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The post-Soviet Russian North is characterised by very heterogeneous
developments. In some northern peripheries, while the prominent resource
industries create a substantial share of their revenues and generate local growth
stimuli, other areas face post-Soviet decay. This thesis examines employee
mobility in the form of long-distance commuting as an option for dealing with
this challenge for regional and local development and analyses its offerings to
stakeholders in the region under consideration of its historical legacies and
present contingencies.

The chosen approach to the research issue places individual employees at the
centre of analysis and deals with stances and perceptions of labour. The applied
relational understanding of social structures sees any economic processes as
necessarily embedded in context and evolving due to past developments.
Therefore, a concept of organisations and the management of work is developed
that is sensitive to the particularities of long-distance commuting as used in
northern Russia and the perceptions and preferences of the individuals involved.
The data used in the analyses was acquired from a case study of a Russian oil
company and a questionnaire survey.

The respondents’ views do not reveal any general rejection of long-distance
commuting as an alternative employment pattern. Furthermore, its acceptance
can be enhanced by listening to the voices of those directly involved. Long-
distance commuting is therefore available as a tool for dealing with the limiting
geographical characteristics of the Russian North, its Soviet legacies and for
efficiently capitalising on its economic potentials.
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1 INTRODUCTION

The Russian North (Figure 1), which contains the majority of the resource
peripheries, is of outstanding importance for the whole country in terms of
economic potentials, wealth creation, and was one of the main driving forces
behind Russia’s recent economic development. It is here that 90% of Russia’s
natural gas, 75% of oil, 80% of gold, 90% of the nickel and copper are extracted
from the earth (Barentsobserver 2006). Consequently, the revenues created by
the resource industries in the Russian North substantiate multifaceted leverages
into the Russian society, reaching far beyond the region’s borders. A long period
of high resource prices on the world markets led to a stable inflow of wind-fall
profits that have fuelled Russian growth. Nevertheless, the plunge of commodity
markets starting at the end of 2008 showed that this tie between the resource
periphery and the country as a whole is also problematic. Russian decision
makers have neglected the opportunities for using the income created by high
resource prices for developing a less resource dependent economy (Tykkyldinen
2008a). Therefore, Russia is still strongly reliant on revenues from its resource
peripheries and on intrinsically unstable international resource markets (Gaddy
and Ickes 2008).

I Far Morth o City
[ Territories equivalent  + Oil field L ]

to the Far North - Arctic circle

Figure 1. The Russian North (Spies 2009, 259)

The Russian North and its resource sectors are of outstanding economic
significance, but pose a challenge for the country in many other respects. The
region is still strongly shaped by its Soviet history and development schemes that
followed the rationales set by the Communist Party. In order to access the
natural resources found in the soil of the Russian North, Soviet leaders
developed the region intensively through an active settlement policy (Logunov
1999). As a consequence, the region has a population density that is very high
for northern latitudes and without parallels in the Circumpolar North (Goler
2005; Blakkisrud 2006). Since the end of the Soviet command economy and the
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introduction of market based principles, this high population has proved to be
far too expensive to maintain without adjustments. Therefore, the post-Soviet
Russian North has witnessed intensive transition efforts, including an outflow of
the population (Heleniak 2008; Spies 2009).

In spite of the transition efforts and the resulting altered regional structures,
the present situation of the Russian North is still characterised by a relatively
dense population in a circumpolar context and a settlement structure that is
based on large single industry resource towns. Russia has to further shrink its
permanent geographical reach in the area (Round 2005). Nevertheless, during
the economic boom of recent years, places with strong ties to successful resource
industries have developed very prosperously. Elsewhere in Russia the
introduction of the market economy has led to a steady decay. The regional
structures of the Russian North are therefore at present strongly heterogeneous,
and sporadic development is a distinct feature of post-Soviet transition
(Tykkyldinen 2008a). One outcome of this development path is the
overpopulation in some places and a shortage of labour in other places (Heleniak
2007; Spies 2009). Consequently, there is a need for concepts for the future
development of the Russian North that offer solutions to rather differing
challenges.

An example for future challenges for the Russian North is the continuous
northward movement of many resource industries, on which the development of
the region is reliant. In the oil and gas industry the times of ‘easy’ deposits, that
were mostly developed during the Soviet time and enabled a relatively simple
and cheap production until recently, seems to be over (Wist 2007; Gaddy and
Ickes 2008). Many new deposits have been found in very remote northern and
thus challenging places, for example on the Yamal Peninsula (e.g. Bovanenkovo)
or off-shore (e.g. Shtokman or Prirazlomnoe). The production conditions in
these areas are significantly more difficult, both economically and/or technically,
and developing those fields requires the concentrated efforts of all stakeholders.
These new challenges and the reluctance of many firms to invest into new oil
and gas fields, explained by the uncertainties of the Russian markets, has led to a
declining oil production since 2007 (Gaddy and Ickes 2008; Barentsobserver
2009).

As this short overview on some of the significant problems and challenges for
the Russian North shows, the future development of the region is strongly
dependent on factors that derive from the Soviet socio-economic heritage, the
present-day approaches to transition and also decisions made by political and
business leaders. Those factors are very often outside of the control of those who
administrate the region. Development obstacles and innovation potentials are
therefore often imposed from outside or due to past choices — for example,
global market fluctuations, overpopulation and approaches to resettlement
programs, introduction of new technologies or issues related to the business
climate made on the national scale. Nevertheless, all of these processes cannot be
substantiated in the Russian North without taking local factors into
consideration. Local economic development has to be captured as spatially
contingent to a multi-layer legacy of localities and their embeddedness in a
complex structure of social and physical relations (Tykkyldinen 2008a).

In this study I introduce and investigate long-distance commuting (LDC), or
vakhtovyi metod as it is referred to in Russia, as an approach to labour



organisation that directly affects the above issues of northern Russia and the
development of its resource peripheries. Long-distance commuting enables
employees and employers to separate the home environment from the work
environment, and in this way extends the accessible labour market. It requires
long and extensive travel arrangements between home and work and the
accommodation of the workforce during the shifts at the work site. The main
advantage of this form of labour mobility is the flexibility in labour relations
based on an extended spatial reach and different opportunities for economies. It
has been argued that long-distance commuting is the flexible post-Fordist
equivalent to the construction of single resource towns during Fordism (Hayter
2003). But this new flexibility for employees and employers comes at a price.
Bifurcation of individuals’ lives between two clearly distinct environments has
manifold implications — for example, regular family separations, time and money
resources needed for travelling or alienation between workers and their places of
work. As a consequence, long-distance commuting can be understood as both an
optimising and a constraining behaviour.

Long-distance commuting is not a new concept for the resource industries in
the Russian North; it has been applied there for many years, and therefore has a
historical legacy in the region. The central concern in this study is to unravel
what this particular form of labour mobility can offer to stakeholders in the
region under consideration of its historical legacies and present contingencies.
The problems of the Russian North mentioned above require new ways of
thinking. Long-distance commuting is a practise of labour management that can
offer solutions for some of those issues. It can be applied to address the problem
of overpopulation in parts of the north and to mediate between overpopulated
localities and those with a lack of labour (Round 2005; Heleniak 2007; Spies
2009). It also helps resource industries to access resource deposits in very remote
northern places in an economical manner and deal with unstable commodity
markets by increasing their ability to (re)act more flexibly. And indeed, it seems
that many firms in Russia prefer long-distance commuting arrangements for
their operations (Yegorov 2005).

In the process of change that started as post-Soviet transition and that is still
ongoing, labour mobility and commuting is very likely to play a role in shaping
new spatial structures. However, the implementation of long-distance
commuting operations is not only dependent on the economic or political need
for alternative concepts, but also on regional and local traditions, the preferences
of individuals, and other relational factors. Labour is traditionally considered as
the most place-bound and geographical factor of production; it is said that it has
to go home every night, and therefore is considered as especially locally
embedded (Peck 2003; Coe et al. 2007). Additionally, work relates from the
workers’ perspective as much to social and cultural matters as to material aspects
(lverson and Maguire 2000). Therefore the question arises how the life as
circulatory migrants, depicted dramatically by some as astronauts (Coe et al.
2007), that comes along with long-distance commuting is perceived by those
directly involved. The influence of labours’ stances for shaping economic
landscapes can be expected to be substantial in a spatially contingent and
relational setting.

In order to capture the meaning of spatial and social contingencies, in this
study I develop a concept of organisations and the management of work that is



sensitive to particularities of long-distance commuting applied under the
circumstances of the Russian North and the perceptions and preferences of
individuals involved. Additionally, I aim to conceptualise the interplay between
long-distance commuting and spatial reorganisation in the Russian North. In the
following section I explain how I approach these research concerns in theoretical
and practical terms within the field of economic geography.

1.1 Contexts, relations and actors — a conceptual framework

Recent trends in economic geography are influenced by a general cultural or
institutional turn in the social sciences (Barnes 2001; Nielsen 2007). As an
outcome, contemporary human geography applies a concept of the economy
that understands economic structures and processes by situating them within
different social, political and cultural relations (Coe et al. 2007). Due to this
strong contrast to the assumptions and generalisations of orthodox economics,
the evolving concept is sometimes labelled as ‘new economic geography’*. Since
the new of today will be the old of tomorrow, it is useful to define the concept in
other terms than just by its present novelty. Bathelt and Gluckler (2003), for
example, are trying to develop a concept that they label as relational economic
geography. Others, for example Essletzbichler and Rigby (2007), chose a
particular dynamic perspective on economic development and speak about an
evolutionary economic geography. In common, those approaches see economic
structures and social institutions in general embedded in a multifaceted context
and evolving due to past developments (i.e. path dependence) and in a self-
reproducing and continuity-preserving way (Martin 2003, 2006). Such a setting
necessarily contains many contingencies and, since all real situations have a
complex combination of these types of relations, social science should not be
restricted to a narrow path in its advancements if it aims to grasp the
differentiations in the world (Sayer 1992). Actors (i.e. individuals, organisations,
institutions, etc.) have a central meaning in this economic geography since they
are needed as decision-making bodies through which the manifold relations of a
complex world are lived and substantiated in form of changing socio-spatial
structures and practices (Tykkyldinen 2008b). Besides formal relations, actor
relations are always prone to informal interference in inter- and intra-
organisational networks, power struggles and rhetoric (Yeung 2005). Finally, by
introducing a distinct geographical perspective on economic development and
recognising localities as significantly diverse, it becomes clear that all
development paths and measures and their outcomes are bound to space and
time and, abstractly spoken, will lead to a constant transformation of economic
landscapes (Tykkyldinen 2008b). Thus, path dependence is itself place-
dependent (Martin 2003).

How can such an economic geography be implemented and performed in
real world research? Yeung (2003) criticises that the methodological
developments are not keeping up with the theoretical advancement of the new

! This expression is also used by economists, e.g. Krugman (1998). However, their approach is
much more strongly economics based. Bathelt and Gliickler (2003b) and Coe et al. (2007)
state that this concept is therefore better described as ‘geographical economics’.



economic geography. He advocates for a process-based methodological
framework that is not anymore exclusively based on scientifically established
objective research techniques, which inevitable neglect the complexity of life
(Yeung 2003). Cornerstones of such an approach are the application of mixed
methods (triangulation), identification of the main actors and their networks as
well as a grounded on-site research design (Tykkyldinen 2008b). Consequently,
case study research, which aims at considering the full variety of evidences and
sources of social processes, is an important technique for economic geographers.
It is particular strong in studying contemporary social phenomena and retains
holistic and meaningful characteristics of real life events (Yin 2003).

The Russian resource periphery” with its developments during the post-
Soviet transitional stage is a region with still evolving socio-economic structures
and therefore predestined for being studied by the introduced approaches. Its
current stage is a unique combination of economics, culture and space and it is
moving along an unpredictable development path (Tykkyldinen 2008b).
Process-based on-site fieldwork with surveys and interviews are essential for
grasping the dynamics in the region and its many distinct localities. This mix of
methods can identify the main actors and leads to an improvement of the
research results. It has been proved to be well-suited for research in Russia’s
northern resource peripheries (Tykkyldinen 2000; Rautio 2003; Piipponen
2007). Likewise from a practical point of view, case study research of Russia’s
peripheries is a rational choice. Due to the limitations of resources for research
and the vastness of the study area, the introduced methodological approach helps
bringing important processes to the research agenda, but due to this strong
exploratory character the external validity of the results depends on later studies
(Tykkyldinen 2008b). Nevertheless, the limited possibility for generalisation in
case study research is counterbalanced by the opportunity to explore the
development paths of the Russian North through ‘thick description’ (Legge
2005).

In this case study | apply a triangulation of methods by analysing results from
a questionnaire survey, expert interviews and secondary sources. The core of the
analysis is survey data. Insights gained by its analysis are strengthened by
information received from personal conversations with selected experts® on
economic development of the Russian North. The analytical focus of the
research is on actors, and particularly on the employees of the case study’s
company (SeverTEK, see Chapter 2), and the aim is to develop an
understanding of the relations between the actors (their perceptions, re-actions,
struggling), approaches to the organisation of work processes and the
consequences for the development of Russia’s resource peripheries.

The survey was conduced in November 2004 and designed for all employees
of SeverTEK that are working and living in the accommodation at the
company’s remote South Shapkino oil field. The questionnaire was first written

? Spies (2009) provides more details on the Russian North and its development as a resource
periphery.

° Interviews: Gubaidullin 2004; Hanna 2004; Naskova 2004; Khariton 2005; Belaya 2007;
Dimitrieva 2007; Zalkind 2007. The plan to interview several employees was impossible to
implement after Lukoil took over SeverTEK. No access to the oil field and possibilities for
interviews was granted by the new owner.



in English and translated into Russian before its distribution among the
employees (Appendices 1 and 2). Though designed specifically for this case, it
was built upon the experiences gained from former studies in the Russian North
(Rautio 2003) and concerning similar issues (Tykkyldinen 1994). The
questionnaire consists of 25 main questions and a total of about 170 items.
Besides general aspects like the respondents personal characteristics, it covers the
issues of work experience and satisfaction with different aspects of work life, and
particularly long-distance commuting. Furthermore, there are questions on the
residential preferences and realities of the employees. The survey was conducted
with the support of SeverTEK in the form of granting access to the research site
and helping to distribute the questionnaire among two subsequent shifts at the
oil field. All respondents were asked to answer to the questions independently
and unsupervised. Nevertheless, they could ask for help from the management if
questions remained unclear. Participation was voluntary. The completed
questionnaires were collected by members of SeverTEK’s management and
handed over to me, partly directly at the field and partly by post. The outcome
of the survey is 357 filled questionnaires, which is a share of over 80% of the
targeted employees.

At this point it is relevant to elaborate in more detail why it is appropriate
and important to consider the opinions and perceptions expressed by those who
are directly concerned with long-distance commuting. Why is it valuable to
study employees’ opinions and perceptions that are always and inevitably an
expression of individuality and likely to vary over time? The methodological and
theoretical approaches chosen in this study and presented above, place
individuals at the centre of the investigation. Both, a process-based case study
methodological approach and the definition of organisations as open social
systems (Chapter 4) that develop based on evolutionary and relational ties,
require understanding of the individuals involved in organisation. Labour can
hardly be treated in the same way as other factors of production, even though
that has been the case in mainstream economic thinking for a long time (Schmid
2004; Spies 2008). Labour is intentionally and unintentionally involved in
shaping its own environments by creating continuously new socio-spatial
practises and structures (Herod 1997). Individuals act according to their own
frame of reference in perceiving and organising their environments and as a
consequence, there will not be any one blueprint or best practise solution for the
organisation of work (Purcell 1999; lverson and Maguire 2000). Also due to the
decreasing role of labour unions, labour relations are increasingly shaped
individually, often less articulated and in more fuzzy approaches (Lier 2007).
Consequently, it is the people that make places of work; this is particularly so if
the organisation of work aims at the consent and commitment of the workforce,
as advocated in the so-called soft version of human resource management
(Schneider 1987; Guest 1999). This argumentation is further strengthened if
there is a lack of qualified staff on the labour market, as for example in the
Russian oil industry. The position of employees and their increasing bargaining
power puts pressure on employers to know the needs and wishes of their staff
and consider work and non-work environments as relevant factors in competing
for the best individuals (Freeman and Rogers 1999; Iverson and Maguire 2000).

These arguments point to the fact that we need to ask the involved
individuals if we want to gain knowledge about the organisation of work



processes and their manifold implications. Whom else could we ask? Their
‘stories’ are the best available input for studies such as the one presented here, in
spite of the limitations. This is consequently also true for the role of long-
distance commuting and its implications for different relevant environments that
need to be identified within the research process. Therefore, in the following
sections | analyse the attitudes of the individuals making up the workforce with
regard to those environments, their interplay with the organisation of long-
distance commuting, and in contrast to classic management procedures.

1.2 Research questions

Based on the research aims and concerns that | developed and posed at the
beginning of this chapter and the theoretical and practical approaches
introduced in the section 1.1, this study seeks to find informed answers to the
following research questions:

1. Is a specific understanding of organisations and the management of labour
needed in order to capture place- and time-specific contingencies in the
investigation of long-distance commuting, and if so, what kind of
understanding? Are general conceptualisations of organisations and the
management of labour sensible to the stances and perceptions of the directly
involved individuals, and if so, is it possible to capture the diversity of real
world relations within the limits of abstract concepts?

2. How are long-distance commuting and its implications on business and
social spheres changing the process of work organisation and management?
Are individuals’ attitudes, coping and changing preferences, as found in the
case study specific settings, interfering with the management process? Are
aspects of the lives of the workforce that are outside of traditional
management thinking affected by long-distance commuting, and if so, how
are those managed? What about conventional factors in managing labour
when long-distance commuting is used?

3. What is the role of long-distance commuting in the Russian North and its
resource peripheries now, and what would it be in the future? Does labour
mobility, as introduced in this study and under the circumstance of still
ongoing restructuring, changing spatial structures and worker’s preferences,
have the potential for leading to an altered settlement structure for the
region? If so, what kind of changes can be expected and based on what
processes?

1.3 Structure of the study

In addition to this introduction, the study consists of four further chapters and
the conclusions. Chapter 2 introduces the research case upon which the whole
study is based. The developments of the oil company SeverTEK and of the city
Usinsk, in which the company is located, are described. Besides historical facts



the focus is on the present situation in Usinsk and at SeverTEK. The chapter
presents readers with the necessary background knowledge of this case of
resource based development in the Russian North. Furthermore, specific
information on the details of executing oil extraction at remote locations with
long-distance commuting as applied by SeverTEK is provided.

The first part of Chapter 3 is dedicated to explaining the concept and
principles of long-distance commuting in general. Since this form of labour
mobility is at the centre of this study, an in-depth description is necessary in
order to present all relevant theoretical and practical details. The second part of
the chapter deals with long-distance commuting in Russia. While many parallels
between the commuting in Russia and other countries exist, the Russian case is
nevertheless sufficiently different in order to introduce it separately, for example
due to the Soviet past of the country.

Chapter 4 contains the core of the study with respect to the interplay of
current concepts of organisations, the management of labour and long-distance
commuting. | demonstrate here how present understandings of organisations
and the management of labour, which are characterised by a general higher
complexity and holistic approaches as compared to former prevalent concepts,
developed throughout the 20th and 21st century (Chapter 4.1). The purpose of
this section is the development of an analytical framework for the examination of
long-distance commuting that is based on a relational understanding of socially
constructed order. In Chapter 4.2.1, | introduce a concept for organisations and
their environments that is used to explain the ramifications of regular labour
mobility, and that constitutes a framework for approaching the empirical
investigations of the following section (4.2.2). The presented tests are designed
to reveal the relevance of the introduced relational concept and contrast it with
the impacts of conventional approaches to the management of labour.

In Chapter 5, | apply the insights gained in the previous chapters and earlier
studies (Spies 2006, 2008, 2009) for an evaluation of long-distance commuting
as a development impulse for regional structures in Russia’s northern resource
periphery. The aim of this part of the study is to show how long-distance
commuting can affect the development paths of a remote and highly
heterogeneous region. Furthermore, | show how commuting has been applied in
the context of tensions resulting from the region’s Soviet past and the post-
Soviet present.



2 SEVERTEK - THE RESEARCH
CASE

SeverTEK is an oil producing company in the Timan-Pechora basin of North-
West Russia and has its head office in Usinsk. Usinsk is the unofficial capital of
the Timan-Pechora oil province and is located in the North of the Komi
Republic in the border zone of the tundra, 90 kilometres south of the Arctic
Circle and about 750 kilometres from Syktyvkar (Zhuralev 2005). Construction
of the town, named after the biggest tributary of the Pechora River (Usa), started
in 1967. Nevertheless it was not officially founded until 1975 and in 1984 it
obtained city status (Gubaidullin 2004; Konttinen 2007). Its main purpose from
the very beginning was to serve the oil and gas industry as a regional centre. In
1952 and 1964 geological expeditions into the Usinsk region had established its
potential for oil and gas exploitation and in 1967 the first well started test
production (Gubaidullin 2004). The city represents a typically Soviet project in
the North. Built in a very remote location in a harsh environment”, it still has no
connection to the main road network. It was initially planned to have 100 000
inhabitants, and was constructed and inhabited by people from all parts of the
Soviet Union (Zhuralev 2005). Its architecture is dominated by apartment
buildings with five or nine storeys erected along wide and straight streets (Figure
2).

Figure 2. In the centre of Usinsk (Photo: M. Spies)

* The average annual temperature is -3.2°C and the snow cover lasts an average of 215 days
(Gorod Usinsk 2002).

19



In 2004 Usinsk had a population of 42 700 inhabitants with an average age
of 32 years. The majority of inhabitants are directly involved in the oil and gas
industry. The most important company is Lukoil-Komi, which is involved in
many aspects of the city life, also outside of economic spheres (Gubaidullin
2004; Naskova 2004). The city develops very positively. Unemployment is
almost absent® and the quality of life is high. However, these developments come
at a price. Living costs in Usinsk are the highest in the Komi Republic and there
is a severe lack of housing, which forces everybody without a job to leave and
limits the opportunities for newcomers to move in (Gubaidullin 2004).

The closed joint stock company® SeverTEK was founded in 1996 in order to
exploit several hydrocarbon deposits in the Timan-Pechora region. The main
deposit is the South Shapkino oil and gas condensate field, which is located in
the tundra of the Nenets Autonomous Okrug (Figure 1 and Figure 3). Other
smaller deposits also under licence by SeverTEK are located south of South
Shapkino in the Komi Republic (Pashshorskoe, Verkhnegrubeshorskoe and
South luriakhinskoe). The South Shapkino field was discovered in the 1970s
and the first evaluation of its exploitation potential was done in 1995 and led to
an estimated 25 million tonnes of recoverable reserves (European Bank for
Reconstruction and Development 2002). Due to these positive results,
SeverTEK was established shortly after, initially as an international co-operation
between Russia’s KomiTEK (50%), France’s EIf Aquitaine (30%) and Finland’s
Fortum (20%). The following years witnessed starting planning and testing
activities, the halt of all efforts as a consequence of the 1998 economic crisis, as
well as several changes in the ownership structure (Oil and Gas Online 1999;
Naskova 2004; Jussila 2006). In 1998 EIf Aquitaine sold its share of SeverTEK
to Fortum, and in 2000 Lukoil took over KomiTEK. Fortum and Lukoil
became equal shareholders with 50% each.

The major step towards production start-up was made in 2001 when
SeverTEK was able to ensure financing of the final development stage. An award
winning deal, made with the European Bank of Reconstruction and
Development and private banks, provided US$ 200 million to the company for
a drilling program, the construction of processing facilities and a pipeline
(European Bank for Reconstruction and Development 2002). It was the first
project finance agreement in the Russian oil and gas sector after 1998 and led to
the start of large-scale development and construction, five years after the
company had been established (Fortum 2003). By that time the estimated
reserves of the four fields had grown to 30-40 million tonnes of oil and a yearly
production of 2.5 million tonnes was targeted (Fortum 2004). The production
started in July 2003 and in January 2004 the output had reached 24 000 barrels
per day’ (Jussila 2006).

The next important change took place in 2005 when Lukoil bought all shares
from its Finnish partner Neste Qil°. On November 23rd both companies sealed
the deal and Lukoil paid US$ 321.5 million to Neste Oil for the 50% stake. The

*In 2004 the unemployment rate was officially 1.3%.

® According to the Russian legislation closed joint stock companies (zakrytoe aktsionernoe
obshchestvo, abbreviated ZAO) have a limited number of shareholders.

" That equals a yearly output of 1.2 million tonnes.

¥ Neste Oil was part of Fortum until 2005.



purchase was preceded by statements of Neste Oil that it is not interested in
selling its share in SeverTEK and was explained with the claim that the company
wanted to concentrate on refining after its separation from Fortum (Virta 2003;
Neste Oil 2005). The deal earned Neste Oil a profit of 140 million Euros
(Jussila 2006). From 2005 onwards SeverTEK became a subsidiary of the
Lukoil-Komi Group, which is in itself a subsidiary of Lukoil (Lukoil 2008). At
the time of the takeover, SeverTEK had proved reserves of 29.5 million tonnes
and an output of about 1.5 million tonnes per year (Lukoil 2006).
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Figure 3. SeverTEK’s production area (Spies 2008, 78)

SeverTEK’s main production and processing facilities are built in the vicinity
of the South Shapkino field. At this location, about 180 km from the company’s
head office in Usinsk, are also the accommodation units for the workers that are
engaged with long-distance commuting. The development of the oil field
required 31 production wells to be drilled®, 100 km of pipeline to be laid and
construction of all facilities from scratch in very demanding natural conditions
(European Bank for Reconstruction and Development 2002; Hanna 2004;
Ropponen 2005).

