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I- Introduction

Before starting this dossier, it is important to give a complete definition of the term "work".
We can indeed identify two main definitions: that of an economic point of view, and that of a
sociological point of view.

* Economy: Labour is one of the factors of production, along with capital and land. Offered
by employees in exchange for a salary, it is organized and oriented towards the production
of goods or services.

* Sociology: In sociology, work s the set of repetitive, painful, non-rewarding and limited

human activities.

In this case, psychologist Abraham Maslow proposed in 1943 a classification of human needs

related to work, a classification comprising 5 levels:

o Level 1: The physiological needs that concern our survival: drinking, eating, sleeping,

o Level 2: Security needs: who want to protect us from danger, to shelter us,

o Level 3: the person must feel accepted and mntegrated into a group of individuals (work, leisure,
family).

o Level 4: The need for esteem: allows to be recognized and valued within a group.

o Level 5: The need to develop: which is intended to develop in one's private and/or professional

life.

For some people, work is a factor in the relationship between employees and the employer, and
therefore in personal satisfaction; for others, work 1s the greatest source of alienation because there
1s no pleasure. What is certain is that at work, we have relationships with our colleagues or clients
(it depends of course on the field of work).

Now it 1s possible to lay the foundations of the working relationship. Indeed, the definition of
this employment relationship is that it is an employee's commitment to provide skills and efforts
to the employer in return for which the latter pays him remuneration or salary, most of the time it

1s a salary
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The construction of this report will therefore be organized into three main distinct parts:
the first being that the employment relationship has social and moral connotations, and the second
being that the employment relationship is only an economic transaction. Then, T would talk about
one of these two points of view within a company of my choice: Castorama, a company that I

know well because 1 worked there for 3 months (internship as well as student work).
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II- The employment relationship has social and moral connotations

It is very important to talk about what makes a company attractive and successful. It's not
the numbers (profits, money...) or anything else. The most important thing in a company that wants
to make itself attractive and interesting 1s the relationship between employer and employee.
Without a healthy work climate, a company 1s doomed to failure; this climate influencing the
productivity of these workers. Sociologist Theodore Zeldin will say: "In the ideal company,
employees would not only be able to talk to each other, but also to understand each other.

Conversation is the only way to stimulate the brain."

The social connotations that work can give can be linked to several arguments mainly
related to the employer's decisions. The more credit and interest the employer gives to these
employees, the happier they are likely to be, which will affect their productivity. When employees
are treated as more than just paid workers, but as real stakeholders with the power to influence
outcomes, they feel directly put forward and valued for the work they do. It is generally through
the "Human Resources" sector of a company that the various relationships within it are managed.

It 1s therefore here that we can affirm that work has these social connotations, for several
reasons. The primary objective of work 1s no longer just to earn a living and provide for these
needs. Indeed, we can now identify a social aspect of work because it leads to the creation of social
bonds through group registration (Maslow). However, it can still be said that employment, through
the mcome it generates, gives the individual a social utility; wages allow the worker to consume,
and thus to create links through consumption (socialization by consumption). In addition, work
promotes integration because employees form a group and thus forge new relationships (labour
relations). It 1s therefore within this framework that we can qualify socialization work by sharing
tasks, conflicts experienced.....

It can also be said that the mere fact of having a job has social and moral connotations
since the worker has the feeling of belonging to a social class: that of "workers". Let us take the
example of a person who does not have a job; this person will then belong to another social class,

that of the "unemployed".
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This means that this person will no longer benefit from the social interactions of work (e.

g with this employee /employer relationship) and will therefore be more likely to lose his sociability
(isolation...). The work will therefore allow Man to consume and, in fact, to ensure a network of
sociability (friends, colleagues...).
It is possible to take as an example, a decision of the companies that we find more and more, it is
the more and more frequent presence of on-the-job training (mainly in France). To make a brief
definition, this is paid training provided by the company (employer or employees) during actual
working hours. This means that employees can be a force of proposal and fact, can move the
company forward and change these objectives. It 1s no longer just an economic transaction between
employer and employee, but a sharing of knowledge and know-how that will lead to the creation
of social ties.

