss
& Ashforth 2007). Interests and identities thus compete with one another and vary in salience,
making an individual’s commitment to any given one potentially fleeting. They also lead to differ-
ent thresholds for and courses of action to address conflict when it arises (Rowley & Moldoveanu
2003, Wolfe & Putler 2002).

Relaxing the presumption of bilateralism and economic interests as the core bases for conflict
makes sense when we observe contemporary approaches to negotiating conflict, such as those
that take place in more dispersed settings. For example, in the 1990s subcontracted janitorial
workers throughout the city of Los Angeles, rallying under demands framed around the rights of
immigrants and women, successfully negotiated a collective bargaining agreement in what is a very
fragmented, low-wage setting (Erickson et al. 2002). At the same time, this example calls attention
to two key elements of ER theory—power and institutions—that have yet to be incorporated into
social and cognitive theories of conflict. How do the aforementioned causal forces of change and
the resulting shift in the balance of power transform microprocesses of stakeholding and conflict
resolution in organizations? How does this inform the institutions that shape both the social and
psychological contracts that are of concern in ER and OP/OB? These are questions that we return
to in our discussion of a future research agenda.

Coordination and cooperation. In ER scholarship, research on employee participation in work-
place efforts to improve productivity and quality led to what came to be known as high-performance
work systems (HPWS) (Appelbaum et al. 2011, Cutcher-Gershenfeld 1991, Gittell 2003, Huselid
1995, Ichniowski et al. 1997, MacDuffie 1995, Osterman 1994, Ton 2014, Young et al. 1996). The
central argument of this body of work is that separate components of human resource practices,
such as selection, training, performance management, work design, and employee engagement, fit
together in a bundle of interrelated features, which in turn are associated with gains in productivity
and performance that mutually benefit workers and firms.

Others suggest that the conduit through which these bundles are coordinated is a relational,
not technical, process in which elements such as trust, cooperation, and commitment underlie the
interactions and relationships that bind such functions together. This idea is captured in the con-
cept of relational coordination, which is defined as a “mutually reinforcing web of communication
and relationships carried out for the purpose of task integration” (Gittell et al. 2010, p. 491; see
also Gittell 2002). Communicating and relating across functions and roles, in other words, leads
to effective coordination and high performance (Gittell et al. 2010). At the same time, relational
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coordination generates benefits not only for organizations in terms of efficiency and productivity
but also for individuals, including job satisfaction, proactive work behaviors, and reduced burnout
(Gittell & Logan 2018).

The causal forces of change raise several theoretical and empirical issues for the relational pro-
cesses of coordination, and, importantly, for whether HPWS principles can be incorporated into
varied work arrangements. In outsourced or externalized work arrangements, roles become rene-
gotiated and redefined. This holds true for both employees in lead firms and those in contracted-
out positions. Lead firm-employees, for example, may become responsible for socialization and
supervision of contracted workers. In some cases, this may be perceived as a burden, and when
paired with the negative status often attributed to nonstandard workers, it can strain peer relation-
ships as well as those with management (Broschak & Davis-Blake 2006, Cavanaugh & Noel 1999,
Davis-Blake et al. 2003). Outsourcing has also been found to induce role ambiguity and conflict
among individuals. Managers, for instance, face uncertainty with regard to their roles and grapple
with competing demands placed on their position when portions of their department are contracted
out (Hodari et al. 2014). Still other new forms of dispersed work, such as technology-mediated gig
work, pose an entirely different set of considerations concerning the social-psychological processes
through which work is coordinated. The extent to which the insights of relational coordination
can be brought into such settings is an issue to be explored.

Organizational Strategies and Practices

If the psychological contract reflects organizational strategies (Morrison & Robinson 1997), the
norms and rules governing work reflect the social contract. We can hence observe both contracts
by analyzing organizational strategies and practices, such as labor-management relations, human
resource management, and the use of arrangements that disperse work.

Labor-management relations. Debates over whether or how labor-management relations have
changed dominated research in the 1980s after initial signs that the postwar social contract was
breaking down (Chelius & Dworkin 1990, Kochan et al. 1993). The central question in this de-
bate was whether developments such as shrinking wage increases, stronger managerial opposition
to unions, and expanded worker participation in informal quality improvement processes repre-
sented a permanent shift in power and practices or a temporary adjustment to changing economic
conditions. Kochan et al. (1993) argued that these changes would persist and, moreover, that
without changes in national labor policies the biggest outcome would be a continued decline of
union power and membership and a prolonged period of reduced wage growth for both union and
nonunion employees. That prediction has largely borne out. Union membership in the private
sector declined, average wages for nonsupervisory workers followed a long period of stagnation,
and efforts to update labor law in both 1994 and 2008 failed.

Studies on HPWS represented a paradigm-like change in ER’s attempt to understand work-
place practices that were emerging in some but not all firms within and across industries in the
1980s (Osterman 1994). Although strong empirical support for the gains to be realized from such
systems was found in most studies on the topic (see Cappelli & Neumark 2001 for an exception),
researchers were puzzled as to why these practices were slow to diffuse across firms. The primary
theoretical explanation for limited diffusion that has emerged is a two-equilibrium argument,
characterized by “high-road–low-road” competitive strategies (see Figure 4). Firms that value
quality, innovation, and organizational agility are more likely to adopt HPWS; firms that focus on
competing via low prices will adopt workplace practices that minimize wages and control workers
with more top-down managerial practices (Kochan & Dyer 2017, Osterman 2018). Because firms
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Two-equilibria model of high-road and low-road firms.

in the same industries can be competitive following either strategy, the two equilibria outcomes
continue to prevail (Rahmandad & Ton 2018). Although the hypothesis is that it is possible to
achieve high levels of financial/organizational performance with either competitive strategy, high-
road strategies are predicted to be better able to produce both good financial performance and
good employment outcomes for the workforce. A key debate in this body of research remains:
What factors influence the choice between these two competing strategies? We return to this
issue in the final section of this review, because we see this strategic choice as critical to the future
of this body of research and its contribution to the economy and society.

A closely related body of research gained momentum in the post-1980 period: the study of
changes from arms-length to partnership models of union-management relations. A significant
and highly visible number of labor-management partnerships were formed as part of the trans-
formations in work and employment relationships in the 1980s and 1990s (Kochan et al. 2009,
Rubinstein & Kochan 2001). The central hypothesis underlying this body of research is that
working in partnership produces higher organizational performance than traditional arms-length
union management relations and higher performance than low-road strategies in nonunion firms
(Black & Lynch 2001). However, because partnerships depend on firms having a strong union in
place, many of these have not been sustained as unions have declined. This in turn has generated
a growing body of research regarding the future of unions and other forms of worker voice and
representation.

Worker voice and representation. In recent years, a large body of OP/OB research has envi-
sioned worker voice as a means to elicit “positive” actions or “organizational citizenship” behav-
iors to improve individual, group, or organizational outcomes. These, in turn, potentially enhance
commitment, engagement, trust, and job satisfaction among actors (Bashshur & Oc 2015, Klaas
et al. 2012, Marchington 2008, Morrison 2011, Organ 2018). ER scholars, however, see voice as a
mix of individual and collective efforts to improve organizational processes and performance with
efforts to assert worker interests that are in conflict with employers or other parties. Collective
voice is most commonly exercised through collective bargaining, in which trade unions negotiate
the terms of employment with employers.