The accommodation complex at South Shapkino is designed for housing a
maximum of 250 people at a time. As with all other facilities, it was built after

° Additionally, twelve boreholes for production enhancement measures were drilled.



2001 and is therefore a new and modern set of buildings (Figure 4). SeverTEK
made an effort to offer many amenities to its employees but due to the location
in the tundra the possibilities for improving the living conditions are limited
(Naskova 2004). Basic health care, laundry service, and free-time activities (gym,
TV/video devices, table tennis, etc.) are offered for free to all employees. Also the
food supply and accommodation is not charged for. Nevertheless, heated indoor
space is a scarce commaodity in every oil and gas field in the Russian Arctic, since
construction is very expensive. The dormitory rooms are therefore small and
usually four workers have to share a room of about 10 square metres (Figure 5).

Figure 4. South Shapkino’s accommodation complex (Photo: M. Spies)

In SeverTEK the long-distance commuting work schedule is organised on a
15-days-on/15-days-off rotation. This means that all employees stay for 15 days
at South Shapkino in order to work daily 12-hours shifts, either between 7:00
am and 7:00 pm or between 7:00 pm and 7:00 am®. If two subsequent shifts
agree, the 15/15 rotations can be extended to 30/30 rotations. The other half of
each rotation is used by the employees for travelling home and resting after the
intensive work load while on duty (see Chapter 3.1). The transportation from
the head office in Usinsk to the oil field is organised by SeverTEK by helicopter.
The majority of employees has to arrange the journey to the head office by
themselves. Only highly qualified staff gets the cost that are associated with travel
to the head office refunded (Naskova 2004; Spies 2006, 2008). Access to the
workplace and the return to home are completely controlled by SeverTEK. Also
telephone and internet connections are limited due to technical capacities and
costs. All employees on the field are limited by strict security measures that are
common for all oil and gas production sites in the area. Alcohol consumption is

' Construction and maintenance work halts if the temperature falls below -42°C because the
materials and machines cannot withstand such cold. Oil production is not dependent on
temperature.
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strictly forbidden and everybody entering South Shapkino is searched for hidden
alcohol. Noncompliance leads to immediate dismissal, which happens
occasionally (Naskova 2004). Contact to reindeer herders (the only other regular
human inhabitants in the area), in the vicinity of the oil field is limited to official
company organised happenings. The goal is to avoid regular personal small-scale
trading between herders and the staff of SeverTEK, due to potential risks
involved in such contacts.

Figure 5. Dormitory room (Photo: M. Spies)

In autumn 2004, during the field work, SeverTEK had 589 employees. Of
those 320 worked at the oil field and the rest were involved in management and
administration. The average monthly salary for all employees in 2004 was US$
1420; the average salary for blue-collar employees was US$ 867 (SeverTEK
2004). Compared with the average salary in Russia at this time (US$ 237) the
salaries paid by SeverTEK, as generally in the oil and gas industry, are very high
(Rosstat 2006; BOFIT 2007).

The employees’ homes are distributed throughout Russia and even beyond
(Spies 2009). Of the 589 employees, 166 live in Usinsk in the direct vicinity of
the companies head office. The other employees live throughout Russia and five
individuals live outside Russia. The average commuting distance is over 1000
km. Slightly less than half commute up to 300 km, about 20% between 300 and
1000 km and about 30% more than 1000 km. The location of the home is
related to the salary; highly-skilled employees are mostly employed from
Moscow or abroad since they are not available from the local labour market in
Usinsk (Naskova 2004). In 2004, the average monthly income of those
employees of SeverTEK living in Moscow was almost US$ 5800, and those
living abroad got about US$ 24 000 (SeverTEK 2004). Table 1 shows some
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further details of SeverTEK's staff. In order to ensure a productive work
atmosphere, SeverTEK pays much attention to the selection of their employees.
Most new employees are hired upon recommendation of the current staff and
providing a realistic impression of the long-distance commuting work condition
is part of the preparation of newcomers (Naskova 2004).

Table 1. Personal information on the employees (N = 357)

Average age 38 years
Average commuting distance 1071 km
Median commuting distance 360 km
Sex

= Male 94%

= Female 6%
Family status

»  Married /cohabitating 83%

= Have children 1%
Former work experience

= In another oil company 61%

= With long-distance commuting 65%




3.1 The principles of long-distance commuting

Long-distance commuting is an approach to the organisation of the labour force
that is based on an unambiguous spatially and temporally separation between the
workers’ homes and the locations of employment. Hobart (1979, 2) defines
long-distance commuting accordingly as

“...all employment in which the work place is so isolated from
the worker’s homes that food and lodging accommodation are
provided for them at the work site and schedules are
established whereby employees spend a fixed number of days
working at the site, followed by a fixed number of rest days at
home. The expectation is that the employees will work an
indefinite number of work and home rotation cycles.”

As a result of these defining features, long-distance commuting is above all
characterised by a bifurcation of the employees’ lives between two locations,
neither of which can be labelled as the clear centre of life. Consequently, the
spatial extensibility of all involved stakeholders is significantly increased, not
unusually over thousands of kilometres (Spies 2006). On the labour markets that
means a major extension of opportunities (Houghton 1993). Job seekers have
the opportunity to target vacancies in areas and branches outside of their
immediate environment. For employers it becomes possible to access labour
resources also from distant labour markets, for example if the local supply of
labour is insufficient in terms of quality or availability. Long-distance
commuting has therefore an important adjustment function on spatially uneven
labour markets. As a consequence, it is widely applied in recruitment measures
by branches that operate at locations lacking sufficient labour supply and the
potential to attract permanent in-migration (Spies 2006). Natural resource
extraction industries with their production sites being often in extreme remote
regions are, hence, among the main users of this form of labour mobility. Long-
distance commuting operations are most common in large countries that are
richly endowed with natural resources. Due to these reasons long-distance
commuting is most commonly applied in Canada (Storey and Shrimpton 1989;
Shrimpton 1994; Ritter 2001; Costa 2004) and Australia, particular Western
Australia (Houghton 1993; Tykkyldinen 1994, 1996; Hogan and Berry 2000;
Heiler and Pickersgill 2001; Storey 2001b; Watts 2004).

The implementation of long-distance commuting schemes in firms can take
very different forms and show many different organisational details (Shrimpton
1994). Work schedules are based on shift rotations of various combinations. The
stay at the work site and the following rest period at the employees’ homes can
last from a few days up to a few months. Depending on the location of the
workplace and the distances that need to be covered, transportation can be most
feasibly organised on land or by air. Nevertheless, almost all long-distance
commuting operations have in common that they run concentrated work



schedules. This means that the employees usually work every day of the shift,
without days of rest, and additionally as well more than 8-hours per day (Heiler
and Pickersgill 2001).

Labour mobility that leads to regular absence from the workers’ homes and
extensive time spent at a distant workplace is not as such a recent phenomenon.
Throughout history some professions required a basic mobility, e.g. sailors or
seasonal harvest work. Long-distance commuting as understood in this study
differs from these examples since its application is now often extended to
workers in branches that do not necessarily have to be as mobile. For example, in
the mining sector long-distance commuting is increasingly replacing the
formerly common way of labour organisation at the remote location, i.e. the
construction of resource towns (Storey and Shrimpton 1994). Furthermore, the
scale of long-distance commuting operations is today enlarged. The first
examples of operations in modern industries that were entirely based on a labour
force that commutes regularly over long distances appeared after the World War
Il in the offshore oil industry in the Gulf of Mexico (Chamber of Minerals and
Energy Western Australia 2005). The step towards onshore long-distance
commuting in the mining sector occurred in Canada and Australia in the late
1970s and early 1980s (Storey 2001a).

The reasons for the growing number of long-distance commuting operations
are diverse (Spies 2006). The most basic reason is the spatially unbalanced
distribution of natural resources and the workforce (Storey and Shrimpton
1989). Additionally, the resource extraction industries advance into ever more
remote areas due to the short supply of many commaodities and high commodity
prices. The Arctic is a good example of that trend (Seidler 2008; USGS 2008).
In many cases it is not feasible anymore to construct more permanent
settlements as the accommodation needed for long-distance commuters at such
remote locations. There are different reasons for this. From an economic point
of view, long-distance commuting operations are commonly considered as the
more cost efficient approach, if compared to the construction of new resource
towns. The exact calculation of costs depends on various factors, e.g. scope of the
operation (number of employees, commuting distance and the duration of
project), location and natural conditions, details of the organisation of work
(shift length and concentration, form of accommodation) and technical
developments (Lightfoot 1991; Houghton 1993; Tykkyldinen 1996; Costa
2004). Nevertheless, the cost savings and the more even distribution of the
needed investments favour commuting operations. A second important reason
for the expansion of long-distance commuting is the preferences of the involved
individuals for their lifestyle. A permanent residence at a remote resource town
with its limited infrastructure and services is not desirable anymore for the
majority of employees (Storey 2001b; Tuhkunen 2007). It has been shown that
the long-distance commuting, that allows for reconcilability of residence in an
urban environment and employment in the remote resource industry, is often
preferred since it helps achieving personal goals for one’s own way of life (Spies
2006, 2008, 2009).

The increased use of long-distance commuting has important implications
for the organisations and the employees. Most affected are the ways in which
firms have to organise their workforce, the personal lives of the employees and
their families and the communities in which the workers live and from where



they are regularly absent (Spies 2006). Figure 6 shows the manifold implications
of long-distance commuting. Companies that run long-distance commuting
operations have to take care of aspects that are usually not in the focus of human
resource management, for example transportation issues, accommodation
facilities, harmonious atmosphere also in the free time (Storey and Shrimpton
1989). The employees’ well-being and family life are affected by, among other
things, the regular separations and reunions, the long and concentrated work
shifts, often harsh environmental conditions of the work sites, limited personal
space at the work sites, and the relatively long-term commitments required from
the employees (Arnold 1995; Collinson 1998; Sibbel 2001). Work safety issues
are also affected (Baker et al. 2003; Mikkelsen et al. 2004). For the home
communities of the employees, long-distance commuting means a temporary but
constant brain-drain. While the workers are still official residents of these
communities, their ability to be involved in the community life is limited.
Another problem for communities is the fly-over issue (Storey 2001b). Since
long-distance commuting is usually organised between a few urban areas and the
remote production sites, many communities ‘between’ those areas are excluded
from benefitting, even if they are relatively close to the production sites.
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Figure 6. Implications of long-distance commuting

The notion of distance and traditional travel-to-work areas is changed by
long-distance commuting (Spies 2006). An important theoretical implication is
the technological erosion of time-space constraints and, as a consequence, the
blurring of the distinction between short-term mobility and migration
(Gramling 1989; Tykkyldinen 1996). All models for regional development that
are based on a distant-decay assumption become obsolete under long-distance
commuting conditions. Instead, regional structures are characterised by random
and fragmented configurations (Tykkyldinen 1994, 1996).



3.2 Long-distance commuting in Russia

Long-distance commuting is in Russia organised basically according to the same
principles as introduced in the previous section. The labour code of the Russian
Federation™ from 2001 (chapter 47, article 297) states:

“Long-distance commuting is a special form of mobilising
labour from their permanent place of residence when workers
cannot return to their permanent place of residence on a daily
basis. Long-distance commuting is used when the place of
work or location of the employer is far away, with the purpose
of reducing the period of construction, repair, and
reconstruction of industrial, social, and other objects in
sparsely populated, remote regions or regions with an
unfavourable environment, and also with the purpose of
realising other industrial activity. Workers employed through
long-distance commuting, when at the place of work, live in
specially constructed settlements provided by the employer
represented by a complex of buildings and structures intended
to maintain living conditions for such workers during working
hours and breaks between shifts, or else in other premises
adapted for these purposes and hostels paid at the employer’s
expense.”

Given Russia’s geographical size and its natural resource richness, which is
concentrated in the vast peripheries of the country (Barentsobserver 2006), it
should not come as a surprise that many examples of long-distance commuting
based operations can be found in the resource industries, most commonly in the
oil and gas industry (Borisov 2004). The approach is referred to as vakhtovyi
metod, which translates into shift-work, and the involved employees are
accordingly vakhtoviki. Common variations of the shift-work method are the
expedition method and the shift-expedition method, both of which are based on
long-distance commuting (Sapozhnikov and Chudnovskii 1988). Because the
roots of long-distance commuting reach back into the Soviet past, and because of
developments during the transition phase after the dissolution of the USSR, the
details of the shift-work method, as well as the research conducted on the matter,
differ partially from examples found in other countries.

Ever since the planned exploitation of the North had started after the
October Revolution, long-distance commuting has been a part of that
development (Sveshnikov 1988; Gavrilova 2002). It only became a commonly
used method of labour management in the 1960s and 1970s, a process directly
connected with the development of Western Siberia™ into the leading oil and gas
producing region of the USSR (Armstrong 1976; Slipchenko 1979; Borisov
2004). The West Siberian Lowlands were at the time very sparsely populated

Y The International Labour Organization (2001) provides a translation of the labour code in
English.
 The oil and gas province Western Siberia is today part of the Urals and Siberian Federal
Districts.



and even basic infrastructure was absent in many places. The region then
experienced a very rapid increase of oil and gas production (Tykkylainen 2003).
Since it is also very large in geographical size, labour shortage was a common
problem. As a result, the region had to be developed almost from scratch,
economically and socially, and the Soviet plans for constructing permanent
settlements for the new oil and gas workers could often not keep-up with the
pace of the growing industry (Gavrilova 2002). Long-distance commuting, as
part of an accelerated development plan, appeared as one solution to that
problem and ensured that the needed labour came to the region. Later, during
the 1970s and 1980s, the northwards thrust of the oil and gas industries gave a
new incentive for using long-distance commuting since construction costs were
substantial due to the remoteness and harsh climate™. The increasing use of
long-distance commuting was accordingly in most cases rather a necessity instead
of a chosen alternative, and therefore to a large extent spontaneous or even
chaotic (Gavrilova 2002; Borisov 2004).

In the Soviet Union and also in today’s Russia the distinction between inter-
and intra-regional long-distance commuting is important (Krivoshchekov et al.
1994). A high-ranking official from the Khanty-Mansi Autonomous Okrug, for
example, thinks that there is today hardly any long-distance commuting in the
region (Khariton 2005). Obviously, intra-regional commuting, which is very
common in the region, does not count as long-distance commuting in the
opinion of this official. At first inter-regional commuting was indeed more
common in order to bring the needed labour supply into the newly developed
regions. Later the intra-regional commuting became more important. So called
shift-settlements or base-towns, in which intra-regional long-distance commuters
reside and which are located up to several hundreds of kilometres from the main
towns, became increasingly common (Gavrilova 2002). A good example for this
trend is Yamburg (Tykkyldinen 2003). The consequence was a rather rapid
decentralisation of the population, for example the population of the three main
northern towns in the Tyumen region dropped from 85% of the total of all
inhabitants in the oil and gas regions to 70% within five years (Borisov 2004).
Hence, commuting changed the regional structures of the affected areas
significantly.

Long periods of these specific Soviet development strategies led to settlement
structures characterised by a combination of traditional permanent population
and new settlements that were created based on long-distance commuting. This
combination of settlement types was the starting point for post-Soviet
developments. Today there is very little construction of new permanent housing
infrastructure in northern resource peripheries and companies as well as
employees are therefore often reliant on long-distance commuting for the
organisation of labour processes (Borisov 2004; Gubaidullin 2004). Labour
mobility in form of shift-work is accordingly at present still on the agenda. Many
details of its implementation are defined by the labour code of the Russian
Federation (International Labour Organization 2001; Borisov 2004). However,
it is very difficult to get comprehensive information and data about its present
status. It seems that statistics on the use of long-distance commuting for the

® Cost considerations were already during the Soviet time an important factor for regional
development; see for example Bogudinova (1985).



whole of Russia do not exist, since the state is not anymore centrally organising
the process (Belaya 2007; Zalkind 2007). Some even conclude that long-distance
commuting is almost unresearched in Russia today (White 2007). There are
some detached numbers for single cases available that give a rough
understanding of the extent to which shift-work is relevant. Reshevskaia (2005)
estimates that in 2005 about 26% or about 30000 of all of Gazprom’s
employees working in the north are long-distance commuters (11% intra-
regional and 15% inter-regional). For the entire Khanty-Mansi Autonomous
Okrug the number of commuters in 2003 is estimated by Borisov (2004) to be
about 71 000. These numbers show that long-distance commuting definitely has
its place in today’s business structures; most of all in the extraction industries,
but also for example in forestry, and that it needs to be studied (Dimitrieva
2007).

The decision to use long-distance commuting is made by the two most
influential stakeholders, the state and the companies. Both have their own
interests in arranging shift-work operations. For the companies economic reasons
are naturally most important. Long-distance commuting is for example used to
get cheaper (e.g. from now independent stated of the former USSR) or highly
educated labour from elsewhere to work sites in the north (Borisov 2004;
Khariton 2005; Madsline 2006). The interests of the state are not as clearly
defined. On one side long-distance commuting helps in restructuring the
settlement structures of the north, for example in offering much wanted
alternatives to permanent residence or ending the lack of skilled labour.
Therefore authorities, particularly on the regional level, are often in favour of
long-distance commuting (Drobizheva 1999; Paton Walsh 2003; Eilmsteiner-
Saxinger 2008; Sotnik 2008). On the other hand there are also strong voices to
be heard that dislike the growing use of the vakhtovyi metod, among them
President Medvedev and the representative of the president for the Urals Federal
District Latyshev (Latyshev 2008; RIA Novosti 2008). They seem to be in
favour of permanent settlements.

The third category of the main stakeholders involved is the employees. As |
have shown elsewhere, many of those employed at long-distance commuting
operations are rather satisfied with their work arrangements (Spies 2006, 2008,
2009)". The vakhtoviki often develop a distinct identity based on their way of
life and do not wish to change it (Eilmsteiner-Saxinger 2008, 2009). On the
other hand, vakhtovyi metod does not have a very good reputation in Russia
(Dorozhkin 2003; Zalkind 2007). Many see the social, psychological and
physiological disadvantages as pivotal and do not wish to enter the long-distance
commuting labour market or continue their involvement.

Predictions about the future of long-distance commuting are not very easy
since the preferences of the involved stakeholders are not straightforward. The
employees see advantages and disadvantages and also the influential actors of the
state express very different opinions. It seems that there is a struggle between a
pragmatic fraction that is in favour of shift-work, and those that favour a strong
Russian presence in the resource peripheries and reject the displacement of
permanent population. Only the industry seems to be largely in favour of long-

* Good examples for the positive living conditions of long-distance commuters in the Russian
North are presented by Follath and Schepp (2007) and Seiser (2007).



distance commuting. Since it is the companies that actually implement
commuting operations, and given the fact that the northwards thrust is ongoing
(for example to the Yamal Peninsula or to off-shore fields), it seem most likely
that long-distance commuting will play a prominent role in the future of the
Russian resource industry and northern development. The organisation of labour
processes and labour relations based on the vakhtovyi metod is therefore relevant
since the successful management of Russia’s key industry is and will be
concerned.
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4.1 Basic concepts

The focus in this chapter is on the organisation of work and the question of how
the administration of labour processes is changing due to the implementation of
long-distance commuting in resource peripheries. It is therefore of interest to
introduce the main approaches to organisations and the management of work
during the past. Based on this knowledge it will be possible to develop an
extended understanding of labour processes that is required under the
preconditions found in this case study.

The roots of organisational studies can be traced back to the second half of
the 19th century, at a time when capitalist industrialisation started to change the
preconditions for work. A central goal of studying organisations has traditionally
been to mediate between collective needs and individual wants in order to
maximise outcome (Reed 1996; Procter 2005). Organisations are considered as
complex and constituted according to very different understandings. Defining
organisations all-embracingly is therefore challenging (Veen and Korver 1998).
At a basic level, organisations can be defined as associations of individuals aiming
at achieving goals by implementing a division of labour within a framework of
formalised rules and hierarchies (Veen and Korver 1998). Accordingly, it is not
possible to distinguish utterly between individuals and organisations; rather
organisations are systems of individuals (Schmid 2004). All theorising on
organisations is therefore bound to time and place and is, as a result, contextual
(Reed 1996).

The understandings of organisations as well as of the philosophies behind
managing the organisations have changed and are still changing. Two
philosophies, which can be depicted using the machine and the organic
metaphors, have nevertheless been the main concepts for understanding labour
processes in organisations (Doyle 2003). The machine metaphor stands for the
organisation of work according to the principles set by the scientific
management methods. The organic metaphor represents approaches that focus
on individuals as emotive actors and are commonly associated with the human
relations school of management.

The scientific management method is strongly associated to Frederick Taylor
and is therefore also referred to as Taylorism (Strang and Kim 2005). The
American engineer created this strongly rationality based and deterministic-
positivistic influenced method at the beginning of the 20th century founded on
his formal and ‘scientific’ studies of work processes. The focus is on repetitive
tasks and time-motion studies designed to improve the efficiency of those tasks
(Veen and Korver 1998). Based on his observation of manual work, Taylor
formed several general rules for the organisation of work in an unambiguous



division of labour and with the goal of mass production. He stated that each task
has to be done by a carefully chosen and suitable individual capable of doing
precisely that job, each work process should be divided into as many separate
tasks as possible that require just a minimum of training, workers do not need to
think about their tasks, and finally that workers are motivated by progressively
increasing monetary rewards only (Doyle 2003; Bolton 2005). All these
principles, which explain the machine metaphor mentioned above, led Taylor
and other advocates of this approach™ in their belief that there is in each and
every organisation and work process, the one best way of achieving output
maximisation and solving organisational problems.

As a consequence of the scientific management practise, the worker became
an individual unit of production with little room for emotions, thoughts or other
expressions of individuality (Bolton 2005). The goal of Taylorism is therefore
the clear separation between the workers hands and brains and to control the
knowledgebase underling the work processes and production. Moreover, the
planning of work was based on the separation of the workers from all external
disturbances (Veen and Korver 1998). Henry Ford’s introduction of the
assembly line broadened the control of the worker by determining additionally
the place and pace of work (Graham 2005). The societal structures that started
developing in the early 20th century based among others on the principles of
increasing rationalisation, specialised division of labour, and mass production has
since been labelled as Fordism (Amin 1994; Bolton 2005; Tonkiss 2006).

At the time the Fordist society and the scientific management approach were
considered as very progressive. But it needs no exceptional imagination to see
potential problems of the systems when considering the workers’ situation. The
outcome of Taylorism is a very unsatisfying, even scary, work environment, and
turnover rates were accordingly high (Doyle 2003). From an economic
perspective the inability of the system to deal with change and dynamism in
complex organisations are considered now in many cases as unprofitable (Reed
1996). Finally, Taylorism focuses so much on the microcosms of the work group
and, as a consequence, neglects more general structural and administrative
aspects of organisations (Veen and Korver 1998). For these reasons, Taylorism
(and Fordism) was increasingly criticised towards the middle of the 20th
century. Nevertheless, its legacy is still an important factor in the organisation of
work, usually in the form of one of manifold variations that have built upon
Taylor’s original ideas® (Veen and Korver 1998; Doyle 2003; Batt and Doellgast
2005).

From the 1920s onwards a counter-movement developed as a direct reaction
to Taylorism (Bolton 2005). According to the new concept, organisational actors
have to be considered as social actors that are not only driven by rationality but
also by emotions. Actors are not pure economic utility maximisers, but also have
social and psychological needs beyond the materialistic; this inevitably
necessitates dealing with the human factor in management (Nohria and Gulati
1994; Staw 2004). Furthermore, individuals and groups in organisations are a
part of the same integrative ‘organism’ and they function according to the goals

* E.g. Fayol and Barnhard
* For example, Batt and Doellgast (2005) identify the situation in call centres as new
taylorised work organisations or lean production as democratic Taylorism.



of organisations only if their needs (also non-monetary) are satisfied (Bolton
2005). The reciprocal influences that all parts and actors of organisations have
on each other, comparable to the way in which living organisms function,
explains why the new thinking is depicted using the organic metaphor.
Organisations have to be described as systems with formal and informal
structures in which social evaluation takes place and that are not only orientated
towards the production of goods and services (Veen and Korver 1998). The
fundamental criticism of Taylorism is accordingly the dehumanising effects of
scientific management and its inevitable compromise of creativity (Bolton 2005;
McKinlay 2005).