Another example, this time much more recent than we have seen in the United States, and
which plays a major role in the creation of social ties in companies, 1s the fact that companies are
mcreasingly promoting open-space work (more than 50% of workspaces i the United States are
open), to the detriment of simple individual offices. Certainly, it is possible to identify some
negative aspects (ambient nose affecting concentration, etc.), but it should not be demed that 1t
greatly promotes social integration. The employee necessarily builds relationships with his
employer or with other employees, by being in constant contact with them. Moreover, simply
forcing employees to take two or three short breaks without the day could also help employees to
communicate with each other, share things (knowledge, skills) so that this working relationship has

amoral and de facto connotation, is not simply an exchange of work performance for pay.
It should be noted that it is important to note that this "sharing of knowledge and know-

how" 1s much more common in Great Britain than in France, than between employees of the same

company. Indeed, workers tend to be more attached to their company than British workers.
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III-_The employment relationship is just an economic transaction

The second point of view that is important to address in this case 1s the fact that the
employment relationship is only an economic transaction and nothing else. This means that there

will be no social ties or other interactions at work. It 1s a simple exchange of work for remuneration.

It 1s possible to explain this theory by making the link with the development and
omnipresence of new technologies and robotization (really visible for about ten years) in our daily
lives or in our workplaces. Indeed, some research has shown that people are gradually being
"replaced" by machines. Here is a quote that illustrates this statement: "Technological progress is
not enough to advance human and social communication. (Dominique Wolton - scientist).
Wouldn't this technology be a source of alienation from excessive use?

For example, if we talk about working conditions in logistics platforms (mainly
supermarkets), employees sometimes do not have social interaction for a whole day, partly because
of the introduction of voice-activated mailboxes made available to employees to "increase their
productivity” at the expense of social interactions. "1 spend days talking in a helmet," an anonymous
employee would say. The "normal" worker is considered by the employer only as a production
tool, sometimes even devoid of feelings. It is therefore necessary to find common ground so that
technology can help the worker by giving him or her the opportunity to create relationships, so
that it does not become a source of alienation.

It is also possible to talk about the great industrialist Henri Ford (founder of the company
of the same name) and his scientific organization of work. He 1s the inventor of online work, on
the occasion of the release of his mode 1: the work of the Ford T. Chain, which 1s still relevant in
some companies, is not designed to form working relationships. Having myself worked for three
months in a cannery (student work), I did not create a single relationship, even if only friendly, with
the other employees. Another thing is that I had the opportunity to meet with my employer twice
during my contract, once on my arrival and once on my departure. Here, I can say that the
employment relationship was only an economic transaction between my boss and me, that is, 1

provided an activity under certain conditions m exchange for remuneration.
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We have therefore seen that it is possible to consider the employment relationship as such,
but this is becoming increasingly rare since companies have more and more rules aimed at
promoting these relationships: for example, the Labour Code (in France). Let's now look at how
this working relationship is organized in one of the largest DIY companies in France, thanks in

part to my personal experience
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IV- Implications for a company: Castorama rance

Castorama 1s one of the largest DIY and interior design companies in Europe. Having
worked for about 3 months as a logistics employee, then as a sales consultant at Castorama
Quimper: positions I obtained thanks to my father who has been working there for about 15 years.
I therefore think I am in a good position to talk about this working relationship and how it is

materialising in a very large European company.

Like many companies in France, Castorama has a "works council": it 1s an institution that
represents employees and is mainly involved in the implementation of the company's social and
cultural activities. This institution 1s therefore a good affirmation of the fact that the employment
relationship is not only an economic transaction. Indeed, having participated in many activities
proposed by Castorama's works council (mainly thanks to my father), I was able to see with my
own eyes that these activities made 1t possible to leave the workplace and get to know the people
with whom we work in other settings than the company's.

The first example that comes to mind 1s a three-day weekend in a theme park. The
employees looked more like a bunch of friends than real colleagues: The discussions, the moods
were completely different. The main effect of this has been to create links both between employees
and between them and the employer. This weekend was an opportumity for the vast majority of
Castorama's employees to get to know the person for whom they worked 35 hours a week. New
relationships (which could almost be considered friendly) had been created. It is for example thanks
to activities organized by Castorama's works council that my father made some of these current
friends.

Another initiative of the same works council, which had the advantage of creating or
strengthening these links between Castorama employees (depending on the points of view), was
set up during celebrations and celebrations. For each Christmas and until I was about 12-13 years
old, all employees were invited to attend a children's gift giving ceremony following a big show
(only for Castorama staff). The objective was to give importance to all employees who, as a result,

felt involved in the development and growth of "theit" company.
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Nowadays (at least in France), the vast majority of companies have a works council whose
sole and unique objective is to take into account the interests of employees in order to offer them
better working conditions. It 1s therefore mainly because of this that Castorama and other
companies in France, that labour relations are based on real social ties, and not only on simple

€conomic transactions.