Given the decline in union membership, questions arise concerning whether or not the work-
force still desires or expects to have a say at work, whether there is still an interest in being
represented by a union, and whether the various new channels for worker voice that have emerged
meet workers’ expectations. To address these questions, Kochan et al. (2018b) surveyed a national
representative sample of US workers and found large voice gaps (the difference between expected
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say and actual say) across a range of worker concerns. Gaps are largest on compensation and
benefit issues. For example, although more than 90% of workers said they ought to have at least
“some say” on compensation and benefits, most believe they currently have little or no say. Large
gaps may explain workers’ increasing interest in joining unions: Almost half of nonunion workers
expressed interest in becoming a member, which is up from less than a third in the 1990s (Freeman
& Rogers 1999). At the same time, these data suggest some workers prefer to use internal options
provided by employers, while others prefer independent options provided by unions or worker
advocates independent of employers. This is a particularly important point, given that it suggests
the value of developing and making available multi-option systems of voice and/or representation
in contrast to both labor law and prevailing practice (Lipsky 2015, Rowe 1987).

Human resource management. The forces driving changes in employment outcomes also
change the nature of human resource management research and practice. This field of study
has historically been rooted in OP/OB theory and methods (Guest & Conway 2002). Over time
it has taken on a more strategic orientation, seeking to assess the relationships between business/
competitive strategies and HR strategies and practices (Dyer & Schwab 1982, Guest 2017). In
turn, this evolution has produced and/or reflected a shift in the practices and roles within the
firm, moving from a functional-oriented role (i.e., studies of selection, performance management,
compensation, training and development, etc.) to one focused on gaining influence in matching
the firm’s HR practices to its competitive strategies (Schuler & Jackson 1987). A key hypothesis
underlying this shift in emphasis is that a strategic human resource approach will strengthen the
power and influence of the top-level Chief Human Resource Officer in executive decision making.

More recently, human resource analytics has emerged as a central topic in light of the explosion
of digitally recorded data on human resource flows into organizations and throughout their internal
labor markets (Cascio & Boudreau 2011). The growth of contingent labor and the number and
importance of external labor market intermediaries involved in recruitment and selection (i.e., on-
boarding) is an additional area of interest (Rho 2018). However, little is known about the effects
of the externalization of these functions on either the role of human resource professionals within
firms or on firm and employee outcomes. Given the rising importance of this phenomenon, it is
likely to be a topic of expanding research.

Societal Effects

These changes have important consequences at the highest level of analysis: society. Because
individuals and organizations are embedded in society, impacts are felt “all the way down.” Here,
we identify two of the most important consequences.

Growing income inequality. A large body of research documents trends toward greater in-
equality in the past 30 years using numerous measures. To start, labor’s share of income is on the
decline globally (Karabarbounis & Neiman 2014), and most industrialized countries are experi-
encing a growing gap between top income earners and the rest since the 1980s (OECD 2015).
This trajectory is especially pronounced in English-speaking countries (Alvaredo et al. 2013). In
the United States, the top 1% of income earners captured roughly half of national income growth
in the past two decades (Piketty & Saez 2003; updated in 2015). The outsized rise in top incomes
coincides with growing concern over the demise of the US middle class, who face sluggish income
growth (Gould 2018) and eroding job prospects (Beaudry et al. 2016).

Figure 1 mentioned briefly above shows perhaps the most vivid illustration of this consequence.
From the end of World War II to approximately 1980, real compensation and labor productivity
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moved in tandem; after 1980, productivity continued to grow while compensation flattened out.
Kochan et al. (1993) documented that the changes in outcomes under collective bargaining sys-
tematically overpredicted post-1980 wage outcomes by an average of 1.35% (Kochan & Riordan
2016). In other words, traditional union means of securing wage increases and equality across in-
dustries lost a great deal of their power after 1980. Recent research (Western & Rosenfeld 2011)
demonstrates that these lower wage bargaining outcomes have persisted and account for between
20% and 30% of the rise in wage inequality.

The effects of growing inequality are also observed within and among organizations. CEO
pay has risen rapidly in the United States compared to historical growth rates (Frydman & Jenter
2010), and there is evidence that other countries are converging on similarly elevated levels of
executive pay (Fernandes et al. 2013). Considered alongside the sluggish income gains of lower
wage earners, the large gains in executive compensation point to heightened levels of within-firm
pay dispersion. By one measure, US CEOs took home more than 270 times the average workers’
compensation, a ratio that has increased over the past decade (Mishel & Schieder 2017). Inequality
is also shown to temper firm performance (Connelly et al. 2016) and increase firm exit (Kacperczyk
& Balachandran 2018, Mas 2017).

Such increases in income inequality are likely to affect key individual non-compensation out-
comes within organizations, including employee performance, turnover, and attitudes. Whether
these outcomes are positively or negatively impacted depends in large part on whether workers
see earnings gaps as legitimate (Shaw 2014). Recent research has shown that inequality can re-
duce worker effort (Breza et al. 2018) and decrease worker satisfaction (Card et al. 2012, Clark &
D’Ambrosio 2015).

In addition, dispersion in wage and compensation structures has differential consequences for
people at different points in the wage structure. Economists (Kaplan & Rauh 2013), technology
specialists (Brynjolfsson & McAfee 2014), and OP/OB researchers (Aguinis & O’Boyle 2014) all
note that returns to “superstars” have increased over this time period and will likely continue to
do so in the future as advances in communications technologies and growth in firm size increase
the global demand for star performers. A cautionary note is found in some of this research as well:
Star performer productivity does not readily transfer across organizations, suggesting that some
of the productivity attributed to stars may be generated jointly by stars and those supporting them
in specific organizational contexts (Bidwell 2011, Groysberg 2010).

Arguments that inequality affects societal outcomes have been amassing as well. High levels of
income inequality are associated with slower economic growth (Cynamon & Fazzari 2016), and
there is evidence that they are negatively related to health outcomes (Pickett & Wilkinson 2015)
and happiness (Oishi et al. 2011). Translating the macro implications into micro ones, an emerging
body of research points to the effects that financial precarity can have on job performance (Meuris
& Leana 2017).

From the ER perspective, the growth in inequality challenges a key objective of the employment
relationship: equity, or the fair distribution of rewards within organizations (Budd 2004). The
changes reviewed so far suggest a breakdown in norms of equity and are one of the major reasons
it is crucial to work toward building a new social contract. Efforts to understand how workers and
employers can work against this trend are in need of continued scholarly attention.

The OP/OB literature is less attuned to how these large distributional changes affect the experi-
ence and conduct of work. However, redefined norms of equity directly concern the psychological
contract, namely, as individuals assess whether the contract has been breached by elevated levels
of inequity. One piece of evidence of this connection is that employees perceive their wages to
be more fair when local unemployment rates rise or when the wages of outside job options de-
cline (Verhoogen et al. 2007). In short, employees lower expectations when they face unfavorable
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conditions. More work exploring the link between the psychological contract and growing dis-
persion within organizations serves as a fruitful area of research.

Global impacts. Although this review has focused primarily on the effects of the breakdown in
the social contract in the United States, the forces that produced it have created consequences for
global relationships as well. A major area of concern is the growth of global supply chains.