The new thinking became known as the human relations approach and was
the dominant school of thoughts in organisation studies until the 1960s, but still
remains influential today” (Nohria and Gulati 1994; Bolton 2005). A major
cornerstone in the development of the human relations approach was a series of
long-term field studies by American researchers at the Hawthorne factory in
Chicago during the 1920s and 1930s. Due to the observation that any attention
given to workers and groups increases productivity, independent of what kind of
attention is shown, the studies are evidence for the importance of motivation of
the individuals involved in the work process (Veen and Korver 1998). The focus
on motivation and informal structures in organisations led to the introduction of
social aspects into management thinking and the thorough consideration of the
human factor in business decision making (Dipboye et al. 1994; Veen and
Korver 1998). Management of work is not anymore conceived as an act of
rational economic planning but instead as an instinctive act of craft by a careful
observer of human behaviour (McKinlay 2005).

The main criticism of the human relations school is that the approach does
not take the interaction of the organisations and their environments seriously
(Nohria and Gulati 1994). The focus is still on managers that are able to ‘deal’
with the needs of individuals in organisations in order to overcome functional
problems. Even though workers are not anymore treated as individual units of
production, they still do not come to life as distinct human entities separate from
the organisation (Bolton 2005). External influences, such as political, social,
psychological and economic factors, remain neglected.

The outcome of such criticism was a rethinking about the human relations
school starting roughly in the 1960s. As mentioned, it was realised that the basic
understanding of individuals in the scientific management and human relations
approaches were not that far from each other. The human relations school was
found guilty by its critics of still overrating the power of management techniques
to deal with subjective interferences (Bolton 2005). By considering
organisational actors as socially embedded and emotive actors whose
relationships are constantly evolving, among others through struggle and
conflict, the understanding of organisations became much more complex and
people in organisations finally got personalities (Schmid 2004; Schneider and
Smith 2004). The additional incorporation of various kinds of other contextual
factors (historical, economic, political etc.) into organisation studies and the
resulting explicit focus on the relationships between organisations and their

" The main supporters and contributors to the human relations school were Mayo, Hertzberg,
Maslow and McGregor (Bolton 2005).



environments marked the departure from the human relations school towards a
new stage (Dipboye et al. 1994; Nohria and Gulati 1994). After the rather strict
separation between the economic and social spheres that characterised the studies
of organisations during the greater part of the 20th century, the new approach
sees organisations as entities of “...socially constructed and sustained ‘order’
necessarily grounded in the localized stocks of knowledge, practical routines and
technical devices mobilized by social actors in their everyday interaction and
discourse” (Reed 1996, 42).

Clearly, the new thinking is more complex and holistic than earlier concepts
of organisations. Not as clear is the labelling of the new approach. It seems that
the times of unambiguously hegemonic understandings of organisations are over.
What characterises the new stage is the implementation of non-orthodox
approaches that are not subject to rational explanations, the dealing with the
interplay between formal and informal structures and seeing organisational
actors as active and knowledgeable agents whose identities are shaping the
structures of the organisations (Nohria and Gulati 1994; Bolton 2005; Rubery
2005). That leads to a notion of organisations as social systems. More precisely,
the notion of organisations as open-systems that continuously interact with an
environment in which they are inescapably embedded. Consequently, the, or at
least a, major force behind developments in and of organisations has to be
contingency rather than universality and the research focus for studying theses
developments has to shift from the macro to the micro level (Reed 1996). It
becomes necessary to distinguish between the formal organisation (for example
companies and their legal status, etc.) and the practices in organisations that are
contingent on place and time. A possible third and more abstract approach to
organisations could be represented by the stances of involved stakeholders and
their ideas of how the organisation should be managed. Consequently, rather
than forming one clearly defined concept of organisation, these basic principles
are constitutive for many different schools of thought that dominate today’s
perceptions of organisations and labour processes.

What are the consequences of this understanding of organisations?
Employees are obviously at the boundary between organisations and the external
environment (Nord and Fox 1996). These borders become increasingly blurred
due to the comprehensive interactions with and the embeddedness of
organisations in their environment (Jackson 2006; Yeow and Jackson 2006).
Veen and Korver (1998, 11) express the challenges for those responsible of
running organisations with these words:

“Gaining a sufficient degree of efficiency, control, stability,
structure, and motivation is the complex problem of
understanding and managing the area that defines the locus of
and the tension within the many relationships of individuals-
organizations-environments. The various approaches show that
the organizations must navigate among a number of obstacles
to arrive at a solution for this problem. It should control the
behaviour of its members, and guide it in the direction
preferred by the organization. At the same time, it ought to
guarantee that these individuals remain sufficiently motivated.
... More generally, the most basic problem for an organization



is to meet the demands of both its members and its
environment, while maintaining its own identity and
cohesion.”

What does this mean for the organisation of work? While context is
becoming more important and employees are being given more autonomy, it
seems that workplaces have become, for the time being, less manageable (Bolton
2005; Thompson 2005). Since the world of work is more complex, the means
for understanding also have to become more complex (Ackroyd et al. 2005). But
after all, it is still the firms and employers that are the architects of employment
(Bolton 2005; Rubery 2005). It is in their hands to shape the structures and
push their organisations in a desired direction. The tools for doing so are today
considered to be found in the human resource management (HRM) approach
(Kamoche 2001; Legge 2005).

Human resource management is not a new concept but it is in its context
that today’s enlightened view on human capabilities in the organisational
environment occurred (Drafke and Kossen 1998; Doyle 2003). Simply the use
of the term ‘human resource management’ shows a change in attitude towards
employees, especially if compared to the formerly used expression ‘personnel
management’. Human resources become recognised as a central business concern
and investments into the labour force worthwhile (Storey 1989). Personnel is
now understood as an asset and not merely in terms of costs (Torrington 1989).

At the heart of human resource management lies a fundamental
contradiction. The management has to achieve simultaneously control over the
staff and get its consent, two tasks that seem difficult to reconcile (Legge 2005).
The more so as diverse groups of employees demand the matching of
management and motivational practises to their needs. Successful management
of these challenges in organisations of post-modern societies is most likely to be
achieved through commitment and development of a corporate culture rather
than imposition of hierarchical and bureaucratic central structures (Bolton
2005). The implications of this axiom for the practical and applied organisation
of work are manifold. Just as multifaceted are the many management tools and
practices that were developed based on these principles, e.g. strategic human
resource management, high-performance work systems, and hard and soft
modules of human resource management.

The different approaches to human resource management are characterised
by what Storey (1989) calls the human resource management cycle (Figure 7).
Achievement of employee commitment and fulfilment of the organisations’ goals
can be reached accordingly through the adequate interplay of the following
factors: employee selection, performance, appraisal, development, and rewards
within the organisation. As a matter of course, such a managerial understanding
of work organisation is criticised for neglecting the focus on humans and
repeating the same ‘must-do’-style advise as earlier proposed by the human
relations school (Bolton 2005). In order to develop this basic concept of human
resource management and the organisation of work further, the organisations, as
the key locations, have to be placed in a spatially and temporally context,
offering a macro framework for the evaluation of micro processes (Bolton 2005).
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Figure 7. Human resource management cycle, devolved based on Storey (1989,
7)

Figure 8 illustrates how the human resource cycle is embedded in the
environment of every organisation. All the activities of the management within
the organisation interact with forces and processes that are not within the direct
control of the administration. Therefore, the boundaries of organisations are
permeable and cannot be seen as clearly defined borders. In the case of employee
selection, it is intuitively comprehensible that it cannot proceed only within the
organisation. New employees usually come from outside the organisation. On
entering the organisation, they change the status quo by acting and reacting as
individuals, either rationally or emotionally, intentionally or subconsciously, but
certainly also influenced by the new environment. Also the other steps of the
human resource cycle do not happen in isolation from their context. Due to the
strong influence of contingent factors, human resource management is a never-
ending search for compromises between best practice and best fit, the latter
being more likely to be realised (Purcell 1999; Legge 2005). A telling example
for the challenge of finding a general and suitable approach to the management
of labour is the situation in the Russian North and the application of long-
distance commuting. Under these circumstances the management has to find
solutions for work processes that have to be organised in very unconventional
conditions (harsh natural surrounding, extreme remoteness, often absence of
most basic infrastructure, etc.) and considering a very heterogeneous workforce
with different cultural backgrounds. Both, location and workforce do not
represent any average concept and their treatment can hardly follow the same
rules as in more regular settings.

Following the above argumentation leads to the conclusion that each
organisation has to find its own solutions for its way of arranging work processes.
Certainly, there are aspects of the work process that can be considered to follow
more or less standardised rules in the majority of organisations. But as soon as
the preconditions for labour processes change due to internal or external
influences, it is likely that repercussions on the organisational structures can be
found. The next chapter therefore focuses on the organisation of work in the



northern Russian resource industry that operates commonly with long-distance
commuting and how this form of labour organisation can be arranged to meet
the needs for all involved stakeholders.

ENVIRONMENT
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Figure 8. HRM, organisations and environment

4.2 Organisations, human resources and long-distance commuting

4.2.1 Extended concept of human resource management — intersecting and detached
environments

As has been shown in Chapter 3.1, long-distance commuting is characterised
by the spatially and temporally bifurcation of the employees’ lives between a
home and a work environment. If the context of the environment has any
significance for the organisation of labour processes, as assumed in the above
introduced concepts, then it appears very likely that this rather distinguished way
of running the resource industry in the Russian North will have its influences on
the practices of human resource management. Indeed, it seems to be almost self-
evident that arrangements for transportation between home and workplaces, the
organisation of accommodation facilities at very remote locations, or the
implementation of compressed work shifts, for example, are influencing the way
of managing firms, i.e. organisations, as the one analysed in this case study.

One concept for handling the significantly extended amount of factors
gaining relevance for studying the organisation of work is the contingency
approach. Seeing context and the interplay of numerous factors as linked to the
situation of organisations might be a pragmatic way of grasping a diverse real-



world setting. But is such an endeavour helpful in terms of studying the
organisation of work? It can be argued that this approach inhibits further
investigations due to its overwhelming complexity. Purcell (1999) and Legge
(2005) suggest, for example, that the quest for suitable management practices
under such conditions leads inevitably into a cul-de-sac. It is simply not possible
to control all contingencies. How then can the study of work processes be
arranged in order to achieve manageability of a multi-facetted reality without
compromising it?
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Environment

Detached
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Figure 9. HRM, organisations and extended environments with LDC

I suggest an approach to the analysis of work processes under long-distance
commuting conditions in the Russian resource periphery as it is depicted in
Figure 9. It adds to the concept of human resource management shown in
Figure 8, which recognises the embeddedness of organisations in their
environment, more specific adjustments that are relevant due to long-distance
commuting schemes. Rather than stressing the general importance of context,
which leads to the overwhelming complexity, I am in favour of naming the
changes that long-distance commuting cause for the environments in which the
organisations are embedded. This allows an analysis of the relevance of these
aspects for the organisation of work. This does not mean that |1 am advocating
for a restriction of the importance of context. As shown in Figure 9, even the
borders of the environment have to be open for external influences, since it is
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difficult to define one clear environment under the preconditions of long-
distance commuting.

What then are the specific adjustments? Long-distance commuting adds two
dimensions to the environment of work processes that are significant. In Figure
9 they are symbolised by two rectangles. One is situated at a central place and
overlaps the boundary between organisations and its external environment.
Consequently, it can be labelled as an intersecting environment and represents,
for example, the accommodation complex found in long-distance commuting
firms. In conventional understanding, accommodation arrangements and the
organisation of free-time activities are not considered as part of the internal
responsibility of work organisations. At remote workplaces the unambiguous
distinction between work sphere and free time fails. For example, it seems
reasonable to assume a negative impact on the work process and functioning of
firms if the personnel is unsatisfied with the accommodation conditions. It is
therefore in the interest of the firms to manage these aspects and meet the needs
and wishes of the employees, a task that is not considered in conventional
human resource management and that is certainly also influenced by external
factors.

A second extension of the environment takes place at a distance. In Figure 9
the environment is symbolised by the disjunctive rectangle at the bottom and
can be labelled as a detached environment. It represents the home environment
of employees engaged with long-distance commuting. The way of life and social
contacts in this spatially remote environment is influencing the way in which the
staff acts, reacts and perceives the work situation at the production sites.
Therefore, it has to be included in the analysis of work processes. Furthermore,
the way in which the long-distance commuting is practically organised, that is
the processes bridging the detached environment with the firms’ immediate
context, will have repercussions on management style. Moreover, it has to be an
integral part of the human resource management.

The focus in the analysis of work processes at remote work sites that are
operated with long-distance commuting is, hence, extended to factors that
hardly can be included in the sphere of conventional approaches of human
resource management. Following dogmatic-like understandings, as applied by
both Taylorism and the human relations school, is not helpful. Nor is it helpful
to lean back on a contingency view alone. In the next chapter I implement an
investigation of employees’ views that is based on the extended perspective on
human resources as laid out above. It is designed to clarify the importance (or
missing importance) of the intersecting and detached environments and their
implications for the organisation of work.

4.2.2 Organisation of work with long-distance commuting — the employees’ verdict

The following section presents an empirical analysis of the preferences and
perceptions of SeverTEK’s employees with respect to long-distance commuting
and different specific aspects of their work relations. The type and quality of data
acquired with the questionnaires directed the selection process for the applied
statistical methods. From the wide range of statistical tests available for social
scientists, | chose to concentrate on comparing and analysing mean values of



different respondent groups. This approach is well suited for attitude
measurements, which are the main component of the questionnaire (Appendices
1 and 2). The approach results in a compressed and qualitatively enhanced data
structure. Therefore, constructed variables that are based on several items from
the questionnaire each are at the centre of the following analyses. Those items
are all measured on a five-point Likert scale (1-5) and they are inserted into the
variables with equal weights. Consequently, the variables represent the arithmetic
mean of the respondents’ answers to all the items that were used for their
construction (Table 2). Based on this data compression the quality of the
outcome increases and allows for extended statistical enquiries (Bryman and
Cramer 2004). The outcome can as well vary between one and five, whereby
higher outcome figures stand for more positive appraisals of the respondents and,
hence, higher satisfaction with the theme covered by the variables™.

Two constructed variables are designed for revealing the importance of
different environments relevant for long-distance commuting (Figure 9). The
first contains nine items that express an appraisal of the intersecting environment
(Table 2). Accordingly, those items are chosen that are related to different
aspects of the life at the remote South Shapkino accommodation complex.
Simply put, this variable could be labelled as ‘work environment’. However,
since the situation on work sites that apply long-distance commuting is
characterised by features that cross the conventional border between free and
work time, | refer to this constructed variable as the ‘Intersecting environment’.
The importance of the detached environment is evaluated by the second
constructed variable. It contains items on family issues and relations between
employees at their living place and could also be introduced as the ‘home
environment’ variable. Nevertheless, due to the unclear meaning of term ‘home’,
in particular for those involved in extensive commuting, | label this variable as
‘Detached environment’. The third variable is constructed of the average
outcomes from items that deal with issues typical for long-distance commuting.
Since the commuting is the link between the two environments and the
conventional organisation, its influence needs to be analysed. The label ‘Long-
distance commuting’ is used for this variable. Finally, in order to evaluate the
significance of the two environments and long-distance commuting a last
constructed variable with the label ‘Classic management’ contains information
on the assessment of conventional management issues (e.g. financial aspects,
relations between management and workers, motivation, workers’ satisfaction,
etc.). Contrasting classic management approaches with the management
approaches at remote workplaces where long-distance commuting is used will
demonstrate the relevance of traditional versus ‘extended’ factors in human
resource management.

* Some of the items had to be scored in reverse order in order to maintain a consistent
orientation of the scores.



Table 2. Constructed variables

Constructed
variable

Intersecting 1. The layout of the accommodation complex helps everyone to feel
environment integrated into the work community
There is no purpose in the way this accommodation complex is
designed
Living together in the accommodation complex is stressful
It causes problems when everybody knows everybody else’s business
There is hostility between people in this accommodation complex
Many people are inconvenienced by the behaviour of their colleagues
Many people are inconvenienced by the noise of their neighbours
| believe that those who administer this complex care about us
employees

9. Employees have enough influence on the provision of recreational

facilities

Detached 1. My work schedule causes problems for family life
environment 2. :;:ij Iscéng work shifts increase responsibility and pressure on the
Many employees and their families come together also in free time
My family would not move to a remote oil town
Family problems with organising social and recreational activities due
to my shift-work can be overcome without serious difficulties and
drawbacks
I do some hobbies with other SeverTEK employees in my free time
Flight connections to South Shapkino
Long-distance commuting is a modern approach to work organisation
on an oil field like this
| want to work as a long-distance commuter until I retire
Compensation for staying at the work site several days is fair
I would like to have more flexible working hours
My colleagues have problems with adjusting to the shift rotations
They treat me like a number in this company
The company makes me feel like | belong to it
The company considers workers’ matters appropriately
Income disparities are too large between employees
My pay is adequate for my needs
My pay is fairly satisfying
The promotion system is fair
My prospects in the company are very limited
Time passes quickly during work
10. | have enough say in how | do my work
11. | have enough say in what I do
12. My work is the same day after day
13. I can discuss problems easily with my boss
14. My boss does a good job
15. The management system should be improved
16. There are enough consultations between the management and others

Included original variables (sub-variables)

n

NG W
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o

Long-distance
commuting

N

Classic
management
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The following statistical analyses are based on two main approaches. At first |
investigate the interrelations between the four constructed variables and groups
of respondents (Figure 10 and Table 3). Those groups are formed according to
general characteristics (age, family status, sex, type of employee) and case specific
distinctions. The different average scores for the constructed variables of the
groups of employees are displayed in Figure 10. In order to assess the differences
found among the groups the t-test is applied. The independent t-test is a



parametric test for differences between mean values and requires normally
distributed populations and data measured at least at the interval level (Field
2005). The assumption of normal distribution is met but considering outcome
from constructed variables (or summated scales as such data is also referred to) as
interval level data is disputable. According to Bryman and Cramer (2004) such
an outcome can be considered as interval/ratio data in spite of its limitations and
| follow their argumentation here®.

The second statistical approach is designed to determine which factors have
the most influence on: (1) the respondents’ preferences for long-distance
commuting as compared to ‘normal’ employment schemes, (2) the desire to keep
on working in the same job until retirement, (3) the judgment on the
management of SeverTEK, and (4) the appraisal of employees’ position in the
company. The four constructed variables and the same general factors that were
already used in forming the respondent groups are utilised as predictors. Logistic
regression models, which are suitable for dichotomous categorical outcome
variables (Field 2005), will reveal the significance of the predictors and their
strength. Other tests (cross-tabulation and Pearson’s correlation test) are used in
order to support the two main approaches and to strengthen the argumentation
on the identified patterns.

As specified above, the first analytical approach to the research questions tests
whether the results for the four constructed variables (in the form of mean
values) vary significantly among the mutually exclusive pairs of respondent
groups. In plain terms, | test whether different employee characteristic lead to
altering perceptions of the intersecting and detached environments, and altering
perceptions of the long-distance commuting process as well as of classic
management approaches. A first impression of the results can be gained from a
look at Figure 10. It becomes clear that some of the pairs of respondent groups
yield strongly differing results (e.g. the groups judging on the management
system and their outcome for the intersecting environment). Therefore, Figure
10 is important for understanding the orientation of the results intuitively by
reading from the graphs which groups have higher and lower satisfaction scores
for the constructed variables. Other results are too indistinct for any first-glance
interpretation. In those cases the numerical results from the t-tests displayed in
Table 3 are providing the precise outcome and possibilities for accurately
interpreting the differences found between the respondent groups’ attitudes
towards the four constructed variables.

¥ Due to this quality issue of the data, | controlled the t-test’s result by comparing the
outcome with the results from a non-parametric Mann-Whitney test. The significant
differences found were all the same except in one case. The Mann-Whitney test finds a
significant difference (p < .05) between those who think that working and living places should
be the same and those who do not think so for the scores of the intersecting environment
variable. The t-test does not show in this case a significant outcome (Table 3).



Summated scales
(high value equals high satisfaction)
1 15 2 25 3 35 4

Age until 30 (N=101)

Age over 30 (N=243)

Lives with family (N=301)

No family (N=52)

Blue collar (N=265)

White collar (N=84)

Male (N=322)

Female (N=19)

Preference for LDC (N=191)

No prefrenceforLDC (N=56) mm—

Wants same job until retirement (N=199)

Does not want same job until retirement (N=46) =

Management should be improved (N=84)

No nee forimprovement (N=75) —

Workers issues are considered adequately (N=251)

Workers issues not adequately considered (N=21) =

Work and living place should be the same (N=60)

No need for same work and living place (N=269)

LDC better than building new resource towns (N=270)

LDC not better than new towns (N=58)

B Intersecting environment O Detached environment BLDC O Classic management

Figure 10. Constructed variables and respondent groups



Table 3. Respondent groups and differences in their scores for the constructed
variables

Constructed variables

SRS = €
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30 and under 101 |[t=-0209 |[t=-1.088 [t=-2.285 |t=-1.491
df = 338 df =322 df =341 df = 342
Over 30 243 |p=.834 p=.277 p=.023* |p=.156
Family 301 [t=0.29 t=-1.202 [t=0.160 |t=-0.153
df = 347 df =330 df = 350 df = 351
No family 52 |p=.529 p=.230 p=.873 p=.878
Blue collar 265 |t=3.130 t=1.865 t=0.637 t=-3.643
df = 343 df = 326 df = 346 df = 347
White collar 84 |p=.002** |p=.063 p=.525 p <.001***
Male 322 [t=-0994 [t=1032 [t=-0.061 [t=0.673
df =335 df = 318 df = 338 df =339
Female 19 |p=.321 p=.303 p=.951 p=.501

Preference for LDC | 191 |~ 4966 [t=-6213 |t=-7.169 |t=-3.981

eNng)ppl)(r)gfr:reeEtcefor df=246  |df=242  |df=247  |df=247
*kk *kk *%k%k *k%k
LDC employmment 58 |p<.001%** |p<.001*** |p<.001 p <.001
Wants same job until _ _ _ _
retirement 199 [t=-2530 |[t=-4.766 |t=-10.132 |t=-4.948

df=243  |df=238  |df=243  |df=243
46 |p=.012% | p<.001*** | p<.001** | p<.001%**

Does not want to stay
in the same job
Management should

84 |t=-5569 |t=-3.179 |t=-2.785 |t=-5.314

ﬁf'mprg‘]{ed df=159  |df=153  |df=161  |df= 161
! 0 neea ror 79 | p<.001*** |p=.002** p = .006** p <.001***
improvements

Employees’ issues are
considered adequately
Not considered
adequately

Work and living place
should be the same
Do not need to be the
same

LDC is better than
building new towns__

251 [t=-5.477 |t=-3.855 ([t=-2.846 ([t=-6.678
df = 268 df = 259 df = 269 df = 270
21 | p<.001*** | p<.001*** |p=.009** | p<.001***

60 [t=1760 |[t=1.489 [t=0.138 |t=2.138
df=326  |df=315 |df=327 |df=327
269 [p=.079 |p=.137 |p=.890 |p=.033*

270 |t=0.856 t=0.859 t=0.013 t=0.192
BUilding new towns & df =323 df =314 df = 326 df = 326
better than LDC 58 [p=.393 p=.391 p=.990 p=.848

Note: * p < .05, ** p < .01, *** p <.001. Cells with significant differences are highlighted with
grey colour.




The ‘Intersecting environment’-variable yields significantly different results
for five pairs of respondent groups (Table 3). The strongest interrelations are
found related to the employees’ preferences for long-distance commuting
employment, the judgment on the management, and the view on the employees’
position in SeverTEK. Additionally, those who would like to work in their
present job until their retirement and blue collar employees score as well
significant higher outcomes for this constructed variable. From another point of
view these results imply that those respondent groups yielding significantly
higher results, and thus those respondents that are presumably dealing better
with living at the oil field during their shifts, are more likely to prefer long-
distance commuting over conventional employment, they have a more positive
opinion of the management, they feel as if they are treated better by the
company, and would like to continue their employment in the long term. Since
the accommodation at a remote work site is a central feature of long-distance
commuting, some of these results are not surprising but are nonetheless
important. The significant differences found among the two types of
employment groups tell us that workers or blue collar employees are more
satisfied with the intersecting environment.

The results for the ‘Detached environment’-variable are surprising since they
do not point to significantly different perceptions of those with family ties and
those without. The variable includes several items on the implications of long-
distance commuting for spouses and families of the respondents (Table 2).
Generally, family ties are not relevant for any of the constructed variables in this
study. Either the influence of families is only secondary, or those without a
spouse and children are also facing difficulties, for example due to being
separated from their friends or parents. Age, sex and type of employment are
neither relevant for this variable. Unlike these grouping factors, a successful
handling of problems related to the detached environment is strongly associated
with one’s job attachment (preferences for long-distance commuting, wish to
continue the ongoing employment, better attitude towards the management, and
the personal situation). As with the intersecting environment, the respondents’
experiences about being torn between two environments do not lead to a final
judgment that the living and working place should be the same.