This is why most companies strongly encourage social interaction, so that employees feel
truly involved in the growth and development of their company. As the great French busine
Henri Ford said: "The two most important things do not appear in the company's balance sheet:
its reputation and its staff". Thanks to the creation of trade unions and workers' representatives,
employees have a greater say than ever in important company decisions: they are even mvolved in

them in the same way as the higher authorities.
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V- Conclusion

To conclude this report, we have seen that the 1ssue of the employment relationship divides

the views into two distinct parts.

The first is that this relationship is not only a simple economic transaction, but that it has
social and moral connotations, based mainly on the fact that work alone represents a place of social
integration (relations between employees or between employers and employees). Good
relationships within a company contribute to its success.

The second point of view that can be defended and the opposite of the first. Indeed,
according to some, this working relationship would only be an economic transaction and nothing
else. This would therefore mean that it would simply be an exchange of an activity for
remuneration.

For my part, | am in favour of the first point of view, as | explained with my ditferent
experiences via Castorama's works council. I therefore believe that the working relationship has
moral and social connotations.

However, it is still important to note that there are still many disparities in the existence of
these interactions between companies in the same region. Example with large distribution logistics

platforms where interactions are low, and Castorama where interactions are high
After having addressed this subject, it would be interesting to talk about the omnipresence

and therefore the impact of new technologies on our workplace. One question we could ask

ourselves 1s: How can new technologies affect social interactions at work?
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Little or no evidence of engagement with essential
literature. Incorrect referencing method used. 4/30
Knowledge and understanding of topic limited.

/1 OO Question refers to implications of employment to

the wider society, not simply social interactions
within the workplace. 9/30
Analysis is largely descriptive with limited critical
evaluation. Arguments are largely unsubstantiated
without supporting evidence. 9/30
Poor academic writing skills. Written in first person
singular and plural - academic writing must be in third
person. 3/10
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Is this accurate? Who is Henri Ford? Henry Ford was American, not French
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RUBRIC: BACHELOR'S ASSESSMENT CRITERIA

RES-INF LIT

Research-informed Literature. Extent of research and/or own reading, selection of credible sources,
application of appropriate referencing conventions

OUTRIGHT FAIL 0-  Little or no evidence of reading. Views and findings unsupported and non-
29% authoritative. Referencing conventions largely ignored.

UNSATISFACTORY  Poor evidence of reading and/or of reliance on inappropriate sources, and/or
30-39% indiscriminate use of sources. Referencing conventions used inconsistently.

SATISFACTORY 40- References to a limited range of mostly relevant sources. Some omissions and minor
49% errors. Referencing conventions evident though not always applied consistently.

GOOD 50-59% Inclusion of a range of research-informed literature, including sources retrieved
independently. Referencing conventions mostly consistently applied.

VERY GOOD 60-69% Inclusion of a wide range of research-informed literature, including sources retrieved
independently. Selection of relevant and credible sources. Very good use of
referencing conventions, consistently applied.

EXCELLENT 70-79% A comprehensive range of research informed literature embedded in the work.
Excellent selection of relevant and credible sources. High-level referencing skills,
consistently applied.

EXCEPTIONAL 80-  Outstanding knowledge of research-informed literature embedded in the work.
100% Outstanding selection of relevant and credible sources. High-level referencing skills
consistently and professionally applied.

SCALE 8

K & U SUBJECT

Knowledge and Understanding of Subject. Extent of knowledge and understanding of concepts and
underlying principles associated with the discipline.

OUTRIGHT FAIL 0-  Major gaps in knowledge and understanding of material at this level. Substantial
29% inaccuracies.

UNSATISFACTORY  Gaps in knowledge, with only superficial understanding. Some significant inaccuracies.
30-39%

SATISFACTORY 40- Evidence of basic knowledge and understanding of the relevant concepts and
49% underlying principles.

GOOD 50-59% Knowledge is accurate with a good understanding of the field of study.

VERY GOOD 60-69% Knowledge is extensive. Exhibits understanding of the breadth and depth of
established views.

EXCELLENT 70-79% Excellent knowledge and understanding of the main concepts and key theories. Clear
awareness of challenges to established views and the limitations of the knowledge



base.

EXCEPTIONAL 80-  Highly detailed knowledge and understanding of the main theories/concepts, and a
100% critical awareness of the ambiguities and limitations of knowledge.

SCALE 8

ANALYSIS

Analysis. Analysis, evaluation and synthesis; logic, argument and judgement; analytical reflection;
organisation of ideas and evidence.

OUTRIGHT FAIL 0-  Unsubstantiated generalisations, made without use of any credible evidence. Lack of
29% logic, leading to unsupportable/ missing conclusions. Lack of any attempt to analyse,
synthesise or evaluate.