Key to maintenance of subcontracting and outsourcing at a global level are healthy relation-
ships. A large body of literature addresses the effects of efforts to monitor and control labor
standards in supply chains through some mix of codes of conduct, audits, various forms of voice
and worker-management relations, and multistakeholder institutions (Amengual & Chirot 2016,
Bartley 2007, Distelhorst et al. 2017, Locke 2013, Locke et al. 2009). The general consensus
emerging out of these studies is that further progress requires strengthening local institutions
representing workers and the host country’s labor laws and enforcement mechanisms (Coslovsky
et al. 2011, Locke 2013, Piore & Schrank 2008); broader use of long-term, collaborative, and high-
trust contracting relationships (Locke et al. 2007); high-road or high-performance work systems
(Distelhorst et al. 2017); and better integration of product sourcing decisions with enforcement
considerations (Distelhorst et al. 2018). Others have suggested that Western corporations’ efforts
to regulate working conditions in global settings often meet strong resistance because they require
changes in practices that contradict local cultural norms (Piore 2002) and in doing so jeopardize
some workers’ primary goal of securing an income (Gaetano & Jacka 2004). Further examination
of these cultural differences by micro-level researchers would help to deepen understanding of
these issues. Figure 5 below describes these consequences for social and psychological contracts.

RESEARCH IMPLICATIONS

A Call for Multilevel, Action-Based Research

One goal of this review is to motivate ER and OP/OB scholars to work toward identifying a new
social contract/psychological contract that is better attuned to the twenty-first century economy
and workforce by drawing on and contributing to research that uses both macro and micro con-
cepts, theories, methods, and perspectives. We also hope to encourage the use of new ways to
teach and communicate the results of research on these topics in a timely fashion to individuals
and groups that have the most at stake: the workforce of the future and the leaders of institutions
that will shape the future of work. Indeed, we believe that modern technologies and the demand

Organizational strategies
and practices

• Labor management relations

• Worker voice and representation

• Human resource management

Social and psychological
underpinnings

• Commitment and trust

• Conflict

• Coordination and cooperation

Social effects

• Growing income inequality

• Global impacts

Consequences for social and psychological contracts

Figure 5
Consequences for social and psychological contracts.
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for research evidence is closing the time gaps between research-publication-teaching-application-
impact in the social sciences. Thus, in this final section we propose ways to use these two research
traditions in more integrated ways to advance research and to communicate what we learn and
teach in ways that accelerate the pace of progress toward a new social/psychological contract (see
Figure 6).

How can technology be used to augment and improve work? One of the most widely debated
topics of the moment concerns whether digital technologies will eliminate more jobs than they
will create and whether the effects will be to exacerbate or reduce inequality and social divisions
(Autor 2015, Brynjolfsson & McAfee 2014, Frey & Osborne 2017, Manyika et al. 2017, Smith &
Anderson 2014).

ER and OP/OB researchers could contribute to these debates by helping to shift them from
overly deterministic predictions about the future impacts of technology on job destruction and
creation to analyses of how technological change can be influenced and shaped by human, organi-
zational, institutional, and public policy decisions and interventions. Kochan & Dyer (2017), for
example, argue that shifting from the typical sequential process where technological innovations
are designed first and workforce issues are addressed later in the implementation stage to a more
integrated technology and work design process would produce higher returns on investment and
better workforce outcomes. Efforts in this direction were underway in Scandinavia in the 1970s
and 1980s (Sandberg 1992), but they were focused on production work in unionized settings and
did not make inroads into the United States. Together, ER and OP/OB scholars could envision
ways to develop digital technologies that improve on the key outcomes discussed above, such as
trust and commitment. They could also examine ways to better meet the increased demand for
technical/analytical and social skills (Deming 2017) and how to increase the take-up of training
and education opportunities offered by firms and external institutions needed to maintain and/or
upgrade skills throughout one’s career. Linking technology and organizational systems such as
these may be one of the biggest intellectual challenges and opportunities facing our field in the
years ahead.

Improving global employment conditions. Contemporary debates over globalization raise sim-
ilar opportunities to contribute to building a better social/psychological contract. Can the consen-
sus of research findings summarized above be realized? Further progress upgrading employment
standards in global supply chains will require better coordinated actions among multiple firms,
labor market institutions, and governments, and insights from ER and OP/OB can facilitate this
coordination.

As noted above, much current research is devoted to assessing the institutions that can address
the transnational challenges facing global supply chains, particularly in the realm of compliance
with production and labor. Many of these policies and resulting studies take Western norms and
standards as the baseline. Future research can link institutional responses initiated in the West, such
as the Alliance and Accord in the wake of the Rana Plaza factory collapse in Bangladesh (Donaghey
& Reinecke 2018, Reinecke & Ansari 2016, Wright & Kaine 2015), to local cultures. This approach
would address the limits of the mostly organizational- and institutional-level research carried out
on these issues. So too would research that examines how to build sustainable worker organizations
and/or joint worker-management programs that monitor and improve workplace conditions in
ways that complement and enforce corporate codes of conduct. Such research should examine
how these efforts fit with culture and institutions in countries that possess large human resource
bases and are being chosen as grounds for global production processes.
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Has financialization run its course? The recognition that financialization and its focus on
shareholder value has been a major cause of increased income inequality and stagnant wages
has heightened the debate over the appropriate goals of firms: Are they simply instruments for
maximizing shareowner value, or do they have duties and responsibilities for balancing the interests
of multiple stakeholders, including employees (Mitchell et al. 2016)? Answering this question
means articulating, in part, how new financial models of firms and ownership structures come
to shape the psychological contract and, more broadly, the extent to which mutual obligations
are shared by various actors at work. For instance, ER scholars argue that the separation of firm
ownership and management transforms human resource management systems, reorienting the
decisions of firms’ leadership in regard to its workforce (Appelbaum & Batt 2014). How are these
changes interpreted and understood by individuals? To what extent are such changes connected
to perceptions of insecurity, norms of equity, and ideas of fairness, which we know are central
components of both the psychological and social contract? Questions such as these are critical for
ER and OP/OB scholarship, as insights may yield further questions pertaining to related topics
like worker voice.

Additionally, the growth of new organizational forms and practices, including benefit cor-
porations, cooperatives, and employee stock ownership plans, offers a rich mix of alternatives
for researchers to assess and theorize (see Rousseau & Shperling 2003 for a step in this direc-
tion). The growth in a variety of social investment funds seeking to support firms that have good
environmental and employment practices does as well. Research that assesses whether these alter-
native organizational forms, practices, and firms pursuing socially responsible practices perform
as promised—to produce competitive financial returns and good social outcomes—is still in the
early stages. Moving forward by obtaining better data on organizational practices and their ef-
fects requires exactly the integrated meso-level research and careful measurement ER and OP/OB
researchers can bring to bear.