The ‘Long-distance commuting’-variable comprises items on typical practical
arrangements and general judgments on this form of labour organisation. It is
included into the analysis as a connector between the detached and intersecting
environments as well as the organisation as such. Also for this constructed
variable, significant different mean scores were found among the four pairs of
groups representing attitudes towards long-distance commuting employment,
plans for staying in or leaving SeverTEK, the judgments on the management and
the consideration of employees’ issues. Those respondents perceiving the
organisation of practical and general aspects that are contained by the ‘Long-
distance commuting’-variable (Table 2) more positively, as indicated by higher
mean scores, are more likely to belong to a group of respondents that represents
preferred employee behaviour (i.e. preference for LDC, wish to stay in
SeverTEK until the retirement, better judgment of the management, and
considering employees’ issues as adequately recognised). Contrary to all other
constructed variables the factor age is also relevant here. It appears that the older
part of SeverTEK’s staff copes better with the practical and general issues. This



could be a result of longer work experience and habituation, or of different
demands and notions of the working environment or life in general of the
younger (post-Soviet?) generation of employees.

The last constructed variable, which grasps the attitudes towards approaches
and means of classic management endeavours, is significantly different among a
total of six pairs of respondent groups, more than any of the other variables.
Those satisfied with the classic management (i.e. monetary aspects, relations with
the superior, perception of work routines etc.) are not surprisingly also those
who like their job more and want to stay in it. Nor is it surprising that white
collar employees are more satisfied with the classical management tools, as their
significantly higher average scores for this constructed variable compared to the
blue collar group suggest. After all, it is them who set the rules, and in many
respects they enjoy better working conditions (Spies 2008).

The constructed variable for the classic management also varies significantly
between those respondents who think that work and living place should be the
same and those who do not see such a need. Surprisingly, those who would like
to see both places at the same geographical location are more satisfied with the
management. Since long-distance commuting will never allow for such a
combined place of living and working, it was expected that the results would
show the opposite pattern. Therefore it is difficult to conclude on the reasons for
the found associations. The living and working place issue, as well as the last pair
of groups in Table 3 (LDC is better than establishing new resource towns), were
included into the analysis in order to gain information on more general
implications of the different environments and long-distance commuting related
labour processes. However, it seems that the respondents’ opinions on these two
questions are not linked to the four constructed variables.

Overall, the results provide surprisingly little evidence for the relevance of the
general factors according to which some of the respondent groups were formed.
As already mentioned, the family factor is not related to any of the variables,
neither is the sex of the employees. The age group factor has a significant
influence on one variable and the employee group factor on two variables. In
contrast to this modest influence, the case-specific factors clearly have a stronger
impact (Table 3). These results are supported by the analysis of the dependencies
between the four general and the six case-specific factors (Table 4). The cross-
tabulation reveals that differences between the age groups are relevant and that
the younger employees seem to have more problems coping (higher rejection of
long-distance commuting employment, more want to leave their present job, less
think that their matters are adequately considered). The only other significant
difference is among the blue and white collar employees, the latter displaying
clearly stronger preferences for long-distance commuting over establishing new
resource towns. Living with a spouse and children does not lead to results
different from those without family. Nor does the sex of the respondents have
significance for the analysis.



Table 4. Dependencies between general and LDC specific groups of respondents
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As a last step of this first part of statistical elaboration on the importance of
different environments and general factors captured in the four constructed
variables, their direct correlations are tested. In order to find out if the
respondents’ result for one of the four variables has an influence on the others’
scores, the Person’s correlation test has been calculated. Table 5 contains the




outcome of the test and provides clear evidence for positively correlated
constructed variables. The figures imply a statistical strongly significant
relationship with a medium to large overall effect (Field 2005). That means for
the organisation of labour processes at the remote oil field that investments of
the employer in improving the employees’ situation with respect to any of the
four constructed variables will lead to a wide multiplication effect. Any
worsening of the employees’ situation will have the same implications, but in a
negative direction.

Table 5. Correlations between the constructed variables

Intersecting Detached LDC Classic
environment environment management
Intersecting r=.456 r=.376 r=.401
environment p <.001*** p <.001*** p <.001***
Detached r=.456 r=.432 r=.473
environment p <.001*** p <.001*** p < .001***
r=.376 r=.432 r=.467
LDC p < .001%** p <.001%** p <.001%**
Classic r=.401 r=.473 r=.467
management p <.001*** p <.001*** p <.001***

Note: *** p < .001.

The second statistical approach mentioned at the beginning of this section
aims to identify the factors that are likely to lead to employee behaviour that is
desirable for work organisations. Using logistic regression models, | test which of
the four constructed variables and the general demographic and work-related
factors are leading to preferences for long-distance commuting, the wish to
continue working in the same job, a positive attitude towards the management,
and the perception that employees’ matters are adequately considered.
Additionally, the factor commuting distance is included in order to test if it is
influencing on the employees’ stances. Tables 6 to 9 contain the outcome for
logistic regression models designed for predicting employee behaviour. The
upper parts of the tables show which variables proved to have significant
influence on the outcome and, hence, are suitable predictors for the behaviour of
the respondents. The lower parts show those variables included into the model
that do not have significant explanatory power. The models’ overall strengths
can be assessed by referring to the R-statistics as well as to the chi-spare figures.
The R-square can be interpreted as an indicator for the goodness-of-fit for the
data and the model, and the results stand for the variances in the outcomes
explained by the model (Field 2005). The models’ chi-square statistics represent
the improvement of the exploratory power of the models by including the
predictor variables (Field 2005).

The logistic regression model in Table 6 shows that three predictor variables
lead to significant outcomes and, hence, have explanatory power for predicting
employees’ preferences for long-distance commuting based work relations.
Accordingly, the employees are more likely to prefer commuting if they are
satisfied with the general and practical arrangements of the long-distance
commuting work scheme and if they are dealing well with the implications for
the detached home environment. Furthermore, the preference for long-distance



commuting becomes stronger with the growing age of the respondents.
According to these results, those responsible for managing the work processes
need to pay particular attention to an agreeable organisation of the commutes
and to concerns that are related to the detached environment at the living places
of the staff. Consistent with earlier results is the role of the age factor. The
management should consider the needs of the younger employees since they are
less open to the way in which their work is organised. In a business environment
characterised by growing lack of qualified staff and a generally ageing
population, the young employees are an important asset. Regarding the non-
significant factors the most interesting outcome is the missing relevance of family
ties and commuting distance. As shown already above, the family factor seems to
be of secondary importance. The missing significance of commuting distance,
measured in kilometres, might point to a stronger significance of relative
distance and the organisation of the commute in each individual case (Spies
2006).

Table 6. Predicting whether the respondents prefer LDC employment to
working and living at the same place

Predictor B SE Wald Significance
Significant predictor variables
LDC 2.303 0.625 13.594 <.001
Detached environment 1.132 0.513 4.872 .027
Age 0.051 0.25 4.270 .039
Non-significant predictor variables
Intersecting environment 0.602 0.517 1.359 .244
Classic management -0.381 0.606 0.396 529
Male 0.651 1.151 0.320 572
No family ties -0.264 0.591 0.199 .656
White collar employee 0.204 0.504 0.165 .685
Commuting distance 0.000 0.000 0.012 913
Constant -12.874 2.639 23.789 <.001

R® = .373 (Nagelkerke). Model x 2(9) =57.712, p < .001.

The respondents’ wish to keep on working in the same job until they retire
can also be predicted by the general long-distance commuting and age variables
(Table 7). The model shows that those coping better with the commuting
process and the older staff are more likely intending to stay in the job. Because of
the lack of qualified staff, any company operating in the northern Russian oil
industry should appreciate and hope for employees that have plans to stay.
SeverTEK, for example, pays considerable attention to the long-term attachment
of its staff to the company (Hanna 2004; Naskova 2004). The consequences for
managing an organisation are similar to those of the last model of predicting
preferences for long-distance commuting employment. While it seems
understandable that older employees are more likely to wish to stay in the same
job until the relatively close retirement, the need to consider the matters of
importance to younger employees still remains crucial. It is also comprehensible
that a good organisation of practical issues and a general appreciation of long-
distance commuting will support the wish to keep one’s present job. A look at
the non-significant factors reveals the missing influence of both the intersecting



and detached environments. The employees’ decision for their work future is
apparently not based on what | call above an extended concept of human
resource management. The same is again true for the conflict potential that long-
distance commuting bears for families.

Table 7. Predicting whether the respondents would like to keep the same job
until their retirements

Predictor B SE Wald  Significance
Significant predictor variables
LDC 5.095 0.934 29.724 <.001
Age 0.100 0.034  8.694 .003
Non-significant predictor variables
Detached environment 0.619 0.580  1.139 .286
Commuting distance 0.000 0.000  0.761 .383
Classic management 0.629 0.807  0.608 436
Intersecting environment -0.407  0.635 0.412 521
No family ties -0.409  0.741  0.304 581
White collar employee 0.344 0.726  0.255 .635
Male 0.370 1.453  0.065 799
Constant -21.725 4150 27.409 <.001

R’ = .576 (Nagelkerke). Model x* (9) = 89.700, p < .001.

Two factors appeared to significantly influence the model for predicting the
respondents’ attitudes towards the management (Table 8). The logistic
regression tests if and what factors predict most accurately that respondents are
satisfied and are not demanding management improvements. The results suggest
that the attitude towards the management improves correspondingly with
growing satisfaction with classic management issues (salary, relation to the
superiors, work routines, etc.) and with increasing approval of the way in which
the accommodation at the work site is organised. Those issues seem to be
considered as the main field of responsibility for the management. Since
companies (and hence the management) have a straight influence on these
factors, they are able to impact on the perceptions directly. Other concerns, like
the arrangements in the detached environment and family issues, which are
outside of the companies’ direct sphere of intervention, are not as important
here.

The last model (Table 9) is designed for revealing the factors that influence
the respondents’ perceptions of whether their matters are adequately considered
by the employer. The rationale behind this model is that those thinking that
their voices are considered are likely to be more satisfied with the way in which
their work is organised. Since this concern is similar to the previous model in
which the management was judged, it is not surprising that the same predictor
variables are influential here. It seems that the respondents refer mostly to
aspects like income, work relations and routines when they think about the
matters that are important to them. Apparently, they also want to have a say
when the arrangement and design of the accommodation complex of the
intersecting environment is concerned. The factor age comes close to being
significant and gives a further indication of the higher satisfaction of the older
part of the staff. To some extent surprising is the total insignificance of the



employee group factor. Since white collar employees are those who make the
decisions and blue collar employees will have to deal with them, it was assumed
that the latter might have less positive perceptions.

Table 8. Predicting whether the respondents do not wish for management
improvements

Predictor B SE Wald  Significance
Significant predictor variables
Classic management 2.718 0.802 11.491 .001
Intersecting environment 1.501 0.589 6.487 .011
Non-significant predictor variables
No family ties -1.273 0774  2.705 .100
Age -0.042  0.027 2399 121
White collar employee 0.831 0.566  2.158 142
Commuting distance 0.000 0.000  1.415 .234
Detached environment 0.307 0.596  0.265 .607
Male 0.436 1.276  0.177 733
LDC -0.028 0.717  0.002 .969
Constant -13.347  3.272  16.637 <.001

R’ = .465 (Nagelkerke). Model x* (9) = 53.879, p < .001.

Table 9. Predicting whether the respondents think that employees’ issues are
considered adequately

Predictor B SE Wald Significance
Significant predictor variables
Classic management 5.017 1.403 12.786 <.001
Intersecting environment 1.999 0.845 5.599 .018
Non-significant predictor variables
Age 0.077 0.041 3.505 .061
Commuting distance 0.001 0.000 2.640 .104
No family ties -1.277 1.014 1.587 .208
Detached environment 0.845 0.858 0.971 325
LDC -0.362 0.918 0.156 .693
White collar employee -0.017 1.096 0.000 .984
Constant -23.380 5.535 17.842 <.001

R® = .508 (Nagelkerke). Model x° (8) = 52.611, p < .001. Note: Predictor variable
‘Sex” was excluded from the model due to its problematic distribution.

As shown, all four models are statistically significant and account for between
37% and 58% of the observed variances. These results provide evidence for the
relevance of the chosen predictors in the organisation of employment with long-
distance commuting in the Russian North. Four predictors (intersecting
environment, LDC, age, classic management) appeared to be significant in two
different models and are accordingly the most important. They should be
carefully considered by those responsible for the organisation of work relations.
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In the previous chapter | showed that the challenges for employees working with
long-distance commuting are not an impregnable obstacle for successful
implementation of this labour scheme. The intersecting and detached
environments as well as the commuting process as such are not significant
hurdles. Similar impressions have been gained in earlier studies (Spies 2006,
2008, 2009). In principle, the labour relations on remote production sites of the
resource industries can be managed productively and in a way that meets the
needs and understandings of the individuals involved (Spies 2008). Even
significant commuting distances, reaching easily several thousands of kilometres,
do not necessarily inhibit labour satisfaction if the individuals’ perceptions are
taken into consideration, for example in terms of relative or time distances (Spies
2006). A previous study revealed that among employees of the successful oil
industry in the Russian North, as in the local population in general, there is
significant potential for future outmigration from the region (Spies 2009).
Consequently, long-distance commuting, which functions as an intermediary
between the industries’ needs for labour and the often aspired outmigration, is
likely to play an important role in producing modern regional structures.

The probability of a prominent role of long-distance commuting in the
Russian North and its resource peripheries is further heightened if considering
the development, Soviet and post-Soviet, of this part of the country. The main
structures can still be considered as results of Soviet prioritising (Sjoberg 1999;
Tykkyldinen 2008b). Even though post-Soviet transitions have certainly
influenced today’s situation in the north, the urban character and relatively high
population density in circumpolar conditions are still unique for these high-
latitude areas of the world. Today’s judgment on these Soviet achievements is
predominantly done through an economic lens and based on cost considerations.
Hill and Gaddy (2003, 5), for example, try to calculate directly the costs for
today’s Russia that are connected to dealing with its Soviet inheritance and
conclude that Russia’s North needs to selectively ‘shirk’ in order to become
manageable. Since the importance of the North as a resource periphery will
remain, some speak in this context of the burden and blessing of space that
Russia has to face and handle in a way that emphasises the blessing (Blakkisrud
and Henneland 2006). Long-distance commuting can be one means of
achieving this goal (Round 2005).

The role of Russian North as both a major asset for development of the
whole country and a major burden that requires efficient measures for separating
the future from the past development paths, led and still leads to strongly
fragmented structures in the region. The socially and spatially selective
development (Jones 1997), that takes place in a relatively few favourable
locations, causes substantial territorial disparities in the north (Bradshaw and



Vartapetov 2003; Goler 2005). Among the most prosperous regions are those
that host companies of the natural resource industries, and, as a consequence, are
highly dependent on these sectors (Bradshaw 2006). Perovic (2003, 90) speaks
in this context of ‘corporate regions’ that sharply contrast to the remaining parts
of Russia. Since the few development hotspots in Russia are separated by huge
and ‘empty’ landmasses, Dienes (2002, 443) expressed the situation rather
figuratively but nevertheless tellingly in these words: “Geographically,
economically, and socially, Russia today is an archipelago”. An archipelago
situated in a very challenging natural environment, which acts as an additional
development restraint (Lynch 2002).

Long-distance commuting can help to blur the strictly defined borders
between parts of the Russian North with and without development potential. By
connecting the prosperous development spots to other places in which the
commuters reside, the wealth created in the resource peripheries is spread on a
wide scale. Furthermore, long-distance commuting is also a suitable approach to
dealing with the expensive population accumulation in Russia’s North. Long-
distance commuting allows for needed demographic adjustments without
depriving northern industries of labour potentials since the labour force can
move from northern living places to areas that are more suitable for human
settlements. Accordingly, long-distance commuting has served a different
function in Russia (centralising impulses) as compared to other countries that are
engaged in decentralisation policies, for example Australia (Storey 2001a). It
allows for reconciling selective shrinking with selective development. Labour
mobility is therefore one key to the future of the Russian North (Hill and Gaddy
2003).

The outcome will not be a less fragmented regional structure. Due to the
vastness of the Russian North and the harsh environment, any visions for evenly
developed structures of the areas have to remain a utopia. Instead a newly
fragmented structure that is based on human needs and economically efficient
approaches to the resource peripheries should be envisaged by decision makers. A
fragmented spatial structure that again builds upon priorities, for example of
individuals to reside in southern areas of Russia (Spies 2009), or the priorities of
the oil industry for exploiting ever more remote resources. Any attempt at
utilising the Russian North, particularly its most remote parts, inevitably has to
be based on some kind of political, social or economic prioritising, since a
spontaneous occupation seems very unlikely due to the many aggravating local
circumstances. Long-distance commuting leads therefore to a new landscape of
priorities, though one that differs strongly from the landscape of the Soviet
period and its legacies (Sjoberg 1999). Economic rationales and individual
preferences, rather than an ideology, have become rightly more important as the
fundamental foundations.

Figure 11 contains an attempt at conceptualising the role of long-distance
commuting in shaping the regional structures. While being embedded in case
specific environments formed by unique peculiarities, long-distance commuting
is always strongly shaped in its details by the interplay of humerous other factors
on different scales. State legislations, regional resource endowment and differing
work cultures, for example, are decisive for concrete features of the commuting
applications that always vary to a certain extent. These dependencies are
symbolised by the narrow upwards pointing arrow. The second arrow stands for



the influence that long-distance commuting has on spatial structures and
development. For example, by offering possibilities for restructuring, loosening
the strict distinction between prosperous and unsuccessful regions or opening up
remote resource peripheries for profitable exploitation, it has profound
implications on development, locally, regionally as well as on the national scale.
Therefore this arrow is significantly stronger than the first. As has been stressed
throughout this study, all mentioned processes are always contingent on specific
contexts and legacies and therefore path dependent. The role of long-distance
commuting in Russia, as in all other places, is determined by the unique
constellation found on all relevant scales (richly endowed resource periphery,
population excess in the north, legislation, etc.). Within this multivalent setting,
the governance of spatial development has to aim at constructive solutions for
each case of long-distance commuting implementation. A demanding task,
particularly if, as done in this study, individuals’ stances receive an adequate
consideration.

Long-distance commuting

Governance of spatial development

Figure 11. Long-distance commuting and regional development

The progress of Russia’s resource peripheries in the north is likely to take
place sporadically in development pockets (Tykkyldinen 1996, 2000). These
development pockets (DP) are ‘connected’ to the ‘mainland’ Russia via many
channels of economic, social and political ties with long-distance commuting
being one means of linkage. However, it is more than only a technical connector
since it leads to profoundly altered structures on both sides of its
implementation, as has been shown above. While being of outstanding economic
importance, development pockets in the Russian North are in many respects not
self-sufficient. Labour supply is a good example of this fact and long-distance
commuting can be applied in order to address this problem.
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Figure 12 depicts how long-distance commuting is the leverage for spreading
the impacts from the development pocket across boundaries of different
permeability, and how it brings impulses from outside into these localities since
dispersing and attracting forces are likely to work simultaneously. Principally, it
can work on a global scale (Spies 2006), but due to different cost considerations
of real world transactions, some distance-decay interferences seem likely.
Theoretically, the directions of long-distance commuting do not face constraints.
Based on these factors, the leverage of commuting is depicted by different sized
arrows pointing in all directions. The regular character represents a generalised
concept of long-distance commuting that might be helpful for illustrating the
processes in an abstract way. A real world setting, contingent on place and time,
is not likely to be as regular. An impression of how regional development in
favourable locations and long-distance commuting interplay based on a
relational and path dependent understanding is given in Figure 13.

International

Figure 12. Sporadic development and long-distance commuting

The directions and strengths of connections are dependent on case specific
preconditions. The example here is based on the SeverTEK case study™. In
Russia, the direction of the connection is very likely to be predominately
southward. In Northwest Russia, the direction of the connection is likely to be
southwest, with only few ties into northern or eastern directions (Spies 2009).

 Development pocket - Usinsk; region - Komi Republic; supra-region - Northwest Russia;
state - Russia.
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Also the strength of the connections is very different. A major part of commuters
will come from within the supra-region or even closer areas and only some
commute on national scale and even less internationally. Indeed, a significant
share is likely to reside in the development pocket itself, which can be considered
as a result of the urban character of the Russian North. Other countries do not
have such a significant labour pool in their resource peripheries. When it comes
to the quality of the ties, differences can for example occur between high ranking
managers travelling by plane from Moscow and workers’ journey in the train
from Syktyvkar. These nuances are depicted by different arrows. Furthermore, it
is likely that ties between the development pocket and the outside world is not
always straight-forward. Personal histories or the post-Soviet separation of the
USSR into nowadays independent states may have led to interrupted
connections following loops rather than a direct path.

» International

Figure 13. Sporadic development and long-distance commuting in a relational
setting

The situation in Russia’s resource peripheries and long-distance commuting
vaguely resembles what some describe as local buzz and global pipelines in the
process of knowledge creation (Bathelt et al. 2004). In order to lead to successful
development paths, long-distance commuting has to utilise the local potentials
(i.e. the local buzz) of the development pockets that are present as a result of
Soviet priorities. Simultaneously, it has to bring qualified outsiders into the
peripheries that boost those potentials (i.e. global pipelines). Only an interplay of

59



both factors promises fruitful results. The outcome will be a constant creation of
new spatially and temporally contrived communities (Russell 1999). Any general
outlook in the future of the region and the role of long-distance commuting has
to remain vague. Nevertheless, since these communities are not bound to a
particular scale of locality, the analytical focus inevitability has to be on actors,
who, after all, are the agents of any development (Grabher and Stark 1998;
Panelli and Welch 2005; Tykkylainen 2008Db).



6.1 Answers to the research questions

This study seeks answers to several aspects of the interplay between the
management of work in organisations, long-distance commuting and the spatial
as well as temporal characteristics of northern Russia. The research focused on
the development of a conceptualisation of the management of work that is
sensitive to case specifics and studies the interrelations between labour mobility,
resource peripheries and individuals’ perceptions. Following, I make conclusions
about the theoretical and empirical inquiries that aim to answer the research
questions as introduced at the beginning of the study (section 1.2).

The first set of research questions concerns the way in which labour relations
under the circumstances of long-distance commuting can be conceptualised
without neglecting case specific contingencies. The evolution of organisational
and managerial thinking started in the 19th century and comprehended labour
at first as a very static and depersonalised factor of production that can be
managed without special recognition of environmental context. With time the
changing approaches to the issue brought the human factor behind labour to the
fore and it was firmly embedded in a relational context. Organisations are now
understood as open systems. This brings along a great opportunity to consider
case specific contingencies — for example, for long-distance commuting in the
post-Soviet Russian North, for which general models or conceptualisations are
necessarily blind. At the same time, it hampers investigations due to
overwhelming complexity and the risk for analytical culs-de-sac. Labour
relations, as with all social interactions, have to been seen in their contexts and
should be judged upon a sensible consideration of contingencies within
relational and path dependent settings. In order to avoid the analytical and
methodological dilemma that arises from the overwhelming complexity of
contingencies and the limitations of research to capture those adequately, |
advocate a pragmatic and sober approach that remains reasonably concrete as
well as plausibly complex. For this case study on long-distance commuting |
decided to enlighten the conceptualisation of labour relations by curtailing the
context to two specific extended environments that | think are pivotal (detached
and intersecting environments). Other research settings would require a different
choice of relevant context.

The outcome of the empirical investigations in section 4 shows that the
chosen approach, which can be labelled as a restricted or selective extension
concept for analysing the management of labour in relational contexts, has its
legitimacy, as the detached and the intersecting environments appear to
influence on employee behaviour and perception. At the same time the persistent
indications of a missing relevance of family ties in the context of long-distance
commuting employment schemes, point to the fact that such an approach is not
able to capture all relations within the multifaceted contexts of work
organisations. Based on theoretical as well as very practical considerations, it
seems to me very unlikely that family ties can be without interference on
commuters. More likely, the constructed model of human resource management



within extended environments (Figure 9) is not able to capture this issue and its
consequences adequately. These kinds of shortcomings have to be understood as
the price for maintaining general analytical manageability. Nevertheless, I do not
see alternatives to a restricted extension concept for the management of work
processes in case study research such as the one reported here.

The second set of research questions relates to the influence of long-distance
commuting on the management of work processes. According to the results from
the statistical enquiries in section 4.2.2, the intersecting and detached
environments have an important but also ambivalent meaning for the
organisation of labour processes with human resource management and, hence,
interfere, at least partially, with the management approaches. On one hand,
there are clear indications for their importance. The comparison of the mean
values for the employee groups for each of the constructed variables with the t-
test suggest that those in SeverTEK who have a higher tolerance of the
intersecting and detached environment variables are more likely to develop a
general attachment to their jobs. Additionally, the logistic regression models of
the second statistical approach revealed that those environments are crucial
factors for leading to desirable employee behaviour.

On the other hand, some of the results, particularly the factors that appeared
non-significant in the t-tests and logistic regressions, produce indistinct
information on the meaning of the two environments. Again, the consistently
absent impact of the family situation and the partially conflicting results for the
differences between blue and white collar staff, raise the question whether an
extended approach to the management of labour has significance. If the
perceptions of work processes would be strongly influenced by processes
occurring in a detached home environment — i.e. if they would be
unambiguously socially embedded — there would be some indication for the
relevance of the family situation of the respondents.