UNSATISFACTORY Some evidence of analytical intellectual skills, but for the most part descriptive.
30-39% Ideas/findings sometimes illogical and contradictory. Generalised statements made
with scant evidence. Conclusions lack relevance.

SATISFACTORY 40- Evidence of some logical, analytical thinking and some attempts to synthesise, albeit

49% with some weaknesses. Some evidence to support findings/ views, but evidence not
consistently interpreted. Some relevant conclusions and recommendations, where
relevant.

GOOD 50-59% Evidence of some logical, analytical thinking and synthesis. Can analyse new and/or

abstract data and situations without guidance. An emerging awareness of different
stances and ability to use evidence to support the argument. Valid conclusions and
recommendations, where relevant.

VERY GOOD 60-69% Sound, logical, analytical thinking; synthesis and evaluation. Ability to devise and
sustain persuasive arguments, and to review the reliability, validity & significance of
evidence. Ability to communicate ideas and evidence accurately and convincingly.
Sound, convincing conclusions / recommendations.

EXCELLENT 70-79% Thoroughly logical work, supported by evaluated evidence. High quality analysis,
developed independently or through effective collaboration. Ability to investigate
contradictory information and identify reasons for contradictions. Strong, persuasive,
conclusions, justifiable recommendations.

EXCEPTIONAL 80-  Exceptional work; judiciously selected and evaluated evidence. Very high quality

100% analysis, developed independently or through effective collaboration. Ability to
investigate contradictory information and identify reasons for contradictions. Highly
persuasive conclusions.

SCALE 8

PRAC APP&DEPL

Practical Application and Deployment. Effective deployment of appropriate methods, materials, tools and
techniques; extent of skilldemonstrated in the application of concepts to a variety of processes and/or
contexts; formulation of innovative and creative solutions to solve problems.




OUTRIGHT FAIL 0-
29%

UNSATISFACTORY
30-39%

SATISFACTORY 40-
49%

GOOD 50-59%

Limited or no use of methods, materials, tools and/or techniques. Little or no
appreciation of the context of the application.

Rudimentary application of methods, materials, tools and/or techniques but without
consideration and competence. Flawed appreciation of the context of the application.

An adequate awareness and mostly appropriate application of well established
methods, materials, tools and/or techniques. Basic appreciation of the context of the
application.

A good and appropriate application of standard methods, materials, tools and/or
techniques. Good appreciation of the context of the application, with some use of
examples, where relevant.

VERY GOOD 60-69% A very good application of a range of methods, materials, tools and/or techniques.

EXCELLENT 70-79%

EXCEPTIONAL 80-
100%

SCALE 8

SKILLS PROF P

Very good consideration of the context of the application, with perceptive use of
examples, where relevant. Evidence of some innovation and creativity.

An advanced application of a range of methods, materials, tools and/or techniques.
The context of the application is well considered, with extensive use of relevant
examples. Application and deployment extend beyond established conventions.
Innovation and creativity evident throughout.

Outstanding levels of application and deployment skills. Assimilation and development
of cutting edge processes and techniques.

Skills for Professional Practice . Demonstrates attributes expected in professional practice including:
individual initiative and collaborative working; deployment of appropriate media to communicate (including
written and oral); clarity and effectiveness in presentation and organisation.

OUTRIGHT FAIL 0-
29%

UNSATISFACTORY
30-39%
SATISFACTORY 40-
49%

GOOD 50-59%

Communication media is inappropriate or misapplied. Little or no evidence of
autonomy in the completion of tasks. Work is poorly structured and/or largely
incoherent.

Media is poorly designed and/or not suitable for the audience. Poor independent or
collaborative initiative. Work lacks structure, organisation, and/or coherence.

Can communicate in a suitable format but with some room for improvement. Can work
as part of a team, but with limited involvement in group activities. Work lacks
coherence in places and could be better structured.

Can communicate effectively in a suitable format, but may have minor errors. Can
work effectively as part of a team, with clear contribution to group activities. Mostly
coherent work and is in a suitable structure.

VERY GOOD 60-69% Can communicate well, confidently and consistently in a suitable format. Can work

very well as part of a team, with very good contribution to group activities. Work is
coherent and fluent and is well structured and organised.



EXCELLENT 70-79% Can communicate professionally and, confidently in a suitable format. Can work
professionally within a team, showing leadership skills as appropriate, managing
conflict and meeting obligations. Work is coherent, very fluent and is presented
professionally.

EXCEPTIONAL 80-  Can communicate with an exceptionally high level of professionalism. Can work
100% exceptionally well and professionally within a team, showing advanced leadership
skills. Work is exceptionally coherent, very fluent and is presented professionally.

SCALE 8
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