Diffusing high-road strategies. One of the most perplexing tasks facing those studying high-
road or high-performance work systems is identifying barriers to diffusion and how they might be
overcome. There are several reasons why managers may be hesitant to adopt such systems. First,
it remains unclear which components and practices are critical to support good jobs (Rahmandad
& Ton 2018). Some studies highlight the importance of standardizing process, cross-training, and
operating with slack as integral to a good jobs strategy (Ton 2014), whereas others emphasize the
importance of human resource development (Becker et al. 1998), high involvement (Guthrie 2001),
or high investment (Lepak et al. 2007). Second, the underlying mechanisms through which HPWS
leads to better performance remain unclear. Few studies have tried to look inside the “black box”
that mediates the effects of HPWS and performance (Boselie et al. 2005). What is inside the “black
box” might be workers’ perceptions of job security and fairness of firm practices; workers’ skills,
attitudes, and motivations; the climate of the employment relationship; or as suggested above,
the quality of the relationships among coworkers who need to coordinate their efforts. Third,
HPWS efficacy depends on internal and external organizational contexts (Becker & Gerhart
1996, Huselid 1995, Pfeffer 1994). For example, Pohler & Luchak’s (2014) study emphasizes
trade unions’ influence on HPWS outcomes. They find that high-involvement work practices
and unions act as complements in organizations by providing both individual and collective voice
mechanisms that potentially benefit organization performance. Looking ahead, investigating the
diffusion of HPWS requires a more nuanced understanding of which components are critical
for firm performance and employee well-being, what mechanisms moderate the effects between
HPWS and workplace outcomes, and what internal and external factors may explain their limited
adoption.
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Public policies that neither reward high-road firms nor penalize low-road firms for employment
practices may also serve as barriers to diffusion of HPWS (Distelhorst & McGahan 2018, Kochan
& Dyer 2017, Osterman 2018). Research that examines compliance with employment standards
and the consequences of variations in government enforcement efforts in both domestic and global
settings would help advance understanding of how government policies influence adoption of these
practices.

More micro-level research on how workers fare under HPWS practices and how different
demographic groups experience and respond to the changes in work processes associated with them
would also be useful. Advocates of HPWS assume workers are highly committed and motivated
to be engaged in workplace improvement efforts. Whether this assumption fits all workers in all
types of employment settings has yet to be carefully tested.

How can relationships across fissured boundaries be improved? Changes in work arrange-
ments that distance workers from their coworkers and organizations pose significant challenges for
sustaining participation and commitment and also create the potential for conflicts with coordina-
tion and roles that require further study. Much of the OP/OB research on fissured arrangements
focuses on those among lead firm-employees and is limited to temporary or contracting arrange-
ments (Davis-Blake & Broschak 2009). This leaves room to examine perceptions of power, identity,
roles, and other relational elements of the psychological contract among workers and managers on
the other side of fissured arrangements. How, for example, does franchising change the discretion
managers have over work decisions, and what are its subsequent effects on manager-employee
relations? How are both worker and manager roles redefined?

At the same time, emerging technologies have the potential to coordinate workers on an
unprecedented scale (Heckscher & McCarthy 2014), bridging boundaries created by fissuring and
providing alternate means of distributing and sharing resources. New communications channels
and platforms, like Internet forums, social media networks, and mobile applications, thus present
a burgeoning area for ER and OP/OB scholars to study. Examples of particular technologies
developed to overcome the gaps of fissuring include Turkopticon, which allows participants in
Amazon’s mTurk online marketplace to share information; SherpaShare, which allows ridesharing
drivers to chat with one another; and the Freelancers Union, a virtual organization that advocates
for independent contractors and provides portable benefits. One study has already shown that
Turkopticon induced significant change in wage levels as well as employer behavior (Benson
et al. 2017). There remains ample opportunity for researchers to investigate how these technologies
affect workers’ relationship with their coworkers and employer.

How can worker voice be rebuilt? Although the consequences of the decline in worker voice are
now well documented, the question of how to rebuild voice in ways that fit with the contemporary
economy and workforce figures sharply in debates. One school of thought favors revitalization of
unions (Ibsen & Tapia 2017, Milkman 2013); another argues that new avenues of voice are needed
that are both independent of employers and not limited to collective bargaining (Rolf 2016).
Still others in the OP/OB tradition emphasize voice mechanisms that advance organizational
performance (Fiorito 2001, Foulkes 1980, Guest 1987, Kim et al. 2010, Machin & Wood 2005).

This is a healthy debate, but it would benefit greatly from additional research grounded in
what workers want and an assessment of the mechanisms that have the greatest potential to
rebuild worker bargaining power, grow to a scale large enough to have an impact on national
economic and political outcomes, and be sustainable (Rolf 2016). OP/OB research on worker
identities and bases for mobilization and collective action, ER research evaluating and tracing
the successes/failures of the numerous new forms of worker voice that are emerging (Avins et al.
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2018), and other scholarship involving comparative research on labor revitalization efforts (Ibsen
& Tapia 2017) are all important contributions toward this effort. Cross-level research that draws
on ER and OP/OB research methods and theories would be particularly valuable in advancing this
area of research. How much trust do workers have in the voice options available to them? How
effective are different options? Can blended models of worker voice that incorporate evidence from
the OP/OB-based organizational citizenship research with those grounded in the ER collective
voice options fit together in a multi-option system (Rowe 1987)? This topic is a natural arena for
better integration of OP/OB and ER research.

Accelerating the Pace: Putting Research to Work in Teaching and Practice

The traditional academic research model is under pressure to make behavioral science research
more readily and widely available and to put it to use by those most in need of good evidence
for guiding policies (Commission on Evidence-Based Policymaking 2017) and practice (Rousseau
2006). Responding to these pressures requires that we do not disseminate research findings pre-
maturely before they have been subjected to appropriate peer review and evaluation. How might
we meet this demand while maintaining research standards? And how might we get the findings
from our research communicated to the audiences who need them the most and who can put them
to work? We end with several examples and ideas.

One way is to engage with the growing number of groups and institutions that are creating study
groups or other initiatives aimed at understanding and perhaps influencing the future of work. Ex-
amples include AFL-CIO (https://aflcio.org/resolutions/resolution-5-commission-future-
work-and-unions), International Labour Organization (http://www.ilo.org/global/topics/
future-of-work/lang–en/index.htm), Massachusetts Institute of Technology (https://
workofthefuture.mit.edu/), World Economic Forum (https://www.weforum.org/system-
initiatives/shaping-the-future-of-production), Rework America (https://www.markle.org/
rework-america/). ER and OP/OB researchers could make valuable contributions to these
forums and in doing so find ready-made outlets for disseminating their findings.

A second option might be to take advantage of new journals, such as Sociological Science or
Behavioral Science & Policy, and new professional associations, such as the Behavioral Science &
Policy Association, that provide venues for groups of researchers to summarize what evidence from
years of research they have to offer policy makers and other decision makers. Clearly, practitioner-
oriented journals targeted to management audiences have been available for many years and are
effective outlets for reaching business leaders. Many of these now offer online versions that publish
short, focused, and research-based commentaries on topics of current interest to their readers.

Several social media options, such as The Conversation, that specialize in publishing short,
research-based blogs and commentaries present a third option. These offer good opportunities
to both summarize and communicate key findings and implications of research while providing
citations to longer and more technical research papers and reports.

Another opportunity is to make use of online courses for reaching audiences beyond the students
we teach on campus. We do this in our MITx online course, Shaping the Future of Work. We
have used this platform to crowdsource ideas for building a new social contract (Kochan et al.
2018a). The Additional Resources section below provides links to the videos produced for this
course that relate to the topics covered here.

A final suggestion is to create networks of young scholars that allow those in our PhD programs
and early stage faculty to interact at earlier stages of their careers with consumers and users of
research. Two such networks were created in recent years by the Sloan Foundation to bring
together researchers studying human resource practices that promote industry competitiveness
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(The HR Network) and another composed of scholars focused on work and family issues. Both
fostered research among network members and helped young scholars working on these issues
share experiences, data, and tools. Perhaps it is time to create a similar young scholars network
focused on the future of work and the future of the social/psychological contract.