Overall, the respondents do not see a general disadvantage of long-distance
commuting if compared to more conventional employment patterns. This is
supported by the outcome that neither the demand for a geographical
consolidation of work and living place nor the judgment that building new
remote resource towns is preferable to long-distance commuting lead to
relevantly different outcomes for the constructed variables. To conclude, the
long-distance commuting specific extended view on the organisation of labour
has its relevance and those responsible for the management of work have to
extend their thinking into spheres that are usually considered to be the private
life of employees. The most significant issues of an extended approach to
management are nevertheless still within reach of long-distance commuting
companies (e.g. free time activities at the accommodation facility, the practical
arrangements of commuting, etc.). Other issues that are more difficult to
influence by the management — for example, family ties — appeared to only have
a moderate influence. From the employees’ point of view, a reasonable
management of the intersecting and detached environment as well as the
practical issues of commuting are relevant preconditions for a positive perception
of and attitude towards one’s employment situation at a remote oil field. But at
least as relevant are factors labelled in this study as classic management
approaches. A particular importance of the ‘extended’ factors cannot be found. It
seems that all of the considered aspects influence all other aspects (Table 5),



either positively or negatively, and that any approach to human resource
management is well advised to consider this interplay.

The third set of research questions deals with the interplay between long-
distance commuting and regional structures in the Russian North. Since the
results from this study are based on a single case study, it has to be stressed again
that any conclusions on general implications on Russia’s resource peripheries are
deduced only. As has been said above (section 1.1), case study research as defined
in this study enables ‘thick description’ of ongoing development processes;
external verification depends on later studies. However, careful general
conclusions appear appropriate due to similarities in the development paths
throughout the Russian North.

Long-distance commuting has for a long time had an important role in the
resource peripheries in Russia. Until the present it is a powerful tool for dealing
with the limiting geographical characteristics of the vast Russian North
(remoteness, climate), which inhibit at many locations more conventional
development strategies. Additionally, long-distance commuting enables one to
deal with the particularities set by unique post-Soviet, post-Fordist and post-
‘easy oil and gas’ circumstances, which all contain self-reproducing and
continuity-preserving tendencies of the former status-quo. Labour commuting as
introduced in this study has the potential for offering constructive solutions for
challenges derived from these developments via path dependence. This situation
of the Russian North and its resource industries as described in this and former
studies (Spies 2006, 2008, 2009) lead me to conclude that there will be in the
foreseeable future a need for long-distance commuting. It is likely that the
significance of long-distance commuting operations will increase. The generally
found openness of the employees towards this form of labour commuting is
therefore good news for those responsible for managing and guiding the future
development of the area.

With respect to possible repercussions of long-distance commuting on
regional structures it can be stated that this form of labour mobility can
contribute to the departure from Soviet set development rationales. It offers
starting points for the restructuring of an exceptional highly populated part of
the circumpolar north. For example, it allows for simultaneous selective
outmigration and attraction of much needed experts into a particular region.
Likewise it gives resource companies a needed tool for the management of labour
relations if those companies intend to enter even more remote and challenging
parts of the resource peripheries. Both processes will affect the regional structures
by enabling necessary adjustments to outcomes from the Soviet legacy and
economic developments on the resource markets.

6.2 Long-distance commuting and relational economic landscapes of priorities

At the beginning of this study | introduced the implications of long-distance
commuting on a general theoretical basis (Chapter 3). Now it is possible to
apply the insights gained during the research process for a case study specific
synthesis concerning the resource industries in the Russian North and long-
distance commuting. The results found in the previous chapters and former
studies (Spies 2006, 2008, 2009) provide inputs that enable an adjustment of



the figure depicting the variety of potential influences of long-distance
commuting (Figure 6). The multifunctional implications that long-distance
commuting can have on the resource peripheries of northern Russia are depicted
in an abstract way in Figure 14; Table 10 summarises the outcomes.
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Figure 14. Implications of long-distance commuting

The results provide strong evidence for the outstanding importance of the
case and place specifics for interpreting the role and potential of long-distance
commuting. The Russian North and its resource peripheries constitute a very
particular framework for applying labour mobility schemes. It is characterised by
manifold legacies, a very challenging natural environment and processes of
economic change. Only under consideration of these regional and local
contingencies, can reasonable and realistic interpretations be made.

The relevance of case and place specific contingencies in this case study on
long-distance commuting applications in the Russian North has been stressed by
creating an extended understanding of and approach to conceptualising
organisations and the management of work. The empirical analysis of employees’
perceptions and stances verified the appropriateness of the chosen relational
approach by revealing interrelations between the extended environments,
desirable employee behaviour and, as a consequence, the business setting for
resource enterprises operating in the North. Furthermore, a successful
development of the area appears to be more likely if those responsible for the
management of human resources and regional development are fully aware of



the challenges involved in long-distance commuting and how those are perceived
by individuals.

Table 10. Implications of long-distance commuting

Sphere of influence Relevance of long-distance commuting (LDC)

Regional development LDC has the potential to change regional structures. In this and
earlier studies (Spies 2009) | demonstrated how it can alter the
Russian North by reducing Soviet legacies and adjusting economic
landscapes to present day requirements (e.g. post-Fordist shrinking,
northwards thrust of resource industries). LDC allows for working
in the north while residing elsewhere and is likely leading to a
reduced permanent population.

Job satisfaction Interrelations between LDC and job satisfaction have been found
several times in my studies (Spies 2006, 2008). Also in this study it
becomes evident that mostly those influences can be positively
interpreted as meeting the needs and perceptions of the employees.
LDC does not necessarily constitute insuperable obstacles for the
individuals involved in the case study from the Russian North.

Mobility behaviour LDC is inherently touching on mobility behaviour. | could
demonstrate that this form of labour mobility extends the spatial
reach of employees in an almost unrestricted way in terms of
physical distance (Spies 2006). LDC can also be used for dealing
with the problematical high population density of the Russian

North (Spies 2009).
Human resource Human resource management is under the preconditions of LDC
management extended into spheres of employees’ private life, i.e. extended

environments. Those have to be recognised in order to achieve
productive business environments. The impact of the extended
environments appears to be of the same importance as traditional
management factors. Individuals’ perceptions proved to be relevant,
and sensitive approaches to human resource management are
needed.

Social aspects The literature establishes manifold influences of LDC on social
aspects. However, in this study the results show a somewhat
differing outcome since family issues remain surprisingly little
biased by LDC work relations.

Economy The overall outcome for the different spheres of influences leads to
a significant relevance of LDC for economic development. In the
context of the Russian North it offers in many respects possibilities
for dealing efficiently with the local conditions in the form of
unambiguous relational ties and legacies. The overall economic
impact on the Russian North as well as Russia as a whole is likely to

be positive.

Community life Influences of LDC on community life are generally established, for
example based on regular absences of inhabitants or the fly-over
issue.

Health & Safety Health and safety issues are influenced by LDC, for instance due to

extensive work shifts, often extreme work locations or
psychologically challenging work environments.

If economic development is captured through an evolutionary lens, the
foundations for long-distance commuting operations in Russia’s resource
peripheries are set by manifold processes. The region hosts both old commuting



arrangements inherited from the Soviet time and newly established operations.
Today long-distance commuting is applied in the Russian North based on cost
considerations (post-Fordist preferences for leaner economic structures), due to
the thrust of many industries further north (post-‘easy deposits’) and various
attempts at dealing with legacies of the Communist past (post-Soviet transition).
With respect to long-distance commuting, the economic landscapes of Russia’s
resource peripheries are certainly shaped due to path dependence of evolutionary
processes. Labour mobility is contributing to a slow departure from the
landscape of Soviet priorities (Sjoberg 1999) by replacing those with new models
of socially and economic based concepts of precedence.

Due to the limitations set by the treble-post condition (post-Soviet, post-
Fordist, post-‘easy deposits’) in which Russia’s North finds itself and based on
the natural challenges of northern peripheries (remoteness and climate) the
utilisation of natural resources and the inhabitation of the region are necessarily
based on prioritising, the rationales of which can be various. Long-distance
commuting has been identified as a powerful tool for reconciling several of the
crucial priorities involved in present day developments in the Russian North. It
allows individuals to choose employment in the resource industries while
residing in more comfortable locations outside of the resource peripheries. It
allows an exploitation of very remote deposits without paying the price of having
to establish permanent settlements at these places. And it allows authorities to
selectively withdraw population from the north without depriving the regional
industries of labour, or loosing political control over the areas. Long-distance
commuting is therefore very likely to have significant implications on the
potential development paths of Russia’s resource peripheries and in shaping new
economic landscapes of priorities that appear to be needed for a positive future
of the whole country.

Figure 15 presents a synthesis of the obtained results based on the conceptual
framework applied in this study that includes legacies, contexts and
contingencies as well as future development options as being related by path
dependence. It shows that human resource policies and approaches to the
organisation of work that are sensible for the needs of individuals are a central
and integral part of practices that determine the role of long-distance commuting
for the future development of the Russian North. While Soviet legacies are
certainly still of relevance, particularly in the Russian North, it is foremost the
present of the area, which is now firmly integrated in a global agenda of external
influences, that will determine the anticipated interplay between labour mobility
and regional development. Studying perceptions and attitudes of individuals and
actors with case specific and sensible concepts of organisations gives a strong
voice to those living and working with long-distance commuting in the Russian
North and opens up new channels for investigating potential development
pathways.
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6.3 Implications for future research

The conclusions presented above pose several research problems that offer
valuable and important foundations for further research. Since the presented
work is firmly based on the case study research principles as presented in section
1.2, its strength and simultaneous limitation is related to what | have introduced
as ‘thick description’. This study has to be understood as strongly exploratory in
character. Further research is needed in order to validate the results on a wider
scale and to confirm my conclusions more generally. Potential research projects
on long-distance commuting and the development of the Russian North that
aim at general theoretical and practical insights would need to consider
extensions to the data base on multiple starting points. First, the situation in
other resource companies should be considered, both from the oil and gas
industry as well as from other natural resource sectors, in order to get a more
comprehensive outlook on long-distance commuting schemes. Secondly,
regional variations within the Russian North and/or other resource peripheries



have the potential to cause significantly differing contingencies and would need
to be included into the research design. Thirdly, in order to capture the full
extent of social implications of long-distance commuting the detached
environment could be investigated at place. This might include efforts for
recognising also the experiences of family members and other relevant
individuals that are not present at the work sites. Due to the diversity of
detached environments, a stronger use of mixed research methods may possibly
be suitable for this purpose.

Valuable results are also likely to be the outcome of an in-depth study on
long-distance commuting in Russia. Most of the available information either
dates back to the Soviet time or is distributed by companies. It seems to me that
there is a significant lack of up-to-date and independent information on the role
of long-distance commuting and its implications in Russia. Due to the diversity
of long-distance commuting applications in Russia and the unclear structure of
official responsibilities for and standpoints towards this labour mobility scheme,
it is a very challenging task to present this information in a coherent way.
Nevertheless, the potential outcome would be a great novelty. This would also
enable a better comparison on the international scale.

Finally, I would like to encourage studies of the consequences of the current
worldwide economic crisis on northern development in Russia and long-distance
commuting. How are decreasing natural resource prices changing the
preconditions for northern development? Would employees cope as well with
the hardships of long-distance commuting if their income level would
significantly drop? The data for this study was gathered during a very prosperous
period of Russia’s resource industries. It would be interesting to see the changes
in attitudes and on perceptions of the involved employees that have happened
since the economic situation has deteriorated. A relational and evolutional
interpretation of the economy would suggest deep alteration on the regional and
local contingencies.
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The data collected with the following questionnaire is available for research
purposes from the author or from the Department of Geography at the
University of Joensuu.

Appendix 1. Questionnaire to SeverTEK’s labour force (in Russian)

ToabKo 1151 HAYYHOTO HCC/IeT0BAHMS
s padoraromux Ha CesepTIK
Konduaennmanpsno. Ioxanyiicra, oTBeThTe Ha BCe BONPOCHI!

1. Buauane, noxanyiicra pacckaxure o cede u cBoeii cembe. Ckoibpko Bam net? JIeT.
TToxn (moxanyiicra, o6BexuTe COOTBETCTBYOILYIO LHppy) Myxckoit 1 XKencknit 2
Bel xeHaThl/ 3aMyKeM WM C KEM-TO JKHBeTe? Ha 1 Her 2

CKOJIBKO JIeTel MpoKUBaeT ceiiyac ¢ Bamu?
CKOJIBKO JIFOjIei poskKBaeT ceifuac ¢ Bamu?

2. T'ne Bo1 pommuces? (I'opoa/mocenok u cyobekT demeparyn)

3. I'me BoI ocTosiHHO nposkuBaete? YKaxuTe ropoa/oceiok U CyoseKT penepamnm.

4. Kak nonro Bel npoxuBaete B 31oM ropoje/nocenke)? ner NJIN MecsIEB.
5. Kak pmasnexo pacrnonoxen Baw ropoa/nocenok ot Bamero mecta pa6otst Ha CesepTOK? KM

(mosxanyiicta, 00BeuTe OIHY HU(PY) MO MPAMOM 1 WJIN o nopore 2
6. Kak monro Bsi paboraere na CeBepTOK? aer WJIN mecsues U THEiT.

7. Bol pabotaere (moxainyiicra, o0BeuTe 0JHY HH(PY HAIPOTHB COOTBETCTBYIOMIETO OTBETA)

B agmunucTpanumn 1 Ha tpancnopre 5
B pemonTHOM noxpasneneHun - 2 B ornene odcmyxuBaHus 6
Ha npousBonctae 3 B npyrom mecre, rae? 7
B reonornueckoii pa3penke 4

8. BhI siBisieTech (moxkanyiicra, 00BequTe 0Hy Py HAIPOTHB COOTBETCTBYIOINIETO OTBETA)
Menemxepom 1 PsioBeiM cotpyaankom/pabounm 3
HavanpHHKOM IPOM3BOJUMBIX PaboT 2 JpyruM, kem? 4

9. Bul pabortaete B (mosxanyiicra, 06BeanTe 0Hy UM(PY HAIPOTHB COOTBETCTBYIOLIETO OTBETA)

CeBepTOKe 1 B (upMe-TIoApsTINKe 4

Jlykoiine 2 HEIIHeH CePBUCHOW KOMITaHUU 5

Dopryme 3 BbI — npeanpuHnMaTenns 6

10. Cxonbko yacoB B JieHb Bbl paboTtaere? gacoB. Ceroass ¢ 710
CkoubKo qHel naurcs Bamra Baxrta? JIHEH.
Ckoubko queit Ber oTnpixaere? JTHEH.

11. I'ne Boi xxuBeTe BO BpeMs BaxThl? (Moxanyiicta, 06BeauTe MU(pPY HATPOTHB COOTBETCTBYIOIIETO
oTBETA)
IOxno-11IankuHCKOM 1 JIpyrom mecre, rue? 3
Kasxnplit neHb €3y Ha MecTo paboThl U3 foMa 2



12. lo noyyeHus! HBIHELIHEro MecTa padoThI 5

paborain(a) B apyroii HepTsHOM KoMnanun 1 6bui(a) Ge3paborHbiM(0i) Oosee BYX MecsueB 3
B KaKou?

pabortai(a) B Ipyroii oTpaciau 2
B KaKoO#?

13. TIpoxxuBanu 11 Bl 10 3TOr0 BO BpEMEHHBIX OOILEKUTHIX HA MECTe paboThI?
Her 1 [la 2, B oOueii cnoxxHocTH Bel xuin ner U MECSIIIEB.

14. HaunHast ¢ CEroqHSAIIHETO THsI, CKOJIBKO erie Mecsiues (et) Bol mianupyere pabortats B
CeBepTOK? (moskanyiicra, ykaxure mwiaHupyemslid cpok, MJIN o6senure udpy 1)

S mnaHupyro ocTaTkCs Ha CBOEH padboTte mecses NN JIeT
Taxk nonro, Kak 310 OyzIeT BO3MOXKHO 1
Ecnu Bel HaMepeHsl paboTaTh MeHee 2 net, nouemy Brl mmanupyere nokunyts CeepTOK?

15. Toxanyiicta, onenute Baxsocts KAYKJIOM nprunss Bamrero pemenus pagotats B CesepTOK.
(moxanyiicra, 00BeITE TOIBKO OHY UMDY VIS KAXKAOTO BHICKA3bIBAHMSI COTIACHO CTEIICHU
BaKHOCTH JuTs Bac)

Ouenb Menee He
BaXXHO BaXXHO [PHHHMAIO B
pacder

Crienn¢rika Moeii Ipoeccru 3acTaBiIseT MEHs 4acTo

MEHSTh MECTO PabOThl, s OCTaHYCh 3/1€Ch Ha

HEKOTOPOE peMsL. 1 2 3
OHY NPeIoKHIN BEICOKYIO 3apabOTHYIO IUIaTy 1 2 3
Y MeHs ObIIO Maso BO3MOXHOCTEH Is

TPYAOYCTPOMCTBA 1 s TIPHHSII(a) 3TO PeUIOKEHNE 1 2 3
Moii paboToaTeNb WM MOl HAYaJIbHUK PEILIIH, TAE 5

Oyny paborath 1 2 3
S KOIUTIO IGHBTU HA YEPHBI 1CHb 1 2 3
51 KOIUTIO AeHBIH, YTOOBI KyIUTh KBApTUPY/10M B

ropoe/Tocenke, B KOTOPOM 5 UBY 1 2 3
S1 KomuTro IeHBTH, YTOOBI epeexarh B APYroi pernoxH

Poccun 1 2 3
51 6b1(a) Ge3paboTHBIM(0#1) U cMor(ia) HaiiTH paboTy

371eCh 1 2 3
3nech s mosy4mii(a) aydinyio U 6osiee CTabUIBHYIO

paboty, 4eM y MeHs ObLia 10 TOro 1 2 3
51 6bu1(a) mepeBeeH(a) MM MOTy4nII(a) ITOBBILICHIE 1 2 3
51 xoresn(a) MOTYYHTH HOBBIN OTIBIT, CMCHUTH

00CTaHOBKY 1 2 3
51 cberxan(a) OT OOBIIEHHOCTH 1 2 3

Pabota B HETSIHOM CEKTOpE MPECTHKHA 1 2 3



16. CraBure su Bor iepern co60ii Kakyio-HHOYIb OTPEASICHHYIO 1elb, KOTOPYIO BBl X0THTE MOCTHYb,
pabotast Ha CeBepTOK? (mosxainyiicra, 06BeiuTe COOTBETCTBYOLLYIO LUDPY)
Ja 1 Her 2 Ecmu Bsl otBeTuin Het, nmepexonure k Borpocy Homep 17 —

IonpoGnee:

Kax BsI cuntaere, 10 Kakoii crenenn pabota 31ech momoxker Bam goctinus Bamreit nenn (uemneit)?
(moxauyiicra, o0BequTe (PY HATPOTHB COOTBETCTBYIOLIETO OTBETA)

Vike momoria 1 He yBepen(a) 4
OueHb TOMOKET 2 Bpsin mu 5
BeposiTHO momoskeT 3 Cxopee BCero He IIOMOXET 6

17. Ouenure, noxaayicra, B KakOil CTEIICHU CIIEAYIONIHE YCIOBHUS IPOXKHBAHUS B KHIIOM
KOMIUIEKCE, COOTBETCTBYIOT Bammm motpeGHoCTsIM. (moxanyiicta, o0BeauTe oy nudpy B
cooTBeTcTBHU ¢ Baweii ouenkoil.) Jlaxe ecinu Bbl He poskuBaeTe B )KUIOM KOMILIEKCE, OKaIyiicTa,
OTBETHTE:

He
Bonee HUHTEPECYIOT

ueM He MEHS B

COOTBETCT  COOTBETCT COOTBET OrcyTcTB JTaHHBIH

BYIOT BYIOT CTBYIOT VIOT MOMEHT
Kube? 1 2 3 4 5
CromoBasi? 1 2 3 4 5
Mento? 1 2 3 4 5
Bap? 1 2 3 4 5
Jyu u Tyanet? 1 2 3 4 5
Tenedonunas cBsi3b? 1 2 3 4 5
ABTOMOOHIIBHOE COOOIICHHUE? 1 2 3 4 5
Boszaymnoe coobuienue? 1 2 3 4 5
Tenepunenue? 1 2 3 4 5
MeanuuHCcKHe yeryru? 1 2 3 4 5
Ocgemerne? 1 2 3 4 5
3ByKOU3OIIHS? 1 2 3 4 5
Jpyroe, uto? 1 2 3 4 5

Kaxkne YCJI0BUS MPOKUBAHUS B )KUIIOM KOMITIIEKCE HCOGXOI[I/IMO yJ'Iy‘{IJ_II/[TB? Kak atoro ,E[O6I/ITI)C$(

Kakue ynoGcTBa 10KHBI OBITH B )KUJIOM KOMILIEKce 10 Bamemy MHEHUI0?

18. Crenyronye BOpocs! KacaroTCsi TOro, HACKOJIBKO BbI yI0BIETBOPEHBI )KU3HBIO B KHIIOM
komIuiekce. Yro Bel Jymaere o CireyroIuX BbICKa3bIBaHUSX B HACTOSIIIMI MOMEHT (NOXXaIyHCTa,
obBeaute oany udpy wist KAXK/IOI'O BeickasbiBanms). Jlaxke ecii Bbl He MpOXXHBAeTe B KIIOM
KOMILIIEKCe, OXKAITyiCTa, OTBETHTE:

TTonHOCTBIO
coriaces
Cornacen

Hetitpanen

He cornacen

IlonHOCTEIO HE
corjacex

CTpyKTypa 3TOro KOMILIEKCa JaeT YyBCTBO

BOBJIEYEHHOCTH B JKU3Hb KOJJIEKTHBA 1 2 3 4 5
Takoe 4yBCTBO, YTO 3TOT KUJIOH KOMILIEKC ObLIO

MOCTPOEHO 0e3 yueTa ero Ha3HaYCHHs. 1 2 3 4 5



JKu3Hb B KUIOM KOMIIIEKCE BBI3BIBACT CTPECC, TaK KaK
KOJUIET! 1O paboTe XKUBYT IO COCEACTBY APYT C
JIpyrom

JKu3HB B KUIOM KOMIUIEKCE BBI3BIBACT PsiI IIPOOIIEM,
HOCKOJIBKY BCE 3HAIOT APYT O JIpyre Bce

DTO BCETO JIMIIb MECTO PAbOTHI, MEHS HE BOJIHYIOT
OTHOILEHHUS C JIFOJIbMH B JKHJIOM KOMILIEKCE

BHe paboThl HE IMEET HUKAKOTO 3HAYCHMUs, COCTOHIIb
JIM ThI B ITATE WM PabOTaCIIb O BPEMEHHOMY
OHTpAKTy

Me)K;[y JIFOABMH, IIPOKUBAOIIUMHA B JKUJIIOM KOMILIEKCE,

€CTh HENPHS3HD
Te, KTO pabOTAOT 110 KOHTPAKTY M KUBYT B )KUJIOM

KOMIUIEKCE TOJIBKO BPEMEHHO, CO3JAt0T IPOOIEeMbI
TToBeneHue cocezeil MPUUUHAET MHOTUM JIIOASM
HeynoOcTBa

]_HyMHBIe cocen MEMTar0T MHOTHM B JKHUJIOM KOMILUJICKCE

BonbmmncTBo moneii B CeBepTOK o0beanHstoTCS B
KJIaHbI

Mexny padoraukamu CeBepTOK u npyrumu Het
B3aHMOIIOMOIIH

Ha CeBepTDOK pazinuuns MexXIy COLUATbHBIMHI
KjaccaMu OpocaroTcs B riasa

PaGora BaXTOBBIM METOZOM H JKHJIONH KOMIUIEKC
SIBJIIIOTCSI COBPEMEHHBIM CII0COO0M OpTaHU3aIHI
paboTH! Ha HE(YTSHBIX MECTOPOXKICHHSIX

T'paduk Moeii pabOThI BHI3BIBACT MPOOJIEMBI B CEMbE

JlnuTenpHas BaxTa yBeIUUHBAET OpeMst
OTBETCTBEHHOCTH, JIeKalllee Ha CyIpyre

Mou nyduine apy3bs TOke paboTaroT 3/1eCh

Mou nydmme 1py3bsi paboTarOT B 3TOIf e CMEHe

Msuorue padotuuku CeepTOK u ux cembu
BCTPEYAIOTCSI BMECTE B CBOOOTHOE BpeMs

MHe Gosbllie HpaBUTCS paboOTaTh BaXTaMH, YEM
MIOCTOSTHHO JKHTH B TOM e MecTe, Iie 51 paboTaro

Most cembst He 3aX0U€T Nepeexarh B JaleKuii Topos

HeTSIHHKOB

IIpoGiembl, BOSHUKAIOLIKE NP OPraHU3aLUH
CEeMEHHOro OTABIXa H3-3a MOeil BaXTOBOH paboTHI,
JIETKO MPEOI0THMBI

51 mymaro, 4To Te, KTO yIpaBisIeT dTHM KOMIUICKCOM,
3a00TATCA O HY)XKIaX TaKUX JIIOJCH Kak s