CONCLUDING COMMENTS

The research reviewed here merely samples the huge ER and OP/OB literatures devoted to
understanding contemporary and evolving employee and labor-management practices and their
effects. Rather than attempting to be exhaustive, our intent is to motivate more uses of work
in both fields to have more substantial impacts on the future of work and on the development
of a new social/psychological contract that better fits the current economy and workforce and
that creates outcomes that benefit greater numbers of workers, organizations, communities, and
societies. Indeed, we see this as the distinctive challenge and responsibility of researchers in our
fields at this particular juncture in history.

ADDITIONAL RESOURCES

Many of the issues discussed in this review are covered in videos produced for our MITx online
course, Shaping the Future of Work. Interested readers can find these videos via MIT’s Institute
for Work & Employment Research’s website (http://iwer.mit.edu/speak-up-for-work/videos-
shaping-future-work-course/) or by registering for the course (http://iwer.mit.edu/speak-up-
for-work/videos-shaping-future-work-course/).

DISCLOSURE STATEMENT

The authors are not aware of any affiliations, memberships, funding, or financial holdings that
might be perceived as affecting the objectivity of this review.

LITERATURE CITED

Ackers P. 2015. Trade unions as professional associations. In Finding a Voice at Work: New Perspectives on
Employment Relations, ed. P Ackers, S Johnstone, pp. 95–126. Oxford, UK: Oxford Univ. Press

Aguinis H, Lawal SO. 2013. eLancing: a review and research agenda for bridging the science–practice gap.
Hum. Resour. Manag. Rev. 23(1):6–17

Aguinis H, O’Boyle E. 2014. Star performers in twenty-first century organizations. Pers. Psychol. 67(2):313–50
Alvaredo F, Atkinson AB, Piketty T, Saez E. 2013. The top 1 percent in international and historical perspective.

J. Econ. Perspect. 27(3):3–20
Amengual M, Chirot L. 2016. Reinforcing the state. ILR Rev. 69(5):1056–80
Appelbaum E, Bailey T, Berg P, Kalleberg AL. 2000. Manufacturing Advantage: Why High-Performance Work

Systems Pay Off. Ithaca, NY: Cornell Univ. Press
Appelbaum E, Batt R. 2014. Private Equity at Work: When Wall Street Manages Main Street. New York: Russell

Sage Found.
Appelbaum E, Hoffer Gittell J, Leana C. 2011. High-performance work practices and sustainable economic

growth. Cent. Econ. Policy Res. Rep., Washington, DC. https://www.files.ethz.ch/isn/128703/High%
20Performance%20Work%20Practices%203-20-11_0.pdf

Autor DH. 2015. Why are there still so many jobs? The history and future of workplace automation. J. Econ.
Perspect. 29(3):3–30

Autor DH, Levy F, Murnane RJ. 2003. The skill content of recent technological change: an empirical explo-
ration. Q. J. Econ. 118(4):1279–1333

www.annualreviews.org • Employee and Labor-Management Relationships 213

http://iwer.mit.edu/speak-up-for-work/videos-shaping-future-work-course/
http://iwer.mit.edu/speak-up-for-work/videos-shaping-future-work-course/
http://iwer.mit.edu/speak-up-for-work/videos-shaping-future-work-course/
http://iwer.mit.edu/speak-up-for-work/videos-shaping-future-work-course/
https://www.files.ethz.ch/isn/128703/High%20Performance%20Work%20Practices%203-20-11_0.pdf
https://www.files.ethz.ch/isn/128703/High%20Performance%20Work%20Practices%203-20-11_0.pdf


OP06CH09_Kochan ARI 19 December 2018 8:23

Avins J, Larcom M, Weissbourd J. 2018. New forms of worker voice in the 21st century. Work. Pap., Har-
vard Kennedy School Gov./MIT Sloan School Manag. http://iwer.mit.edu/wp-content/uploads/
2018/01/New-Forms-of-Worker-Voice-IWER.pdf

Bamber G, Gittell J, Kochan T, von Nordenflycht A. 2009. Up in the Air: How Airlines Can Improve Performance
by Engaging Their Employees. Ithaca, NY: ILR Press

Barbash J. 1964. The elements of industrial relations. Br. J. Ind. Relat. 10(2):66–78
Barley SR, Kunda G. 2005. Gurus, Hired Guns, and Warm Bodies: Itinerant Experts in a Knowledge Economy.

Princeton, NJ: Princeton Univ. Press
Bartley T. 2007. Institutional emergence in an era of globalization: the rise of transnational private regulation

of labor and environmental conditions. Am. J. Sociol. 113(2):297–351
Bashshur MR, Oc B. 2015. When voice matters: a multilevel review of the impact of voice in organizations.

J. Manag. 41(5):1530–54
Batt R. 2002. Managing customer services: human resource practices, quit rates, and sales growth. Acad. Manag.

J. 45(3):587–97
Beaudry P, Green DA, Sand BM. 2016. The great reversal in the demand for skill and cognitive tasks. J. Labor

Econ. 34(S1):S199–247
Becker B, Gerhart B. 1996. The impact of human resource management on organizational performance:

progress and prospects. Acad. Manag. J. 39(4):779–801
Becker BE, Sunny B, Huselid MA, Rutgers U, Ferris GR. 1998. High performance work systems and firm

performance: a synthesis of research and managerial implications. Res. Pers. Hum. Resour. Manag. 16:53–
101

Benson A, Sojourner A, Umyarov A. 2017. The value of employer reputation in the absence of contract enforcement:
a randomized experiment. Work. Pap. SSRN, Rochester, NY. https://ssrn.com/abstract = 2557605

Bidwell M. 2011. Paying more to get less. Adm. Sci. Q. 56(3):369–407
Black SE, Lynch LM. 2001. How to compete: the impact of workplace practices and information technology

on productivity. Rev. Econ. Stat. 83(3):434–45
Boltanski L, Chiapello E. 2006. The New Spirit of Capitalism. London: Verso
Boselie P, Dietz G, Boon C. 2005. Commonalities and contradictions in HRM and performance research.

Hum. Resour. Manag. J. 15(3):67–94
Breza E, Kaur S, Shamdasani Y. 2018. The morale effects of pay inequality. Q. J. Econ. 133:611–63
Broschak JP, Davis-Blake A. 2006. Mixing standard work and non-standard deals: the consequences of het-

erogeneity in employment arrangements. Acad. Manag. J. 49(2):371–93
Brynjolfsson E, McAfee A. 2014. The Second Machine Age: Work, Progress, and Prosperity in a Time of Brilliant

Technologies. New York: W.W. Norton
Budd JW. 2004. Employment with a Human Face: Balancing Efficiency, Equity, and Voice. Ithaca, NY: Cornell

Univ. Press
Budd JW, Colvin A, Pohler DM. 2017. Advancing dispute resolution by unpacking the sources of conflict: toward

an integrated framework. Presented at Conflict and its Resolution in the Changing World of Work:
A Conference and Special Issue Honoring David B. Lipsky, Ithaca, NY. https://digitalcommons.ilr.
cornell.edu/lipskycrconference/4/

Bureau of Labor Statistics. 2016. Foreign-born workers: labor force characteristics. Dep. Labor Stat., Rep. USDL-
17-0618, Washington, DC

Bureau of Labor Statistics. 2018. Current population survey, union affiliation. Dep. Labor Stat., Rep. USDL-18-
0080, Washington, DC

Cappelli P, Neumark D. 2001. Do “high-performance” work practices improve establishment-level outcomes?
Ind. Labor Relat. Rev. 54(4):737–75

Card D, DiNardo JE. 2002. Skill-biased technological change and rising wage inequality: some problems and
puzzles. J. Labor Econ. 20(4):733–83

Card D, Mas A, Moretti E, Saez E. 2012. Inequality at work: the effect of peer salaries on job satisfaction. Am.
Econ. Rev. 102(6):2981–3003

Cascio WF, Boudreau J. 2011. Investing in People: Financial Impact of Human Resource Initiatives. Upper Saddle
River, NJ: FT Press. 2nd ed.

214 Kochan et al.

http://iwer.mit.edu/wp-content/uploads/2018/01/New-Forms-of-Worker-Voice-IWER.pdf
http://iwer.mit.edu/wp-content/uploads/2018/01/New-Forms-of-Worker-Voice-IWER.pdf
https://ssrn.com/abstract=2557605
https://digitalcommons.ilr.cornell.edu/lipskycrconference/4/
https://digitalcommons.ilr.cornell.edu/lipskycrconference/4/


OP06CH09_Kochan ARI 19 December 2018 8:23

Cascio WF, Montealegre R. 2016. How technology is changing work and organizations. Annu. Rev. Organ.
Psychol. Organ. Behav. 3(1):349–75

Cavanaugh MA, Noel RA. 1999. Antecedents and consequences of relational components of the new psycho-
logical contract. J. Organ. Behav. 20:323–40

Chamberlain NW. 1963. The union challenge to management control. Ind. Labor Relat. Rev. 16(2):184–92
Chelius J, Dworkin J, eds. 1990. Reflections on the Transformation of Industrial Relations. Metuchen, NJ: Scarecrow
Clark AE, D’Ambrosio C. 2015. Attitudes to income inequality: experimental and survey evidence. In Handbook

of Income Distribution, Vol. 2, ed. AB Atkinson, F Bourguignon, pp. 1147–208. Amsterdam: Elsevier
Cobb JA. 2016. How firms shape income inequality: stakeholder power, executive decision making, and the

structuring of employment relationships. Acad. Manag. Rev. 41(2):324–48
Commission on Evidence-Based Policymaking (CEP). 2017. The Promise of Evidence-Based Policymaking: Re-

port of the Commission on Evidence-Based Policymaking. Washington, DC: CEP. https://www.cep.gov/
content/dam/cep/report/cep-final-report.pdf

Connelly BL, Haynes KT, Tihanyi L, Gamache DL, Devers CE. 2016. Minding the gap. J. Manag. 42(4):862–
85

Coslovsky S, Pires R, Silby SS. 2011. The pragmatic politics of regulatory enforcement. In Handbook on the
Politics of Regulation: VII Towards Better Regulation? ed. D Levi-Flaur, pp. 322–34. London: Edward Elgar

Crane A, Ruebottom T. 2011. Stakeholder theory and social identity: rethinking stakeholder identification.
J. Bus. Ethics. 102(Suppl.):77–87

Currie D, Teague P. 2016. Economic citizenship and workplace conflict in Anglo-American industrial relations
systems. Br. J. Ind. Relat. 54(2):358–84

Cutcher-Gershenfeld J. 1991. The impact on economic performance of a transformation in workplace rela-
tions. ILR Rev. 44(2):241–60

Cynamon BZ, Fazzari SM. 2016. Inequality, the Great Recession and slow recovery. Camb. J. Econ. 40(2):373–
99

Davis-Blake A, Broschak JP. 2009. Outsourcing and the changing nature of work. Annu. Rev. Sociol. 35:321–40
Davis-Blake A, Broschak JP, George E. 2003. Happy together? How using nonstandard workers affects exit,

voice, and loyalty among standard employees. Acad. Manag. J. 46(4):475–85
Deming DJ. 2017. The growing importance of social skills in the labor market. Q. J. Econ. 132(4):1593–640
Dirks KT, Ferrin DL. 2001. The role of trust in organizational settings. Organ. Sci. 12(4):450–67
Distelhorst G, Amengual M, Tobin D. 2018. Incentivizing labor compliance through global purchasing practices.

Work. Pap.
Distelhorst G, Hainmueller J, Locke RM. 2017. Does lean improve labor standards? Management and social

performance in the Nike supply chain. Manag. Sci. 63(3):707–28
Distelhorst G, McGahan A. 2018. Becoming part of the solution: how exporters from emerging market shift toward

socially responsible employment. Work. Pap.
Donaghey J, Reinecke J. 2018. When industrial democracy meets corporate social responsibility—a compar-

ison of the Bangladesh Accord and Alliance as responses to the Rana Plaza disaster. Br. J. Ind. Relat.
56(1):14–42

Dunlop JT. 1958. Industrial Relations Systems. Boston: Harvard Bus. School Press
Dyer L, Schwab DP. 1982. Personnel/human resource management research. In Industrial Relations Research

in the 1970s: Review and Appraisal, ed. TA Kochan, DJB Mitchell, L Dyer, pp. 187–220. Madison, WI:
Ind. Relat. Res. Assoc.

Edwards M. 2009. Civil Society. Cambridge, UK: Wiley. 2nd ed.
Erickson CL, Fisk CL, Milkman R, Mitchell DJB, Wong K. 2002. Justice for janitors in Los Angeles: lessons

from three rounds of negotiations. Br. J. Ind. Relat. 40(3):543–67
Fernandes N, Ferreira MA, Matos P, Murphy KJ. 2013. Are U.S. CEOs paid more? New international

evidence. Rev. Financ. Stud. 26(2):323–67
Ferrin DL, Dirks KT. 2002. Trust in leadership: meta-analytic findings and implications for research and

practice. J. Appl. Psychol. 87(4):611–28
Fiorito J. 2001. Human resource management practices and worker desires for union representation. J. Labor

Res. 22(2):335–54

www.annualreviews.org • Employee and Labor-Management Relationships 215

https://www.cep.gov/content/dam/cep/report/cep-final-report.pdf
https://www.cep.gov/content/dam/cep/report/cep-final-report.pdf


OP06CH09_Kochan ARI 19 December 2018 8:23

Foulkes FK. 1980. Personnel Policies in Large Nonunion Companies. Upper Saddle River, NJ: Prentice Hall
Freeman RB, Rogers J. 1999. What Workers Want. Ithaca, NY: Cornell Univ. Press
Frey CB, Osborne MA. 2017. The future of employment: How susceptible are jobs to computerisation?

Technol. Forecast. Soc. Change 114:254–80
Frydman C, Jenter D. 2010. CEO compensation. Annu. Rev. Financ. Econ. 2(1):75–102
Fulmer CA, Gelfand MJ. 2012. At what level (and in whom) we trust. J. Manag. 38(4):1167–230
Gaetano AM, Jacka T. 2004. On the Move: Women and Rural-to-Urban Migration in Contemporary China. New

York: Columbia Univ. Press
Gereffi G. 1999. A commodity chains framework for analyzing global industries. Inst. Dev. Stud. 8(12):1–9
Gittell JH. 2002. Coordinating mechanisms in care provider groups: relational coordination as a mediator and

input uncertainty as a moderator of performance effects. Manag. Sci. 48(11):1408–26
Gittell JH. 2003. The Southwest Airlines Way: Using the Power of Relationships to Achieve High Performance. New

York: McGraw-Hill
Gittell JH, Logan C. 2018. Relational coordination theory: a systematic review of the evidence across countries and

industries. Work. Pap. http://iwer.mit.edu/wp-content/uploads/2018/02/Gittell-Abstract.pdf
Gittell JH, Von Nordenflycht A, Kochan TA. 2004. Mutual gains or zero sum? Labor relations and firm

performance in the airline industry. Ind. Labor Relat. Rev. 57(2):163–80
Gittell JHJ, Seidner R, Wimbush J. 2010. A relational model of how high-performance work systems work.