YV paboTHHKOB MaJIo MIAHCOB BBICKA3aTHCS IO OBOY
OpraHHu3alyH OTIbIXa

S xo4y paboTaTh B HOZOOHOM MECTE 10 CBOCH MEHCHH

B cBoe cBoG01HOE BpeMs 51 BCTPEYaroCh ¢ JPYTUMHU
paboraukamu CeBepTOK, y KOTOpBIX Takoe e
X000H KaK y MeHs

19. Ha Barem HbiHe1HeM MecTe paboTsl, uto Bor nymaere o KAYKIOM crenyromem

BbICKa3bIBaHuH? (MOXKaiyiicra, 00Beaute oaHy uudpy st KAXKIIOI'O Bbicka3biBaH¥s)

19.1 Komnauusi, B koTopoii Bel pagoTaere:
Y Hee xopolas pernyranus
B 3T0i KOMIIaHUHM TI0XO PaboTaTh

TlonHOCTHIO

corjiaceH

Cornacen

N

Heiitpanen

w W

He cornacen

ITomHOCTBIO HE

corjaceH



Onu oTHOCATCS K Tebe Kak K paboveii equHuIe 1 2 3 4 5
BaskHo, 4TO y Hee ecTh HHOCTPAHHbIH MapTHEP 1 2 3 4 5
Cpasy 4yBCTBYeIIb, YTO THI YaCTh KOMIAHHU 1 2 3 4 5
Komnanus 3a00THTCS 0 pabOTHUKAX 1 2 3 4 5
19.2 Bama 3apa6oTHasi IJIaTa U BO3MOXKHOCTH
NPOJABMIKEHHS 110 CJIy:KOe:
Pazniuust B ypoBHE JOXOJOB CPEIH CITyKALIUX

CIIMIIKOM BEJIMKH 1 2 3 4 5
Mos 3apruiaTa OTBEYae€T MOUM 3aIpocam 1 2 3 4 5
Komnencanus 3a npeGbIBaHNE HA MECTE IIPOBE/ICHUS

paboT B TeUeHHEe HECKOIBKHUX JAHEH CIpaBeTiBa 1 2 3 4 5
Most 3apaboTHas 11aTa CrpaBe/nBa 1 2 3 4 5
CucTeMa IpoJBIKEHUS IO CITyk0e cIipaBeuInBa 1 2 3 4 5
Mowu nepcrneKkTUBbl OYeHb OTPAHHYCHBI 1 2 3 4 5
Moii ombIT pabOTHI yIIydIIaeT MOU [EPCICKTHBBI

BHYTPU KOMIaHHH 1 2 3 4 5
19.3 Cama pagora:
Bpewmst mpoxomut GbICTPO 1 2 3 4 5
1 661 x0Ten(a), 4To6BI rpaduk paboTs! ObLT Gosee

THOKHM 1 2 3 4 5
51 mory cam(a) pemarsb, Kak BBITOJIHAUTH CBOE 3a/JaHUC 1 2 3 4 5
51 Mory cam(a) ycraHaBinuBath cebe 3aiaHue 1 2 3 4 5
Most paboTa — 3T0 MO BKJIaz B poleranue Poccnu 1 2 3 4 5
Kaxplii 1eHb OHO U TOXE 1 2 3 4 5
19.4 KoJuiern mo pagore
OHH 3HAIOT CBOIO paboTy 1 2 3 4 5
31ech JIeTKo HalTH Apy3eit 1 2 3 4 5
3/1eCh JIETKO HAXHUTh BParoB 1 2 3 4 5
VIM Henerko NpUBBIKHYTH K BaXTaM 1 2 3 4 5
MBer1 xopouras KoMaHaa 1 2 3 4 5
OHY AeNaroT CBOIO 9acTh PaboTHI 1 2 3 4 5

19.5 Bam HenmocpeACTBeHHBI HayadbHUK (Hampumep: Gpuragup, pPYKOBOIUTEND,
KOTOPOMY BbI HENMOCPEACTBEHHO MOYHHSETECD):

S1 Mory 00CyIMTh ¢ HUM BO3HMKIINE ITPOOIEMBI 1 2 3 4 5
Moii HaYaJIBHUK CIIMILKOM 3aHST, Y4TOOBI BCTPEYAThCA

€O MHOH 1 2 3 4 5
O xoporo paboTaer 1 2 3 4 5
Moii HauanbHUK BBICITYIINBACT MPEIOKCHUS 1O

pabote 1 2 3 4 5
CucremMy pyKOBOJICTBAa HEOOXOAMMO YIIyUILIUTh 1 2 3 4 5

19.6 CeBepTIK

B 3T0i1 KOMIaHNK MWI0X0 paboTarh 1 2 3 4 5
VY Hee xoporuast penyTanus 1 2 3 4 5
Hanaxxen nHpopMaMOHHbBII 00MEH MEXIY

PYKOBOJACTBOM U JPYTHMH 1 2 3 4 5
CeBepTOK nenaer 0onblLIO BKIIa B pa3BUTHE

pernona (Komu, Hexenkuii okpyr) 1 2 3 4 5
CeBepTOK nenaer 0onblIoi BKIIa B pa3BUTHE

9KOHOMHKH Poccun 1 2 3 4 5

19.7 CorpyaunuectBo ¢ ®opTym

OT0 04eHb BakHO i Oxarononyuns CerepTOK 1 2 3 4 5
DopTyM HeceT 3apyOeKHBIC TEXHOIOTUH/IKCIIEPTU3Y
B Poccuro 1 2 3 4 5
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YV MeHs yxKe eCTb JIMYHbIe KOHTaKThl ¢ HHOCTPaHI[AMH
OUHIITHIMA — XOPOIlas CTpaHa Ul COTPYIHUYECTBA 1 2 3 4 5



Boino Ob1 yuine, eciau 0661 y CeBepTIK Ob11 apyroit
IapTHep 1 3 3 4 5

19.8 IoTpedaenne NPOIYKII
TIpousBeneHHas HeTH TOHKHA TOTPEOIATHCS

BHYTpHU Poccun 1 2 3 4 5
HedTp myHiie 5KCOpTUPOBATH, 3TO PUHOCHT
Gosblire MPUOBLTH, YeM BHYTPEHHEE IOTpeOIICHIEe 1 2 3 4 5

20. Kakue ¢akTopbl OKa3bIBaIOT BIMAHIE Ha Baie perieHne He MEHATh MECTO )KUTEIbCTBA?
([Moxanyiicra, 06BeUTE TOIBKO O/HY UMDY ISl KAXKIOT0 BHICKa3bIBAHHS B COIJIACHO CTENCHH
BakHOCTH 11 Bac.)

Ouenb Menee He
BaXKHO BaXXHO [IPHHHMAIO
B pacyer

51 3nech poamics (poauiace) 1 2 3
Moe (prHAHCOBOE MOJIOKEHHUE JTydIIe TaM, YeM B

CITy4aeT OThe3za 1 2 3
MEHe HpaBUTECS 3ACIIHUH 00pa3 KU3HH 1 2 3
51 gymaro, 4TO B HAIIEH MECTHOCTH XOPOLIO PACTHTh

nerei 1 2 3
V¥ moeii cynpyru (Moero cynpyra) Hin y MEHS TaM

JKUBYT OJIN3KHE POACTBEHHUKH 1 2 3
Y MeHsl TaM XOpOILHE APY3bs 1 2 3
51 10 cHX HOp OTKPBIBAIO TaM /TS ce0sl MHOTO HOBOT'O 1 2 3
Most cynpyra (Moii cynpyr) He CMOTYT HalTH

XOPOIIyIO paboTy B APYrOM MeCTe 1 2 3
KauecTBeHHOE XMIIbE 1 2 3
MeHe HpaBUTCSI MECTHOCTD, B KOTOPOH PaCIIOI0KEH

Ha ropo//ocesoK 1 2 3
He¢rsiHast mpOMBILUIEHHOCTD OKa3bIBacT
TIOJIOYKUTEIILHOE BIIMSIHUE HA CHTYALUIO 1 2 3
Most HbIHEWIHSIS paboTa IEPIKUT MEHSI 31€Ch 1 2 3
MHe Heky/a nepee3xaThb 1 2 3
Hu3kast CTOMMOCTb JKM3HN U HEBBICOKHE LICHBI Ha

KUIIbE JIEPIKAT MEHS TaM 1 2 3
B namem ropoze/mocenke IpusiTHO KUTh 1 2 3

21. Bor u Bamra cemps xusere B (IToxkanyiicta, 00Beante oqHy udpy HAIPOTHB COOTBETCTBYIOLIETO
OTBETa):

JloM Ha OZlHY CEMbIO
OiHO- MM IBYX3TaXKHBIH JIOM Ha HECKOJIBKO KBapTHP
MHOroKBapTHPHBIiA I0M BBIILIE ABYX 3Ta)KeH

Jpyroe, noxainyicTa, yTOUHUTE

B wWwN e

Ecnu 661 y Bac Obu1 BBIOOp, B KaKoif U3 BBIIICTIEPEUNCICHHBIX KATEropuii IoMOB Bbl ObI nipeamowin
JKMTh Ha JAHHOM dTane Bamei xu3uu?

51 npennouen (npeanowia) Gbl KUTH B 10ME KaTeropun

22. Ecnm 651 y Bac 051 BEIOOp, B KaKOM M3 1oceneHuil Bl GBI IpeIIowIn KUTh Ha JaHHOM dTaIle
Bareit xuzun? ([loxanyiicta, o0Beaute oy [Py HAMPOTHB COOTBETCTBYIOIIETO OTBETA):

B TOpoJie He)TSIHUKOB

B cronuiie pernona (Hanpumep, CHIKTBIBKAp)

B CEJILCKOM MECTHOCTH

B HEOOJIBIIIOM TOPOJIE

BCE PABHO I'/Ie, HO YTOOBI 51 MOT(J1a)e3/UTh IOMOIi ¢ pabOThl KaXIblil JICHb

g wN -



23. Kak Bor mymaere (IToxanyiicta, 06BeuTe Hu(py COOTBETCTBYIOIIETO OTBETA IS KAXKIOTO
BBICKa3bIBAHMSA):

Ja Her

PaboTHUKH HETIHON OTpaCIN JOJDKHEI )KUTH BOIM3U MECTOPOXKICHUS 1 2
CeMeiiHbIe J0Ma C COOTBETCTBYOLIEH HHPPACTPYKTYPOil HE JOJKHBI

CTPOHTHCS BOIHU3U MECTOPOXKICHHUI 1 2
Toe3nku Ha paboTy Ha JAIBHHUE MECTOPOIKICHHUS — JTy4IlIee PELICHUE, YeM

CTPOHTENECTBO HOBBIX TOPOJOB 1 2
Most cembst rOTOBa IepeexaTh B OM, IPEIOCTaBICHHbBIN KOMIIaHUEH, eclu

TaKue JoMa OyIyT HOCTPOCHBI BOIH3U MECTOPOXKACHUH 1 2
Jlydiiie yny4uiaTh yCIOBHS B YK€ CYIIECTBYIOIIHX TOPOAAX, YeM CTPOHTh
HOBBIE 1 2
51 661 xoTer(a) BoIe3KATh HA pabOTy U3 IeHTpaabHOro ropoa (CHIKTBIBKAP,

Hapsbsin-Map, ApxaHrenbck) 1 2
Bamra pa6ota pacrosoxeHa CIMIIKOM JaleKo OT Baiero mocrosHHOro Mecra

JKHUTEIbCTBA 1 2

24. T'ie ObI BbI X0TeNM 5KUTh TIOCIIE OKOHYaHus Baieil paGoTsl n/ WM BBIXO/a HA IEHCHIO?
(moskamyiicta, 00BeuTe IU(PY HANPOTHUB HAUOOIIEE TTOIXO/IAMIETO OTBETA)

Tam xe, r1e )KUBY ceiuac 1 B npyrom pernone 3
B npyrom ropone HO B ToM ke pernone 2
— Ecnu Bl BbIOpasu oTBeT HOMEp 3, MOXKay#cTa ,0TBeThTe Ha BOmpocsl 24.1 u 24.2

24.1 Ecnu Bbl X0THTE yexaTh B JPYroil pErHoH Mmocie oKoH4YaHust Bameit paboTs! n/ win BeIxoza Ha
NEHCHIO, OXKATyHCTa, yKaXkuTe Kyaa. (mokanyiicra, obBeaure uudpy HarmpoTuB Hanboee
MOJIXOISIIETO OTBETA)

Jpyroii peruon Ha Cesepe 1 Mocksa 4
Pernon nHa IO0re Poccun 2 3a rpaHuLIy 5
CTONMIA IPYTOro PErHoHa 3 Jpyroe, kyaa? 6

l'[omanyﬁc-ra, HaINMIIMTE HA3BaHUE PEruoHa;

24.2 Ecnu Bbl X0TUTE yeXaTh B JPYroil peruoH nocjie okoHuanust Baweil pabotsl n/ win BeIxoza Ha
MEHCHIO, TIoXalyiicTa, ykaxute nmodemy. ([loxkainyiicra, o6Bexute oHy UHQPY IS KaXKIOTO
BBICKa3bIBAHMS COTIACHO CTENCHH Ba)KHOCTH Jutst Bac):

]

] 2 o

S =} 3 g = z

E 3 o BEE

<
2 § e 2 233
5 m = [5) g é =
M
Bonee BbICOKHIT ypOBEHD KH3HU 1 2 3 4 5
Jly4mnii kmumat 1 2 3 4 5
Tam )KUBYT POACTBEHHUKH WIIH PYy3bs 1 2 3 4 5
Oxpy>karommas cpefia H IIPUPOoJa JIydIe 1 2 3 4 5
Bounbie Bo3MOXXHOCTEH 1151 CBOOOIHOTO 1 2 3 4 5
BPEMSIPEIPOBOXKIACHUSL

Ilepeeny B poaHsie MecTa 1 2 3 4 5
Xouy yBHAETb 4TO-TO HOBOE 1 2 3 4 5
bonbiie marasuHoB 1 2 3 4 5
MenuuuHckoe 00CTyKHBaHHUE JIydIle 1 2 3 4 5



25. Tlocne oxonuanus Barueit paGoTsl 1/ WK BBIXO/A Ha TIEHCHIO, B KAKOM oMe Bbi Ob1 mpeamnodin
xuth? ([loxanyiicra, 00BeauTe HUQpPy HAIPOTUB HAUOOJIEE IOAXOAAIIETO OTBETA):

JloM Ha OJTHY CEeMbIO 1
OHO- MK IBYXSTaXKHBIH JIOM Ha HECKOJIBKO KBapTHP 2
MHOroKBapTHPHBIiA 10M BBIILIE ABYX dTaKeH 3
Jpyroe, noxanyicra, yTOYHUTE 4

CITACHUBO 3A BAIIE COTPYIHAYECTBO - IMIOKAJYUCTA, BEPHUTE 3TOT
OINPOCHUK B KPATYAWMIIINE CPOKH!



Appendix 2. Questionnaire to SeverTEK’s labour force (in English)

FOR SCIENTIFIC RESEARCH PURPOSE ONLY
TO THE WORKERS OF SeverTEK
CONFIDENTIAL, PLEASE ANSWER ALL QUESTIONS!

1. First could you tell us about yourself and your family, please? What is your age? years.

Your sex? (Please circle one number.) Male 1 Female 2
Are you married or living together? Yes 1 No 2
Number of children at home now
Number of relatives and others living at home
2. Where are you born in Russia? (Town and region)
3. Where do you live permanently now? The name of the town/region is
4. How long have you lived in the town/region? years OR month.
5. What is the distance between your home town/region and SeverTEK-workplace? km.
(Please circle one number.) by air 1 orbyroad 2
6. How long have you been employed in SeverTEK? years OR month OR days.
7. Are you working in (Please circle one number.)
Administration 1 Transportation 5
Maintenance 2 Services 6
Production 3 Other, what? 7
Exploration 4
8. Are you in (Please circle one number.)
Management 1 Staff 3
Supervisory 2 Other, what? 4
9. You are employed by (Please circle one number.)
SeverTEK 1 A subcontractor 4
Lukoil 2 An external service company 5
Fortum 3 You are self-employed 6
10. How many hours are you working per day? hours. Today, from to
How many days does your work shift last? days.
How many days is the resting period? days.
11. Where do you live during your work shifts? (Please circle one number.)
South Shapkino 1 Other, where? 3
| commute daily 2
12. Before working in my present job, | was
working for another oil company 1 unemployed 3
which?
working in a different sector 2
which?
13. Have you lived in a fly-in/fly-out company provided accommodation complex before?
No 1 Yes 2,the total length of your former stay is years AND month.

14. FROM NOW, how much longer do you intend to stay in your job with SeverTEK? (Please write
down the time you plan to stay OR circle number 1.)

| plan to stay in my present job month OR years

Depends on how long my job lasts...........ccovevevieviiiiiieveeeen, 1

If you intend to stay less than 2 years, why do you plan to leave SeverTEK?



15. Please rate the overall importance of EACH of the following reasons in your decisions to come and
work in SeverTEK. (Please circle one number for each statement according to the strength of the
importance to you.)

A major

- - A minor Not a
COﬂS(I)?]eratl consideration  consideration

My work is mobile and | stay a certain period here 1 2 3

They offered a high salary/wage 1 2 3

There were few job opportunities and | accepted this 1 2 3
offer

My employer or boss decides where | work 1 2 3

| save money generally 1 2 3

| save money to buy a flat/house in the town/region | 1 2 3
live at the moment

| save money to live later in a different part of Russia 1 2 3

Because | was unemployed and could find work here 1 2 3

I was provided with a better or more secure job than | 1 9 3
held before coming here

| got a job transfer or promotion with an existing 1 2 3
employer

I had desire for new experience, desire for a change of 1 2 3
scenery

| escaped the lifestyle elsewhere 1 2 3

A job in the oil sector is prestigious 1 2 3

16. Is there any particular goal(s) that you hope to achieve by working in SeverTEK? (Please circle
appropriate answer.)
Yes 1 No 2 If no, go to question 17 ¢

Details:

Ultimately, to what extent do you feel that as a result of living and working here, you are likely to achieve
this (these) goal(s)? (Please circle the number next to appropriate answer.)

Have already doneso 1 Not sure 4
Very likely 2 Unlikely 5
Likely 3 Very unlikely 6

17. How would you rate the adequacy of the following facilities in this accommodation complex, as far as
you personal needs are concerned? (Please circle one number for each statement according to how you
feel.) If you are not living in a complex, please state your opinion anyway:

Not
More relevant
than Non- to me

adequate  Adequate  Inadequate existent right now
Accommodation here?
Dining facilities?
Menu?
Bar / pub?
Showers and toilets?
Telephone connections?
Road connections?
Flight connections?
TV-system?
Access to medical facilities?
Light installations?
Noise protection?
Others, what?
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What facilities are inadequate in your accommodation complex and how may they be improved?

Are there any essential facilities required in your accommodation complex? What?



18. These next questions deal with your satisfaction with the life in an accommodation complex. Please
indicate how you feel about EACH of the following statements as you see it just now. (Please circle one
number for each statement according how you feel.) If you are not living in an accommodation complex,
please answer anyway:
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The layout of the accommodation complex helps everyone
to feel integrated into the work community 1 2 3 4 5

There is no purpose in the way this accommodation

complex is designed 1 2 3 4 5
Living together in the accommodation complex is stressful 1 2 3 4 5
It causes problems when everybody knows everybody else’s

business 1 2 3 4 5
This is only a working place — | do not care about social

relations here in this accommodation complex 1 2 3 4 5
Outside working hours no-one here pays much attention

to whether a person is on the staff or under casual

contract 1 2 3 4 5
There is hostility between people in this accommodation

complex 1 2 3 4 5
Contract workers temporarily resident from time to time

in this accommodation complex create problems 1 2 3 4 5
Many people are inconvenienced by the behaviour of the

colleagues 1 2 3 4 5
Many people are inconvenienced by the noise of the

neighbours 1 2 3 4 5
Most people in SeverTEK tend to form cliques 1 2 3 4 5
There is no good co-operation between SeverTEK

employees and others 1 2 3 4 5
Social class distinctions are very noticeable in SeverTEK 1 2 3 4 5
Long-distance commuting is a modern approach to work

organisation on an oilfield like this 1 2 3 4 5
My work schedule causes problems for family life 1 2 3 4 5
The long work period here increases responsibility and

pressure on the spouse 1 2 3 4 5
My best friends are working here as well 1 2 3 4 5
My best friends are working on this shift 1 2 3 4 5
Many employees and their families come together also in

free time 1 2 3 4 5
I like this work on a rotational basis more than the living

and working at the same place 1 2 3 4 5
My family would not move to a remote oil town 1 2 3 4 5
Family problems with organising social and recreational

activities due to my shift-work can be overcome without

serious difficulties and drawbacks 1 2 3 4 5
| believe that those who administer this complex care about

us employees 1 2 3 4 5
Employees have enough influence on the provision of

recreational facilities 1 2 3 4 5
| want to work as a long-distance commuter until | will

retire 1 2 3 4 5

| do some hobbies with other SeverTEK employees in free
time 1 2 3 4 5



19. In your current job, how do you feel about EACH of the following? (Please circle the number next to
the appropriate response for each statement.)
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19.1 The company in which you are employed
It has a good reputation 1 2 3 4 5
It is a poor firm to work for 1 2 3 4 5
They treat me like a number 1 2 3 4 5
It is important that it has a foreign partner 1 2 3 4 5
The company makes me feeling like | belong to it 1 2 3 4 5
It considers workers matters appropriately 1 2 3 4 5
19.2 Your pay and the opportunities for promotion
Income disparities are too large between employees 1 2 3 4 5
My pay is adequate for my needs 1 2 3 4 5
Compensation for staying at the worksite several days is
fair 1 2 3 4 5
My pay is fairly satisfying 1 2 3 4 5
The promotion system is fair 1 2 3 4 5
My prospects in the company are very limited 1 2 3 4 5
My experience increases my prospects in the company 1 2 3 4 5
19.3 The job itself
The time passes quickly 1 2 3 4 5
I would like to have more flexible working hours 1 2 3 4 5
I have enough say in how | do my work 1 2 3 4 5
I have enough say in what | do 1 2 3 4 5
It enables me to make useful contribution to Russia’s
prosperity 1 2 3 4 5
It is the same day after day 1 2 3 4 5
19.4 The people you work with
They know their jobs 1 2 3 4 5
It is easy to make friends here 1 2 3 4 5
It is easy to make enemies here 1 2 3 4 5
They have problems in adjusting to rotation 1 2 3 4 5
We work well as a group 1 2 3 4 5
They do their share of the work 1 2 3 4 5

19.5 Your immediate boss (e.g. foreman, manager to whom you are directly answerable etc.)

I can discuss problems easily with my boss 1 2 3 4 5
My boss is too busy to see me 1 2 3 4 5
Does a good job 1 2 3 4 5
My boss listens to suggestions about the job 1 2 3 4 5
The management system should be improved 1 2 3 4 5
19.6 SeverTEK
It is a poor firm to work for 1 2 3 4 5
It has a good reputation 1 2 3 4 5
There are enough consultations between management

and others 1 2 3 4 5
It makes a major contribution to the region

(Komi/Nenets) 1 2 3 4 5
It makes a major contribution to the Russian economy 1 2 3 4 5
19.7 Cooperation with Fortum
It is very important for the well being of SeverTEK 1 2 3 4 5
It brings foreign technology/expertise to Russia 1 2 3 4 5
I got already personal contacts with foreigner 1 2 3 4 5
Finland is a good country for cooperation 1 2 3 4 5



It would be better to have a different cooperation

partner 1 2 3 4 5
19.8 Consumption of the production
The produced oil should be consumed in Russia 1 2 3 4 5
It is better to export the oil because it leads to higher

benefits for Russia than domestic consumption. 1 2 3 4 5

20. What factors influence you stay in your present residential location? (Please circle one number for
each statement according to its importance to you.)

A major A minor Not a
consideration consideration  consideration

I am born there 1 2 3
I am much better off financially there than elsewhere 1 2 3
I like the lifestyle in my home town/region 1 2 3
| think that our home town/region is a good place to

raise children 1 2 3
My spouse or | have close relatives there 1 2 3
| have good friends there 1 2 3
I still find new experiences there 1 2 3
My spouse couldn’t get a job with as much

responsibility and/or chance of advancement

elsewhere than in this town/region 1 2 3
The good quality of our permanent accommodation 1 2 3
| enjoy the natural environment around our home

town/region 1 2 3
The oil industry influences the situation positively 1 2 3
My present job keeps me there 1 2 3
| have no other place to go 1 2 3
The low cost of housing and living keep me there 1 2 3
Our residential town/region is pleasant to live 1 2 3

21. Are you and your family now living in (Please circle the number next to the most appropriate
answer.):

A single occupancy house

An apartment building with at most two storeys
An apartment building with more than two storeys
Other, please specify

A OWN

If you had your choice, in which of the above-mentioned dwellings types would you most like to live at
this stage of your life?
| prefer dwelling type number

22. If you had your choice, in which of the settlement types would you most like to live at this stage of
your life? (Please circle the number next to the most appropriate answer.)

in an oil industry town 1 in a small country town 4
in a capital city, e.g. Syktyvkar 2 wherever, but | would like to commute daily 5
in arural area 3

23. Do you feel that (Please circle the number next to the appropriate response for each statement.):

Yes No

Workers in the oil industry should live close to the production sites 1 2
Family houses with community services should be built close to the production

sites 1 2
Long-distance commuting is the better solution than building new towns 1 2
My family is willing to move to a company house if such would be available near

the production sites 1 2
It is better to improve services in the prevailing towns and regions than establishing

new towns 1 2
1 would like to commute from a major town (e.g. Syktyvkar, Nar'yan Mar,

Arkhangelsk) 1 2

My place of permanent residence is far away from your working place 1 2



24. After your job ends and/or you will retire, where would you like to live? (Please circle the number next
to the appropriate answer.)