Organ. Sci. 21(2):490–506
Gould E. 2018. The State of American Wages 2017. Washington, DC: Econ. Policy Inst.
Grant AM, Parker SK. 2009. Redesigning work design theories: the rise of relational and proactive perspectives.

Acad. Manag. Ann. 3(1):317–75
Groysberg B. 2010. Chasing Stars: The Myth of Talent and the Portability of Performance. Princeton, NJ: Princeton

Univ. Press
Guest DE. 1987. Human resource management and industrial relations. J. Manag. Stud. 24(5):503–21
Guest DE. 2017. Human resource management and employee well-being: towards a new analytic framework.

Hum. Resour. Manag. J. 27(1):22–38
Guest DE, Conway N. 2002. Communicating the psychological contract. Hum. Resour. Manag. J. 12(2):22–38
Guthrie JP. 2001. High-involvement work practices, turnover, and productivity: evidence from New Zealand.

Acad. Manag. J. 44(1):180–90
Hartley B, Thompson P. 2007. The Oxford Handbook of Human Resource Management. New York: Oxford Univ.

Press
Heckscher C, McCarthy J. 2014. Transient solidarities: commitment and collective action in post-industrial

societies. Br. J. Ind. Relat. 52(4):627–57
Heckscher CC. 1996. White Collar Blues: Management Loyalties in an Age of Corporate Restructuring. New York:

Basic Books
Hodari D, Waldthausen V, Sturman M. 2014. Outsourcing and role stress: an empirical study of hotel spa

managers. Int. J. Hosp. Manag. 37:190–99
Huselid MA. 1995. The impact of human resource management practices on turnover, productivity, and

corporate financial performance. Acad. Manag. J. 38(3):635–72
Ibsen CL, Tapia M. 2017. Trade union revitalisation: Where are we now? Where to next? J. Ind. Relat.

59(2):170–91
Ichniowski C, Shaw K, Prennushi G, Ichniowski BC. 1997. The effects of human resource management

practices on a study of steel finishing lines productivity. Am. Econ. Rev. 87(3):291–313
Judge TA, Kammeyer-Mueller JD. 2012. Job attitudes. Annu. Rev. Psychol. 63(1):341–67
Kacperczyk A, Balachandran C. 2018. Vertical and horizontal wage dispersion and mobility outcomes: evidence

from the Swedish microdata. Organ. Sci. 29:17–38
Kalleberg AL. 2011. Good Jobs Bad Jobs: The Rise of Polarized and Precarious Employment Systems in the United

States, 1970s to 2000s. New York: Russell Sage Found.
Kaplan SN, Rauh J. 2013. It’s the market: the broad-based rise in the return to top talent. J. Econ. Perspect.

27(3):35–56
Karabarbounis L, Neiman B. 2014. The global decline of the labor share. Q. J. Econ. 129(1):61–103

216 Kochan et al.

http://iwer.mit.edu/wp-content/uploads/2018/02/Gittell-Abstract.pdf


OP06CH09_Kochan ARI 19 December 2018 8:23

Katz L, Krueger A. 2016. The Rise and Nature of Alternative Work Arrangements in the United States, 1995–2015.
Cambridge, MA: Nat. Bureau Econ. Res.

Kim J, MacDuffie JP, Pil FK. 2010. Employee voice and organizational performance: team versus represen-
tative influence. Hum. Relat. 63(3):371–94

Klaas BS, Olson-Buchanan JB, Ward A-K. 2012. The determinants of alternative forms of workplace voice.
J. Manag. 38(1):314–45

Kochan TA. 2000. Building a new social contract at work: a call to action. Perspect. Work. 4(1):3–12
Kochan TA. 2013. The American jobs crisis and its implication for the future of employment policy: a call for

a new jobs compact. ILR Rev. 66(2):291–314
Kochan TA, Dyer L. 2017. Shaping the Future of Work: A Handbook for Action and a New Social Contract.

Cambridge, MA: MIT Press
Kochan TA, Dyer L, Cutcher-Gershenfeld J, Kowalski A. 2018a. Negotiating a new social contract for work:

an online, distributed approach. Negot. J. 34(2):187–206
Kochan TA, Eaton AE, McKersie RB, Adler PS. 2009. Healing Together: The Labor-Management Partnership

at Kaiser Permanante. Ithaca, NY: Cornell Univ. Press
Kochan TA, Katz HC, McKersie RB. 1993. The Transformation of American Industrial Relations. Ithaca, NY:

ILR Press. 2nd ed.
Kochan TA, Kimball WT, Yang D, Kelly EL. 2018b. Voice gaps at work, options for closing them, and chal-

lenges for future actions and research. Work. Pap. IWER, MIT. http://iwer.mit.edu/wp-content/uploads/
2018/06/Voice-Gaps-At-Work-IRL-Working-Paper-June2018.pdf

Kochan TA, Riordan CA. 2016. Employment relations and growing income inequality: causes and potential
options for its reversal. J. Ind. Relat. 58(3):419–40

Krippner GR. 2012. Age of greed: The triumph of finance and the decline of America, 1970 to the present.
Contemp. Sociol. A J. Rev. 41(5):655–57

Lepak DP, Taylor MS, Tekleab AG, Marrone JA, Cohen DJ. 2007. An examination of the use of high-
investment human resource systems for core and support employees. Hum. Resour. Manag. 46(2):223–46

Lewicki RJ, Tomlinson EC, Gillespie N. 2006. Models of interpersonal trust development: theoretical ap-
proaches, empirical evidence, and future directions. J. Manag. 32(6):991–1022

Lichtenstein N. 2002. State of the Union. Princeton, NJ: Princeton Univ. Press
Lipsky DB. 2015. The future of conflict management systems. Confl. Resolut. Q. 33(S1):S27–34
Locke R, Amengual M, Mangla A. 2009. Virtue out of necessity? Compliance, commitment, and the improve-

ment of labor conditions in global supply chains. Polit. Soc. 37(3):319–51
Locke RM. 2013. The Promise and Limits of Private Power: Promoting Labor Standards in a Global Economy.

Cambridge, UK: Cambridge Univ. Press
Locke RM, Qin F, Brause A. 2007. Does monitoring improve labor standards? Lessons from Nike. ILR Rev.

61(1):3–31
MacDuffie JP. 1995. Human resource bundles and manufacturing performance: organizational logic and

flexible production systems in the world auto industry. Ind. Labor Relat. Rev. 48(2):197–221
Machin S, Wood S. 2005. Human resource management as a substitute for trade unions in British workplaces.

ILR Rev. 58(2):201–18
Manyika J, Lund S, Chui M, Bughin J, Woetzel J, et al. 2017. Jobs Lost, Jobs Gained: Workforce Transitions in a

Time of Automation. New York: McKinsey Glob. Inst.
Marchington M. 2008. Employee voice systems. In The Oxford Handbook of Human Resource Management, Vol.