The same place like now 1 In a different region 3
In a different town BUT in the same region 2 «If 3, go to question 24.1 and 24.2

24.1 If you want to move to a different region after your job ends and/or you will retire, please specify
where (Please circle the number next to the appropriate answer.)

Another region in the North 1 Moscow 4
A region in the South of Russia 2 Abroad 5
A capital city of a different region 3 Other, where 6

Please write down the name of the region:

24.2 If you want to move to a different region after your job ends and/or you will retire, please specify
why (Please circle one number for each statement according to its importance to you.)

Not
Very Not relevant at

important  Important ~ Neutral important all
Higher quality of life 1 2 3 4 5
Better climate 1 2 3 4 5
Relatives or friends are living there 1 2 3 4 5
Nicer environment and nature 1 2 3 4 5
More free time activities 1 2 3 4 5
Moving back to my home region 1 2 3 4 5
Whish to see something new 1 2 3 4 5
Better shopping possibilities 1 2 3 4 5
Better health care institutions 1 2 3 4 5

25. After your job ends and/or you will retire, in which of the following dwellings types would you most
like to live? (Please circle the number next to the appropriate answer.)

A single occupancy house

An apartment building with at most two storeys
An apartment building with more than two storeys
Other, please specify

A OWN P

THANK YOU FOR YOUR CO-OPERATION - PLEASE RETURN THIS FORM VERY SOON
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Introduction

Distance is a shaping feature of the Russian North,
as well as of most other remote parts of the world.
It is usually viewed as imposing costs and having
frictional effects on economic activities and
hence, necessitates efficient coping strategies.
These preconditions have led to the development
of long-distance commuting as an important ele-
ment of natural resources exploitation in remote
areas around the world. The distances that the
employees cover during the journeys between
their home and workplace make daily commut-
ing unfeasible. On-site accommodation and com-
pact work-schedules characterise workers” every-
day experience on duty, while long resting peri-
ods at home after the end of each work turn act as
highly regarded rewards. Distances of several
thousand kilometres and even commuting be-

tween different continents are reasonable within
this setting.

Long-distance commuting is widely applied and
has social, political and economic consequences
for the employees and their families, companies
and communities. There is, however, surprisingly
little concrete research done attempting to unravel
the underlying structures and patterns of interre-
lated factors (Storey 2001b). Storey (2001b) argues
that studies on long-distance commuting involve
too many assumptions and hypotheses, but too
few supporting (or rejecting) proofs based on pri-
mary field research. One frequently presented as-
sumption is a generally high job satisfaction among
long-distance commuters, usually explained with
financial incentives and abundant free time (for
example Houghton 1993; Tykkyldinen 1996).
However, the concept of job satisfaction includes
various other factors that raise the question if these
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two motives alone are conclusive for understand-
ing such a complex matter.

This article attempts to unravel the influence of
one very particular and inherently geographical
aspect of long-distance commuting affecting the
job satisfaction of employees: distance. Other po-
tentially influencing factors, such as development
disparities in the home regions of the employees
and different living conditions, are not considered.
The argumentation is based on a survey among
employees of a Russian oil company working on a
remote production site in the Nenets Autonomous
District. Within an increasingly intensive discus-
sion on the real costs of the Soviet policy for popu-
lating the north with a large and permanent popu-
lation, long-distance commuting, or the vakhtovyi
method in Russian, is considered a promising and
efficient alternative. The Russian experience of la-
bour mobility is thus worth a thorough examina-
tion, with an additional look on the meaning of
distance in the Russian context of a vast geograph-
ical territory. This paper introduces an example for
the application of the vakhtovyi method in Russia.
It aims to contribute to a better overall understand-
ing of long-distance commuting by providing well-
founded knowledge on underlying factors based
on a combined theoretical and empirical ap-
proach.

Research question

When commuting distance covers several thou-
sand kilometres, the issue cannot be addressed in
the same way as in traditional daily mobility be-
haviour. Does distance actually matter at all re-
garding the employees’ choices of employment
and perception of their work situation? Employ-
ment opportunity and job accessibility seem to be
independent from the spatial connectedness of
home and workplace. On the other hand,
Tykkyldinen (1996) has demonstrated strong at-
tachments of long-distance commuters to their
home environments and showed that home atmos-
phere and lifestyle cannot be transferred to other
places. Therefore, it is reasonable to assume that
the degree of remoteness and separation from the
home environment influences the subjective per-
ceptions of long-distance commuters. Long physi-
cal distance narrows down the possibility of re-
turning home by complicating journey arrange-
ments and increasing travel time. Therefore, one
has to understand not only the absolute space but
also relative or individually perceived views on
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distance (Janelle 2001). The rationale of this paper
is to unravel whether distance between home and
workplace is an important element of job satisfac-
tion in long-distance commuting and furthermore,
if it can be extended without facing upper con-
straints?

Case study and data

This study is based on a survey conducted among
the employees of the ZAO SeverTEK oil company
in late 2004. The firm was established in 1996 to
exploit oil deposits in the tundra of the Komi Re-
public and the Nenets Autonomous District, north-
west from Usinsk. It was originally owned in equal
shares by two oil companies, the Russian Lukoil
and the Finnish Fortum. However, since autumn
2005, Lukoil has been the sole owner of SeverTEK.
The construction of all production facilities was
completed in summer 2005 and full production
was achieved shortly after.

The total oil reserves of SeverTEK are estimated
at 30-40 million tons and an annual yield of 2.5
million tons is targeted. The oil is transported via a
company-owned pipeline east to the Kharyaga ter-
minal and from there to the markets via pipelines
owned by Lukoil and Transneft (Fig. 1). Possible
shortages in the pipeline transportation may cause
reduction in overall future oil production of
SeverTEK and hence, may turn out to be a serious
problem for the enterprise (Hanna 2004).

The main production facilities of SeverTEK are
currently at and around the South Shapkino oil
field. At South Shapkino, there are laboratories, a
processing plant for enhancing the quality of the
produced oil, a heliport and the accommodation
buildings for the employees. In November 2004,
SeverTEK had a staff of 589 individuals, 320 of
which were workers. A significant part (166) lives
in the Usinsk region; five live in Moscow and the
majority (418) come from other regions of Russia
(SeverTEK 2004). Accordingly, most employees
commute to Usinsk for their work duties. Table 1
summarises some personal information on the em-
ployees. The workforce is dominantly male, rather
work-experienced and lives with a partner, usually
with children.

The majority of the employees are flown from
Usinsk to the South Shapkino oil field and are ac-
commodated there for their work period. Nearly
all of the 320 workers and part of the administra-
tion and research staff work at the field in two
shifts. The usual rotation is 15/15 (15 days work
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Fig. 1. Map of research area.

Table 1. Personal information on employees.

Average age 38 years
Sex

= Male 94%

= Female 6%
Family status

= Are married /cohabitating 83%

= Have children 77%
Former work experience

= In another oil company 61%

= With long-distance commuting 65%

period followed by 15 days resting at home) but
can be extended to 30/30 if the employees of two
subsequent shifts agree on it. At the oil field, the
work is organised into two daily shifts of 12 hours,

Map: Mattias Spies 1172006

each between seven o’clock in the morning and
the evening. The average income of 867 USD per
month (an average of the first nine months of 2004)
is comparably high in Russian standards (SeverTEK
2004). The main difference in the management of
ordinary workers and highly skilled employees is
the way in which travel expenses are refunded.
While the workers have to cover the travel expens-
es from home to the head office in Usinsk by them-
selves, the costs of highly skilled employees are
covered by the company. This is explained by the
shortage of educated specialists in the Russian oil
and gas industry (Naskova 2004).

The accommodation complex at South Shapki-
no is new and modern. All facilities have been
constructed since 2001 and are designed to offer a
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large variety of amenities. It can be reached by
helicopter from Usinsk in about 75 minutes the
year round, or by vehicles along winter roads over
frozen rivers and tundra. However, harsh climate
and location in the far north are inevitably limiting
the comfort. Construction and maintenance of the
infrastructure is demanding and expensive, and
space in the complex is therefore rather limited.
The complex is designed to host a maximum of
250 people. Some dormitory rooms are designed
for two occupants but most employees have to
share rooms of approximately 10 m? with three
other individuals (at any given time, two of the
four employees will be working their shift).

The employees are provided with free food, pri-
mary health care and laundry services. Leisure
time possibilities are mostly limited to indoor ac-
tivities (TV, fitness room, table tennis etc.) due to
climatic constrains in winter, and few opportuni-
ties in the tundra during summer. Strict intern se-
curity regulations (for alcohol use, contact with
reindeer herders etc.) are further limiting personal
freedom and decision-making. Therefore, workers’
life is strongly characterised by 12 hours of work
and subsequent sleeping time.

The survey among SeverTEK’s employees report-
ed in this paper aimed at reaching all staff working
at the oil field in South Shapkino. A self-adminis-
tered questionnaire in Russian language was dis-
seminated to all present employees of two subse-
quent rotational shifts, of about 220 members
each. Of these 440 subjects, 357 responded and
returned the filled-in questionnaire.

Limitations

The main limitation of the study is that the data
was collected from one company only. Therefore,
it is justified to come to conclusions on the mean-
ing of distance in long-distance commuting for the
employees of SeverTEK only. Any attempt for con-
clusions on a wider scope has to keep this precon-
dition in mind. Nevertheless, it seems reasonable
to allow some degree of generalisation from this
case study due to the similar working arrange-
ments and conditions in other oil and gas compa-
nies in the Russian North.

It is difficult to estimate to what extent the find-
ings suit to other regions of the world with long-
distance commuting. Although the common trend
in long-distance commuting research is to transfer
findings from one context to another, this is criti-
cised by Storey (2001b). The mere size of Russia
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constitutes a unique environment for long-distance
commuters.

Both distribution and collection of the question-
naires was done with the help of SeverTEK. There
is hence a possibility of bias in the data, as some
employees may have felt uncomfortable to express
their genuine feelings and opinions. However, no
direct indication of biased answers was found in
the data analyses.

Theoretical background

Long-distance commuting

Long-distance commuting (LDC) is a concept of
workforce organisation and recruitment that is
widely applied in the oil, gas and mining indus-
tries, as well as in all other industrial activities that
take place in remote areas without sufficient local
supply of labour and that lack the potential to at-
tract labour to move in permanently. LDC is de-
fined by Hobart (1979: 2) as “...all employment in
which the work place is so isolated from the work-
er’'s homes that food and lodging accommodation
are provided for them at the work site and sched-
ules are established whereby employees spend a
fixed number of days working at the site, followed
by a fixed number of rest days at home. The expec-
tation is that the employees will work an indefinite
number of work and home rotation cycles.” Most
commonly, the travelling between home and work
place is organised by air, often referred to as fly-
in/fly-out. Commuting distance, transportation
systems, work schedule details, on-site accommo-
dation and other factors can vary significantly be-
tween different long-distance commuting opera-
tions and it is hence difficult to find one accurate
generic descriptive definition (Shrimpton 1994).
For example, shift lengths can vary from a few days
to several weeks or even months. What defines the
concept and distinguishes it from traditional forms
of labour organisation is the unambiguous spatial
and temporal separation between the employees’
home and workplace. Based on this intermittent
principle, the spatial range of available employ-
ment opportunities is extended widely for both
employees and employers (Houghton 1993).
Therefore, this form of commuting is used by vari-
ous employers and industries located in regions
with insufficient labour pools, thus giving access
to distant labour markets.

On a grand scale, long-distance commuting was
first developed and applied in the offshore oil in-
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dustry in the Gulf of Mexico after the World War I
(Storey 2001a; The Chamber of Minerals and En-
ergy Western Australia 2005). LDC has since de-
veloped further and spread around the world. A
frequent use of onshore long-distance commuting
operation started in Canada and Australia in the
1970s, in many cases replacing the traditional es-
tablishment of mining towns at newly opened
mining sites. Ever since, LDC has become more
and more common, a process that is very likely to
continue (Storey 2001b).

There are several reasons for the growth of long-
distance commuting around the world. One rea-
son is the unbalanced spatial distribution of popu-
lation and natural resources (Storey & Shrimpton
1989). Building mining towns at remote places is
not sufficient anymore. The decline in the number
of remote resource towns in favour of long-dis-
tance commuting is based on three principal rea-
sons. First, long-distance commuting is often more
cost-effective than the construction of resource
towns, allowing capital savings (Costa 2004). Es-
pecially front-end costs are drastically reduced
and replaced by more evenly-distributed invest-
ments in transportation (Houghton 1993). Addi-
tionally, as demonstrated by Tykkyldinen (1996),
longer working hours and leaner organisation
structures are common in long-distance commut-
ing operations reducing over-all costs in spite of
higher transportation expenditures. Second, the
progress has been strongly influenced by rapid
technology development. Reliable and cheap
transportation and communication technology are
essential for establishing long-distance commuting
operations (Tykkyldinen 1996). In addition, tech-
nological development in the mining industry
works in favour of long-distance commuting. In-
creased automation and replacement of human
labour by machinery reduce the need of labour
force, which in turn leads to lower transportation
costs. Third, workers’ preferences have changed.
The majority of mining workers are no longer will-
ing to move to remote places in order to work in a
mine (Storey & Shrimpton 1989; Tykkyldinen 1996).
This is the case especially for employees with a
partner and family. Due to the higher standard of
living in urban regions, including better infrastruc-
ture, health and education facilities and a wide
spectrum of recreational possibilities, the workers
and their families are unwilling to accommodate to
the Spartan life style of the resource towns. Unsta-
ble commodity prices, a trend towards smaller-
scale operations and stricter regulations for envi-
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ronmental and social planning in the mining sector
also support long-distance commuting. Conse-
quently, there is no reason to believe that this trend
in remote areas would change in the near future.
What are the political, social and economic im-
pacts of this development? Conflicting messages
have been given by the different stakeholders in-
volved and it is difficult to judge the overall sus-
tainability of long-distance commuting (Heiler &
Pickersgill 2001; Costa 2004). The implications
can be divided into three groups: First, the organi-
sation of work differs from a normal work situation
including special arrangements on working sched-
ules, transportation issues, accommodation and
other practical aspects in order to ensure a smooth
production process. Consequently, facets of work-
ing life normally not in the scope of management
have to be handled regularly (Storey & Shrimpton
1989). The maintenance of a harmonious working
and living atmosphere among people living to-
gether in remote places, often with rather limited
space and privacy, belongs to this category. Sec-
ond, long-distance commuting has implications
for the employees” well-being and family life. It is
often assumed that the compact working schedule
affects negatively the health and safety conditions.
Nevertheless, these relationships are not fully
proven and understood (Costa 2004). Alike, the
impact on families remains unclear. On one hand
it is reasonable to argue that the regular partings
and reunions cause stress on families and that the
extensive absence of parents is problematic. On
the other hand, employees do not juggle the com-
peting interests of work and domestic responsibili-
ties and do not have to commute several hours
each day, which reduces some stress (Heiler &
Pickersgill 2001). Third, community life and re-
gional development face new challenges in long-
distance commuting settings, especially in areas
with traditional village-type settlements. The long
periods of absence, for example, make it difficult
for residents to participate and contribute to com-
munity life. Many communities also experience
out-migration of inhabitants due to their improved
financial position and complain that the local
share of the benefits from mining activities is too
narrow (Storey 2001b). These implications are of-
ten related to the ‘fly-over’ problem, which leads
to the exclusion of rural communities from the
benefits from mining activities in their vicinity. The
supply to and positive spill-over from the industry
are arranged and shared between the mining site
and a few, mostly metropolitan, areas from where
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the mining process is organised and where most
employees live. However, long-distance commut-
ing contributes to the wealth of rural areas by ena-
bling mining projects that would otherwise be un-
profitable and by increasing employment possi-
bilities.

On a theoretical level, the implications of long-
distance commuting are extensive and challenge
the traditional concepts of spatial structures and
behaviour. Physical distance is perceived differ-
ently as it loses much of its limiting impacts on
commuting activities. Mobility decisions are
based on distance perceptions and scales that are
altered by modern communication and transpor-
tation technology (Tykkyldinen 1996). More con-
cretely, long-distance commuting changes the
clear distinction between short-term mobility and
permanent migration and obscures the meaning
of traditional travel-to-work areas (Houghton
1993; McQuaid et al. 2001). These factors indi-
cate a changing connotation of distance. Obvi-
ously, commuting under these new preconditions
enables employees to cover much longer distanc-
es in travelling to and from work. It seems like spa-
tial interaction is almost a random function of dis-
tance (Tykkyldinen 1996). In addition to an abso-
lute notion of space expressed in kilometres, also
alternative concepts are relevant for the analysis
of long-distance commuting. Concepts like time
distance and economic distance express a clearly
individual or relative view on distance and help
explain its changing meaning (Gatrell 1983).
Janelle (1968) developed the concept of time-
space convergence based on a relative under-
standing of space and shows how the effort need-
ed to cope with distance is changing over time, for
example by introducing more powerful means of
transport. He concludes “...that physical points
(places on the earth) are in relative motion with
respect to one another...[and that] the structure of
the resulting space, the frame of reference for hu-
man activities, is constantly in flux...” (Janelle
2001: 15474). Long-distance commuters obvi-
ously utilise the opportunities of this relativity,
based on improved transport and communications
technology, to overcome the friction of distance.
They are extending their spatial leverage into are-
as that would be otherwise inaccessible. This re-
sults in growing personal extensibility (Janelle
1973; Adams 1995).

In Russia, long-distance commuting is known as
the ‘vakhtovyi’, or ‘shift work’ method. Its princi-
ples are similar to those in other regions and de-
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scribed above. The sparsely populated north with
its rich natural resources represents a substantial
part of the country. Due to this precondition, long-
distance commuting was and is an important as-
pect of the mining and hydrocarbon industry. Ever
since the planned and industrialised exploitation
of riches of the north started, labour supply was a
crucial question. Several policies have been ap-
plied in order to ensure a sufficient potential of
labour in the oft-extreme locations of natural re-
sources extraction (Bond 1985). Long-distance
commuting is one of the potential approaches and
one that has recently attracted more attention,
even though it is by no means a new concept in
Russia. Sveshnikov (1988: 280) defines early ex-
amples of long-distance commuting as “expedi-
tion-related commuting-type settlements” that are
supplied with food and other goods from support-
ing towns in more favourable natural conditions.
Armstrong (1976) refers to cases of mineral re-
source extraction in remote northern locations in
the 1960s, which applied the ‘shift method’.

Today, long-distance commuting is indispensa-
ble for the industry in Russia’s northern and east-
ern peripheries. These parts of Russia have experi-
enced significant out-migration since the dissolu-
tion of the Soviet Union and the subsequent miti-
gation or disappearance of many benefits for its
inhabitants (Heleniak 1999; Goler 2005). An in-
creasing awareness of the real costs of maintaining
a large and permanent population at remote loca-
tions in the north, often with extreme natural con-
ditions, and the new geo-political realities of the
post-Soviet period, have led to a different assess-
ment of the value of these northern settlements
(Hill & Gaddy 2003). Today, Russian officials pro-
mote long-distance commuting as a promising al-
ternative development strategy for the north and
claim that it should gradually replace permanent
settlements (Drobizheva 1999; Walsh 2003). Nev-
ertheless, ongoing attempts to resettle voluntarily
the population from Russia’s peripheries to central
parts of the country are facing more difficulties
than expected and are often related to place at-
tachment, as Thompson (2002, 2004) and Round
(2005) have demonstrated. Furthermore, any effort
to replace permanent settlements in Russia’s pe-
ripheries by long-distance commuting operations
is likely to increase the fragmentation of the coun-
try between a few prospering urban areas and lo-
cations of natural resource extraction on one side
and vast, ‘empty’, underdeveloped hinterlands
(Dienes 2002).
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Long-distance commuting is currently, in spite
of its potential problems, an important way of at-
tracting people to northern workplaces due to the
reasons explained above, employees’ preferences
for living in the south and a lack of high skilled
employees (Naskova 2004; Juurikkala & Lazareva
2006). Borisov (2004), for example, estimates that
over ten percent of the workers in the oil and gas
industry of the Khanty-Mansi Autonomous District
have their homes in a different region of Russia
and that the share of Gazprom’s employees work-
ing with the vakhtovyi method will grow up to 16
percent in 2006. To conclude, present develop-
ments in Russia’s peripheries and a simultaneous
thrust of many natural resource extracting compa-
nies further north and east into even more remote
places support the presumption that the number of
long-distance commuting operations over increas-
ing distances will continue to grow.

Job satisfaction and commuting

Research on job satisfaction is an important part of
organisational behaviour and work psychology.
The importance for psychological research can be
evaluated from two different perspectives (Spector
1997). First, from a humanitarian perspective, a
fair and respectful treatment of people is worth an
endeavour. Job satisfaction appears here as evi-
dence of good treatment of employees. Second,
from a utilitarian perspective, it is crucial that sat-
isfaction leads to employees’ behaviour that sup-
ports the organisational functioning.

A look at the theories of job satisfaction gives an
impression of the problems and complexities re-
lated to the issue. According to Dipboye et al.
(1994), there are three different sets of important
job satisfaction theories. The first is the two-factor
theory. It tries to explain job satisfaction with ex-
trinsic job factors (e.g. working conditions, salary)
and intrinsic factors (e.g. responsibility and
achievement). Job satisfaction occurs only when
the intrinsic needs are fulfilled. The second set of
theories compares the level of access to an aspect
with the level of actual need to access this aspect
(Dipboye et al. 1994). It deals with the degree of
discrepancy between these two categories and de-
fines it as the reason for satisfaction or dissatisfac-
tion. This comparison can focus on a global level,
measuring a value of overall job satisfaction. Fur-
thermore, as recently stressed, it can look only at
certain aspects of the job reality and give emphasis
to these facets. The third set of theories is most re-

Distance between home and workplace as a factor for job ...

139

cently developed and applied, and focuses on the
individual characters of employees and on cogni-
tive processes that constitute job (dis)satisfaction.
Aspects like individual values and needs, person-
ality traits, and the comparison of their own
achievements at work with those of members of
relevant social groups come to the forefront now
(Thierry 1998).

Job satisfaction is influenced by a variety of fac-
tors and is far from being the result of any straight-
forward causal connection between any such fac-
tors. It is always difficult to deal with, for example,
feelings and attitudes. Individuals tend to have
their own personal point(s) of reference in the per-
ception of their environment (lverson & Maguire
2000). For Freeman (1978), this is the reason why
job satisfaction has not received as much attention
from economists as it should have due to its impor-
tance for economic processes in organisations.

The theoretical positioning is challenging. Fur-
thermore, the specification of concrete determi-
nates and potential effects of job satisfaction are
multifaceted. When dealing with an interrelation-
ship between personality traits and situational vari-
ables (Thierry 1998), it is not surprising that many
factors influence job satisfaction. They can be di-
vided into three groups: Personal characteristics
(e.g. age, gender, personality and traits), job-related
factors (e.g., salary, job design, labour conditions
and participation in decision-making), and, finally,
non-work factors (e.g. life satisfaction and family
situation) that are important determinants for job
satisfaction. Spector (1997) provides detailed infor-
mation about, as he calls them, antecedents of job
satisfaction. Among the personal factors he stresses
particularly the concept of locus of control, which
is a cognitive variable representing the belief/dis-
belief in self-determination (Spector 1997).

For this study, it is necessary to connect these
insights on job satisfaction to the discussion on
commuting in general and long-distance commut-
ing in particular. It is valuable to look at specific
aspects of and influential factors for job satisfac-
tion. This emphasis on partial job satisfaction (Jo-
hansson 2004) justifies the in-depth look at long-
distance commuting as one particular determinate
of job satisfaction. Due to two reasons, it is not
easy to establish the link between commuting and
satisfaction. First, little attention has been paid so
far on commuting as a determinant of job satisfac-
tion. In addition, when it has been done, it has
usually been understood as short distance or daily
commuting.
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Commuting studies often approach the question
of job satisfaction indirectly by emphasising stress
as the main factor (e.g. Cassidy 1992; Koslowsky et
al. 1996; McLennan & Bennetts 2003). Neverthe-
less, the effects of stress are very similar to those of
job satisfaction. McLennan and Bennetts (2003)
name job performance, health and psychological
adjustment as being affected by stress and hence,
also job satisfaction is certainly influenced by
commuting. Commuting is often referred to as a
plague of modern man and generally associated
with negative outcomes (Koslowsky et al. 1996).
Distance, measured in kilometres or in time, is in
this assessment of (daily) commuting one of the
main determinants for stress and job satisfaction.
Whether this applies also to long-distance com-
muting or not will be considered later. Some re-
sults (Cassidy 1992) point to the fact that longer
commutes lead to a more negative experience of
commuting. The relationship between distance
and stress of commuting is, again, not straightfor-
ward. Johansson et al. (2003) have found that time
distance has a non-linear influence on commuters’
behaviour. They show that the time sensibility is
much lower for very short and very long commut-
ing distances. However, it has to be mentioned
here that long time distance is defined by the au-
thors as beyond one hour of travelling time (Jo-
hansson et al. 2003), which is, in terms of long-
distance commuting as it is understood in this
study, still a short distance. Concurrent results are
provided concerning the means of influencing and
levelling the stress caused by commuting. The fact
that people seek control over their journey to work
can be identified as the common bottom-line for
all of these measures (McLennan & Bennetts 2003).
Impedance, a concept of perceived speed and
control of travelling, is very important and every
attempt to increase the level of perceived speed
and control helps to abate stress (Cassidy 1992).