1, ed. P Boxall, J Purcell, PM Wright, pp. 230–50. Oxford, UK: Oxford Univ. Press
Mas A. 2017. Does transparency lead to pay compression? J. Polit. Econ. 125(5):1683–1721
Mayer RC, Davis JH, Schoorman FD. 1995. An integrative model of organizational trust. Acad. Manag. Rev.

20(3):709–34
Meuris J, Leana CR. 2017. The price of financial precarity: personal finance as a barrier to work performance.

Acad. Manag. Proc. 2017(1):12992
Meyer GJ. 1995. Executive Blues: Down and Out in Corporate America. New York: Franklin Square
Meyer JP, Becker TE, Vandenberghe C. 2004. Employee commitment and motivation: a conceptual analysis

and integrative model. J. Appl. Psychol. 89(6):991–1007

www.annualreviews.org • Employee and Labor-Management Relationships 217

http://iwer.mit.edu/wp-content/uploads/2018/06/Voice-Gaps-At-Work-IRL-Working-Paper-June2018.pdf
http://iwer.mit.edu/wp-content/uploads/2018/06/Voice-Gaps-At-Work-IRL-Working-Paper-June2018.pdf


OP06CH09_Kochan ARI 19 December 2018 8:23

Milkman R. 2013. Back to the future? US labour in the New Gilded Age. Br. J. Ind. Relat. 51(4):645–65
Mills M. 2008. Globalization and inequality. Eur. Sociol. Rev. 25(1):1–8
Mishel L, Schieder J. 2017. CEO pay remains high relative to the pay of typical workers and high-wage earners.

Econ. Policy Inst. Rep., Washington, DC
Mitchell RK, Weaver GR, Agle BR, Bailey AD, Carlson J. 2016. Stakeholder agency and social welfare:

pluralism and decision making in the multi-objective corporation. Acad. Manag. Rev. 41(2):252–75
Morrison EW. 2011. Employee voice behavior: integration and directions for future research. Acad. Manag.

Ann. 5(1):373–412
Morrison EW, Robinson SL. 1997. When employees feel betrayed: a model of how psychological contract

violation develops. Acad. Manag. Rev. 22(1):226–56
Newman KS. 1999. Falling from Grace: Downward Mobility in the Age of Affluence. Berkeley, CA: Univ. Calif.

Press
Organ. Econ. Co-op. Dev. (OECD). 2015. In It Together: Why Less Inequality Benefits All. Paris: OECD Publ.
Oishi S, Kesebir S, Diener E. 2011. Income inequality and happiness. Psychol. Sci. 22(9):1095–1100
Olivetti C, Petrongolo B. 2016. The evolution of gender gaps in industrialized countries. Annu. Rev. Econom.

8(1):405–34
Organ DW. 2018. Organizational citizenship and behavior: recent trends and developments. Annu. Rev. Organ.

Psychol. Organ. Behav. 5:295–306
Osterman P. 1994. How common is workplace transformation and who adopts it? ILR Rev. 47(2):173–

88
Osterman P. 2018. In search of the high road: meaning and evidence. ILR Rev. 71(1):3–34
Osterman P, Burton MD. 2005. Ports and ladders: the nature and relevance of internal labor markets in a

changing world. In The Oxford Handbook of Work and Organization, ed. S Ackroyd, R Batt, P Thompson,
P Tolbert, pp. 425–45. Oxford, UK: Oxford Univ. Press

Osterman P, Shulman B. 2011. Good Jobs America: Making Work Better for Everyone. New York: Russell Sage
Found.

Parks JM, Kidder DL, Gallagher DG. 1998. Fitting square pegs into round holes: mapping the domain of
contingent work arrangements onto the psychological contract. J. Organ. Behav. 19:697–730

Pfeffer J. 1994. Competitive Advantage Through People: Unleashing the Power of the Work Force. Cambridge, MA:
Harvard Bus. School Press

Pickett KE, Wilkinson RG. 2015. Income inequality and health: a causal review. Soc. Sci. Med. 128:316–
26

Piketty T, Saez E. 2003. Income inequality in the United States, 1913–1998. Q. J. Econ. 118(1):1–41
Piore MJ. 2002. Thirty years later: internal labor markets, flexibility and the new economy. J. Manag. Gov.

6(4):271–79
Piore MJ. 2011. Whither industrial relations: Does it have a future in post-industrial society? Br. J. Ind. Relat.

49(4):792–801
Piore MJ, Doeringer PB. 1985. Internal Labor Markets and Manpower Analysis. Armonk, NY: Sharpe
Piore MJ, Safford S. 2006. Changing regimes of workplace governance, shifting axes of social mobilization

and the challenge to industrial relations theory. Ind. Relat. 45(3):299–326
Piore MJ, Schrank A. 2008. Toward managed flexibility: the revival of labour inspection in the Latin world.

Int. Labour Rev. 147(1):1–23
Pohler DM, Luchak AA. 2014. Balancing efficiency, equity, and voice: the impact of unions and high-

involvement work practices on work outcomes. ILR Rev. 67(4):1063–94
Pugh AJ. 2015. The Tumbleweed Society: Working and Caring in an Age of Insecurity. Oxford, UK: Oxford Univ.

Press
Rahmandad H, Ton Z. 2018. When does paying more pay off? SSRN Work. Pap. https://papers.ssrn.com/

sol3/papers.cfm?abstract_id = 3070295
Reinecke J, Ansari S. 2016. Taming wicked problems: the role of framing in the construction of corporate

social responsibility. J. Manag. Stud. 53(3):299–329
Rework America. 2015. America’s Moment: Creating Opportunity in the Connected Age. New York: W.W. Norton
Rho HJ. 2018. Rise of multicentric employment relationships: What are the implications for HR and ER theory? Work.

Pap., Inst. Work Employ. Res., MIT, Cambridge, MA

218 Kochan et al.

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3070295
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3070295


OP06CH09_Kochan ARI 19 December 2018 8:23

Riordan CA, Kowalski AM. 2018. The social formation of conflict and the challenges it poses to industrial relations
theory. Work. Pap., Inst. Work Employ. Res., MIT, Cambridge, MA

Rolf D. 2016. The Fight for Fifteen: The Right Wage for a Working America. New York: New Press
Rousseau DM. 2006. Is there such a thing as “evidence-based management”? Acad. Manag. Rev. 31(2):256–69
Rousseau DM, Hansen SD, Tomprou M. 2018. A dynamic phase model of psychological contract processes.

J. Organ. Behav. In press. https://doi.org/10.1002/job.2284
Rousseau DM, Shperling Z. 2003. Pieces of the action: ownership and the changing employment relationship.

Acad. Manag. Rev. 28(4):553–70
Rousseau DM, Sitkin SB, Burt RS, Camerer C. 1998. Not so different after all: a cross-discipline view of trust.

Acad. Manag. Rev. 23(3):393–404
Rowe MP. 1987. The corporate ombudsman: an overview and analysis. Negot. J. 3(2):127–40
Rowley TJ, Moldoveanu M. 2003. When will stakeholder groups act? An interest- and identity-based model

of stakeholder group mobilization. Acad. Manag. Rev. 28(2):204–19
Rubinstein SA, Kochan TA. 2001. Learning from Saturn: Possibilities for Corporate Governance and Employee

Relations. Ithaca, NY: ILR Press
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