The question, whether the findings concerning
daily commuting, stress and job satisfaction can
be applied to long-distance commuting, cannot be
answered conclusively on a theoretical level. There
are few literature references concerning this issue.
Jenkins (1997) studied job satisfaction and long-
distance commuting but he does not specifically
deal with this question. Neither do Chen et al.
(2003), who studied the determinates of perceived
occupational stress among Chinese offshore oil
workers. The issue is taken into account only indi-
rectly by giving a decisive importance to the jour-
ney to and from work and the isolation from com-
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munities and family. | argue that job satisfaction in
long-distance commuting is most likely influenced
by some of the basic factors mentioned above re-
lating to daily commuting. The perceived level of
control is believed to be one of these central as-
pects. Employees seek a level of flexibility and
control that meet their specific needs, and this
matter may be compromised by long-distance
commuting (Heiler & Pickersgill 2001). In a sec-
ond assumption | hypothesise that the meaning of
distance for job satisfaction and stress in long-dis-
tance commuting differs from that in daily com-
muting, but that it still impacts the perceived level
of control. This appears to be especially valid if the
subjective perceptions of individuals are consid-
ered. It seems likely that a several thousand-kilo-
metre distance between home and workplace
could lead to a strong feeling of helplessness, i.e.
lack of control.

Does distance matter?
Approach to the analysis

In the analysis, physical distance is given in kilo-
metres, as other forms of distance, such as travel-
ling time or economic cost were not readily avail-
able. The use of physical distance has the advan-
tage of being consistent and containing implicit
information on relative concepts of distance con-
sidered in the analysis and interpretation. The dis-
tance values are based on the estimations given by
the employees. It is assumed that they have suffi-
cient knowledge of the distance they cover during
their journeys to and from work. Some employees,
however, referred to SeverTEK's headquarter in
Usinsk when specifying the distance between
home and workplace (see, for example, the mini-
mum value of two kilometres in Table 2), while oth-
ers referred to the accommodation complex at
South Shapkino. Estimation errors and different as-
sociations with the term ‘workplace’ lead to slight-
ly distorted data. Nevertheless, the setting of this
research does not require absolutely precise dis-
tance values and their impact can be considered
secondary if compared with the total range of val-
ues. Of the total 357 returned questionnaires, 306
had valid distance values, the descriptive statistics
of which are shown in Table 2. The values differ
significantly and they are not normally distributed.

Job satisfaction is measured as summated scales
(cf. Bryman & Cramer 2004) of the employees’ sat-
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Table 2. Descriptive statistics distance and job satisfaction.

Valid N Mean Median jta'?d?rd Minimum Maximum

eviation

What is the distance between your
home town/region and SeverTEK- 306 1071.26 360 1180.89 2 10000
workplace? (km)
Job satisfaction 222 87.98 89 9.56 59 112

(summated scale)

isfaction with 26 aspects of their work situation
under long-distance commuting conditions (see
Fig. 2). This approach is based on the idea of par-
tial job satisfaction (Johansson 2004). Therefore,
from all of the aspects covered by the question-
naire | have chosen those that allow conclusions
on overall job satisfaction. A wide range of intrin-
sic and extrinsic job aspects is covered. The re-
spondents were asked to rate their opinion on
these 26 aspects on a five point Likert scale. The
satisfaction values are derived from these agree-
ment figures with the assumption that a strong
agreement equals high satisfaction whereas a
strong disagreement expresses compelling dissat-
isfaction. Some answers had to be scored reversely
before summing up the answers to an overall satis-
faction indicator. The highest possible score of 130
(26*5) expresses very high satisfaction and 26, the
lowest possible score (26*1), dissatisfaction. The
use of mean values of data acquired with Likert
scales is controversial. Nonetheless, Bryman and
Cramer (2004) argue that most writers are prepared
to treat such data as interval/ratio variables if used
in summated scales. The number of cases is re-
duced to 222 due to missing values. The summa-
rised outcome for the overall job satisfaction is il-
lustrated in Table 2.

Two approaches are chosen for testing the rela-
tionship between job satisfaction and distance be-
tween home and workplace. First, the immediate
correlation between both factors is tested by cal-
culating Spearman’s correlation coefficient based
on 222 valid cases. The missing normal distribu-
tion of the distance values inhibits the use of other
testing methods (e.g., Martens 2003).

The second approach classifies the cases in
three groups according to the distance between
home and workplace. The distance groups (Table 3
and Fig. 2) are formed for cases with commuting
distances up to 300 kilometres, between 300 and
one thousand kilometres and for more than one
thousand kilometres. The rationale behind these

threshold values is based on the home place of the
workers and the character of travel arrangements.
The majority of employees travelling up to 300
kilometres live in the wider Usinsk region. Accord-
ingly, their journey is comparatively unproblem-
atic. The second group includes employees com-
ing mostly from other parts of the Komi Republic
or North-West Russia. Within this region, traffic
connections and infrastructure are rather devel-
oped and supportive for commuters, e.g. direct
flights from Syktyvkar to Usinsk. The last group in-
cludes employees travelling more than one thou-
sand kilometres. Due to distance and/or traffic
connections the commuting arrangements of these
employees are time consuming and comparatively
difficult to organise.

The Kruskal-Wallis test is performed in order to
analyse the average job satisfaction of these three
groups. This nonparametric variance analysis as-
sumes homogeneity among the means of different
groups and is based on the ranking of the scores
(Eckstein 2004). Significant differences between
the mean values of job satisfaction exist if it is pos-
sible to reject the homogeneity hypothesis. The
Kruskal-Wallis test measures the influence of a cat-
egorical factor on a metric variable (Martens 2003).
The average job satisfaction is in a strict sense not
such a metric variable. Therefore, a second test is
applied in which the categorical factor is formed
by four groups of job satisfaction and subsequent-
ly, their influence on the distance variable is ana-
lysed. The four groups are formed by following the
quartiles of the distribution and indicate increas-
ing job satisfaction.

Another matter of complication is the fact that
the working conditions in SeverTEK are not equal
for all employees, as stated earlier. The most strik-
ing differences are the unequal repayment of travel
expenses and variations in the shift’s length, which
potentially influence job satisfaction and commut-
ing distance. While dealing with the interrelation-
ship between job satisfaction and distance, this
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Agreement
(1= Strongly disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly agree)
1 2 3 4 5

1. The layout of this complex helps everyone feeling as they are —,
E a

involved in the Working community life NN N NN NN NN NN | N

accommaodation complex is designed

3. It causes stress to live next door to one another in the
accommodation complex AARLRALLRRARRY

4. It causes problems in a community like this when everybody
knows everybody else's business

5. Many people feel inconvenient with the behaviour of the
neighbours

6. Many people feel inconvenient with the noise of the
neighbours

7. The work on a rotational basis and accommodation
complexes are modern ways to organise work on an oilfield

8. My work schedule causes problems for family life | —— ——
9. My long work period increases responsibility and pressure on &
the spouse oo oo ey

10. | like this work on a rotational basis more than living and ﬁ

working at the same place

11. Family problems due to my roster cycle can be overcome
without serious difficulties and drawbacks

12. | believe that those who administer this complex care about
what people like me want

13. Employees have an appropriate say in decisions on
recreational facilities

14. | like to work in a workplace like this until my retirement

15. The company treats me like a number

16. The company makes you feel you belong

17. The company considers workers matters appropriate

i I
18. My pay is adequate for my needs |
EAR AR AR LA R LA RN LARALLAY

19. Compensation for staying at worksite several days is fair

20. The system of promotion is fair [

21. My prospects are very limited

26. The management system should be improved AT -

B Mean all OMean Distance Group 1 B Mean Distance Group 2 M Mean Distance Group 3

Fig. 2. Agreement with underlying factors (clustered by distance groups).
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unequal treatment possibly has an influence on
the employees’ perceptions. Travel costs, especial-
ly airfares, are not trivial in Russia when compared
to the average income. It seems reasonable to as-
sume that employees who incur no commuting
costs are happier with their jobs, especially under
the conditions of long-distance commuting. The
same applies to the different shift lengths. The
30/30-day rotation reduces by half the necessary
monthly travel efforts because it limits the com-
muting to one journey into each direction instead
of two in the 15/15 shifts. This saves time and mon-
ey. Longer shifts could function, therefore, as a
tool for altering time and economic distances.
Based on these reasons, it is necessary to test if
both aspects have an influence on the immediate
connotation of distance for job satisfaction. This
can be done by dividing the employees into differ-
ent groups based on travel refunds and shift lengths
before analysing their average job satisfaction and
commuting distances. Furthermore, it is informa-
tive to show if these parties are represented equal-
ly in the distance and job satisfaction groups.

In the case of different travel refunds, the first
group includes the white-collar management and
supervisory staff. This group (N = 42) represents
employees receiving refunds for their travel ex-
penses. The second group (N = 208) includes those
in SeverTEK who are not paid for their travel ef-
forts, that is, the blue-collar staff. In order to com-
pare the average job satisfaction of the two groups
of employees, the Mann-Whitney test is performed.
This is the equivalent of the Kruskal-Wallis test for
two-independent-samples and proceeds in a simi-
lar way by ranking the scores and assuming homo-
geneity among mean values (Eckstein 2004).
Cross-tabulation and the calculation of the Pear-
son Chi-Square reveal if the division of employees,
belonging either to white or blue collar staff, across
the job satisfaction and distance groups is evenly
distributed or not. The same tests and procedures
are applied in order to analyse the influence of dif-
ferent shift lengths on job satisfaction and the dis-
tance covered during journeys to and from work.
At the time of employee surveying, 124 were work-
ing 15/15 rotations, while 172 employees were
working 30/30 periods.

Research findings

An analysis of the 26 underlying factors of the
overall job satisfaction leads to an ambivalent out-
come (Fig. 2). The average agreement value of all
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cases for the 26 factors expresses neutral attitudes
of the employees. However, some particular fac-
tors differ from the average, either negatively (for
example factor 18: “My pay is adequate for my
needs”) or positively (for example factor 7: “Work
on a rotational basis and accommodation com-
plexes are modern ways to organise work on an
oilfield”).

One general trend found among the 26 factors
when divided into the three distance groups is a
higher satisfaction for the third group, the longest
distances. In 21 of the 26 factors, this group shows
the highest average satisfaction suggesting a higher
job satisfaction among the employees with the
longest commuting distance. This does not support
the assumption that job satisfaction would de-
crease with growing commuting distance. Further
statistical testing is needed to demonstrate if this
trend can indeed be confirmed, and to unravel its
possible reasons.

The outcome of Spearman’s correlation is slight-
ly positive (Kithnel & Krebs 2004) and statistically
significant (0.144; p = 0.032%), indicating a higher
job satisfaction rate with increasing commuting
distance, and pointing to the same direction as the
results from the analysis of the 26 factors above.
Despite the significant positive correlation be-
tween these factors, it is risky to make strict con-
clusions, as the positive value of the correlation
coefficient is rather close to zero to indisputably
indicate any major trend.

The second approach of analysing the relation-
ship between job satisfaction and commuting dis-
tance is based on the comparison of the average
values of groups. At first, the mean job satisfaction
is specified for the three distance groups. Table 3
contains the average ranks of those groups and
shows increasing figures indicating increasing
commuting distance. The Kruskal-Wallis test indi-
cates that the differences between the distance
groups are significant by comparing the mean
ranks. The homogeneity hypothesis has to be re-
jected and it is possible to conclude that the aver-
age job satisfaction increases significantly with the
distance summarized in three groups.

In order to control the results from the first com-
parison of mean values and Kruskal-Wallis test, a
further reversely designed statistical approach can
be applied to give additional support to these find-
ings. Table 3 shows a tendency of increasing aver-
age commuting distance within the four groups of
growing job satisfaction. The significance of the
differences between the four groups is even strong-
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Table 3. Mean rank comparison distance and job satisfaction groups.

Distance groups * N Mean rank of satisfaction values
<301 km (Usinsk region) 102 101.75

301-1000 km (Komi Rep. and NW Russia) 41 107.62

> 1000 km (rest of Russia) 79 126.10

Total 222

Job satisfaction groups ® N Mean rank of distance values
First quartile 60 111.13

Second quartile 54 94.14

Third quartile 56 105.47

Fourth quartile 52 136.44

Total 222

2 Differences in mean ranks are significant (*
b Differences in mean ranks are significant (x*

Table 4. Mean rank comparison employee groups.

6.59, df =2, p = 0.037%).
12.39, df = 3, p = 0.006**).

Employee groups N Mean rank

Job satisfaction * White-collar 28 88.95
Blue-collar 157 93.72
Total 185

What is the distance between your home town/region White-collar 42 121.68

and SeverTEK-workplace? Blue-collar 208 126.27
Total 250

2 Differences in mean ranks are not significant (U = 2084.50, Z = -0.44, p = 0.663).

b Differences in mean ranks are not significant (U = 4207.50, Z = -0.38, p = 0.706).

er than in the previous analysis (also in the case
where the extreme values are excluded), support-
ing the earlier conclusions. Remarkable is the out-
come of group number four representing the em-
ployees with the highest job satisfaction rates: the
average commuting distance of this group is clear-
ly higher than in other groups, stressing the posi-
tive correlation between these variables.

An analysis was designed in an attempt to an-
swer the questions of how SeverTEK’s employees
react to the unequal refunding of travel expenses
and how this different treatment influences job sat-
isfaction and commuting distance. Despite the dif-
ferences in benefits between white-collar and
blue-collar workers, there are no significant differ-
ences in job satisfaction nor in the distances cov-
ered during the journeys to and from work (Table
4). The calculation of the Mann-Whitney test con-
firms this outcome by leading to results that do not
allow one to reject the homogeneity assumption.

The interpretation of the results from cross-tabu-
lating both employee groups with the four groups
of job satisfaction as well as three distance groups
leads to similar outcomes. The observed counts
and expected counts in Table 5 and the calculation
of the Pearson Chi-Square result in probability val-
ues that do not prove any significant dependency
between the variables.

Both approaches for analysing the importance
of the unequal payment of travel refunds indicate
that this policy does not significantly influence job
satisfaction nor the commuting distance. Those
who receive extra compensation for their journeys
to Usinsk are not automatically more satisfied with
their long-distance commuting job. The financial
advantage, which certainly helps to cover long dis-
tances, does not automatically lead to longer com-
muting distances either. Differences in job satis-
faction seem not to be caused by unequal travel
refunds but rather by other factors not considered
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Table 5. Cross-tabulation employee groups * job satisfaction and distance groups.
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Job satisfaction groups * Distance groups ®
Ist 2nd 3rd 4h 301 km 301-1000 km > 1000 km
quartile  quartile quartile quartile
Employee White Count 7 9 9 3 19 7 16
groups  collar  Expected count 7.9 7.1 6.7 6.4 19.3 8.7 13.9
Blue Count 45 38 35 39 96 45 67
collar  Expected count  44.1 39.9 37.3 35.6 95.7 43.3 69.1
2 Differences between counts and expected counts are not significant (x> = 3.76, df =3, p = 0.288).
b Differences between counts and expected counts are not significant (x> = 0.79, df =2, p = 0.675).
Table 6. Mean rank comparison rotation groups.
Rotation groups N Mean rank
Job satisfaction @ 15/15 82 89.89
30/30 132 118.44
Total 214
What is the distance between your home town/region 15/15 124 103.92
and SeverTEK-workplace? » 30/30 172 180.64
Total 296

* Differences in mean ranks are significant (U = 3968.00, Z
b Differences in mean ranks are significant (U = 5136.00, Z

—=3.28, p = 0.001**%),
—7.64, p = 0.000%**).

Table 7. Cross-tabulation rotation groups * job satisfaction and distance groups.
groups * J group

Job satisfaction groups * Distance groups®
1st 2nd 3rd 4th
quartile  quartile quartile quartile | <301 km 301-1000 km > 1000 km
Rotation Count 30 23 19 10 89 27 8
rou 15/15

groups Expected count 23.0 18.8 20.7 19.5 59.5 23.9 40.6

3030 Count 30 26 35 41 53 30 89
Expected count 37.0 30.2 333 31.5 82.5 33.1 56.4

2 Differences between counts and expected counts are significant (
b Differences between counts and expected counts are significant (

here. The connection between refunds for travel
expenses and commuting distance is, on the other
hand, too intuitive to be used to deny that it influ-
ences the results found here. It is reasonable to
conclude that there are no explicit signs showing
that the refunding of travel expenses, and thus eco-
nomic distance, is crucial in the analysis of the
relationship between job satisfaction and dis-
tance.

Finally, as a last approach to empirical analysis,
an assessment of the connotation of different shift
lengths (15/15 or 30/30 day rotations) for job satis-

12.78, df = 3, p = 0.005**).

X =
x> =71.01,df =2, p = 0.000%*%).

faction and commuting distance was performed
using the same tests as above. The comparison of
mean ranks for job satisfaction and commuting
distance for the two groups show (Table 6) consid-
erable differences. Those in SeverTEK who are
working on longer rotational shifts are more satis-
fied and they clearly commute over longer dis-
tances. The Mann-Whitney test values for these
differences are highly significant.

Not surprisingly, the cross-tabulation (Table 7)
of the two rotation groups with the job satisfaction
and distance groups displays a significant pattern.
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As the distribution of counts and expected counts
shows, employees working on the longer 30/30
day shift are clearly over-represented in the fourth
job satisfaction group and the third distance group.
The 15/15 group reveals a contrary outcome and
accordingly, is represented more strongly in the
first job satisfaction and distance group. The Pear-
son Chi-Square’s outcome confirms that this pat-
tern is statistically significant and that the variables
are dependent on each other.

The comparison of the mean ranks and the
cross-tabulation suggest that shift length is impor-
tant for the job satisfaction and average commut-
ing distance for the personnel of SeverTEK. Those
in the company who work on the 30/30 days shift
are more satisfied with their situation and their av-
erage commuting distance is clearly longer. This
result could indicate a negative linear correlation
between job satisfaction and commuting distance,
and the cost and efforts related to it. By working
shifts twice as long it is possible to reduce com-
muting distance and expenses by half. For that rea-
son, working on longer shifts could be perceived
as a mechanism for reducing economic and time
distances. Reducing these distances and simplify-
ing the commuting process seemingly leads to
higher job satisfaction. Variations in shift lengths
alter the perception of physical distance and the
satisfaction with the work situation and long-dis-
tance commuting.

Conclusions and discussion

The majority of the results presented here indicate
a positive linear correlation between job satisfac-
tion and commuting distance. The observed in-
crease of job satisfaction with growing commuting
distance is noticeable especially for the group
containing the longest distances. The general posi-
tive correlation between theses variables is not
strongly pronounced but is confirmed by compar-
ing different groups of job satisfaction and distance
levels. Most of the applied tests plus the analysis of
the 26 underlying factors of overall job satisfaction
lead to a similar result. However, the higher job
satisfaction and commuting distance of those em-
ployees who work on longer rotational shifts can
be interpreted indirectly as a sign for a negative
influence of increasing distance on job satisfac-
tion, as longer shifts are one option for reducing
commuting efforts. Further discussion of these
counter-intuitive results within the theoretical set-

FENNIA 184:2 (2006)

tings introduced in this paper is required to better
understand the underlying factors.

Increasing distance between home and work-
place does not lower job satisfaction inevitably.
Concepts like locus of control and impedance,
which are used in order to explain the relations
between commuting, distance and job satisfac-
tion, point to a presumable lower job satisfaction
with increasing distances but fall short of explain-
ing the observed situation. They cannot fully ex-
plain the relationship between the variables used
in this research. On the other hand, these concepts
make it difficult to explain the higher job satisfac-
tion as a causal result of increasing commuting
distance. Only if the control over travel arrange-
ments, speed and costs and hence, time and eco-
nomic distances, is fully independent of travel dis-
tance, it will be possible to decrease the impor-
tance of these concepts. In a real life situation, this
kind of constellation seems unlikely. Again, the in-
fluence of longer rotational shifts on job satisfac-
tion as found in the analyses above supports this
argumentation. Therefore, it appears very reason-
able that other factors influence the employees’
job satisfaction more strongly than the plain com-
muting distance.

The differences between the 26 underlying fac-
tors for job satisfaction show which aspects could
cause the higher satisfaction among the commut-
ers with the longest commuting distance. Especial-
ly factors that deal with the income and the com-
pany’s treatment of the employees show a higher
satisfaction among these commuters. This suggests
that the refunding of commuting expenses to the
highly skilled and educated employees only is in-
fluential. These are the employees with a higher
income and more prestigious position in the com-
pany. In this context, it seems possible that finan-
cial aspects and the status of employees within the
firm are overruling or levelling off the influence of
distance on the jobs satisfaction. However, the
analysis also revealed that the employees with
supposedly better job are not necessarily the more
satisfied ones. Furthermore, they are not the em-
ployees who commute over the longest distances.
Therefore, this possible explanation also fails in its
reasoning for the causes of higher job satisfaction
among those who commute over the longest dis-
tances.

After rejecting the idea that growing commuting
distance is resulting directly in higher job satisfac-
tion and accepting that occupying higher positions
does not necessarily result in higher job satisfac-
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tion, the only concrete hint on how to interpret the
meaning of distance under long-distance commut-
ing conditions are the differences between rota-
tional groups. Different shift length does not
change the physical distance between the employ-
ees’ homes and SeverTEK’s oil field. However, it
has an important influence on the distance cov-
ered by the employees during their journeys to and
from work. When it comes to the arrangement of
the commuting process and its associated costs, it
appears that choosing an easy and uncomplicated
way of organising long-distance commuting is im-
portant for employees. They strive for higher im-
pedance and flexibility. By voluntarily choosing to
work longer rotational shifts, they successfully ap-
ply coping strategies for overcoming time and eco-
nomic distances and increase their personal exten-
sibility. The evidently higher job satisfaction and
commuting distance of those who work longer
shifts is a clear indication of this. This important
finding stresses the significance of an individual or
relative concept of distance as opposed to an ab-
solute understanding and provides evidence for
time-space convergence. Therefore, rather than
the absolute number of kilometres, the individual
perception and experience of commuting distance
are factors influencing job satisfaction.

In the analysis of the interdependence between
job satisfaction and commuting distance in long-
distance commuting, no general upper limit of the
distance between home and workplace was found.
Long-distance commuting is therefore an alterna-
tive strategy for economic activities in remote lo-
cations, likewise in big countries such as Russia.
Large physical distances, as found between the lo-
cations of remote natural resource extraction op-
erations and places where the staff of these opera-
tions can live comfortably, are not necessarily bar-
riers for development. More important than plain
distance is the organisation of long-distance com-
muting operations in such a way that it meets the
needs and expectations of the involved employ-
ees. The arrangement of shift lengths so that they
simplify commuting efforts and lower expenses
are suggested as a satisfactory and relatively easy
measure to improve job satisfaction.
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Mattias Spies

4

Shift-work Employment and
Labour Relations on a Remote Oil
Field in the Russian North

Resource extraction in extreme isolation

It is widely recognized that raw materials and hydrocarbon products extracted
from nature are the backbone of the Russian economy. What do we know,
however, about the local and regional practices involved and needed to bring
theses riches from the deposits to the markets? In this chapter, I will look at
labour as an incorporated factor in the oil industry in Russia’s North. Labour is
understood here not as an abstract economic term but as a body of individual
employees that actively and purposefully shape their environment (Herod
1997). The economic landscapes of oil production in the Russian North cannot
be described in full without considering the attitudes and perceptions of the
employees operating in extreme isolation in the tundra of North-West Russia
under conditions that are bound to both geography and human behaviour in
the process of landscape formation. The oil field examined in this case study
is in such a remote location that long-distance commuting is used in order to
bring the employees to the workplace. They are working at the oil field in shifts
that last several weeks before returning home for a rest period.

The analysis identifies factors that have an effect on the employees’
perceptions and attitudes with regard to different aspects of their working
conditions. How do they perceive the commuting process and the living
conditions at the production site? Are the general structures in SeverTEK,
particularly the multinational operational environment, of relevance to the
workforce? Finally, work satisfaction is assessed as a general feature of the
employment relations. The respondents are divided into groups in order to
establish the influence of age, type of employment, family issues, work history
and goal orientation on these subjects. The answers to these questions allow
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recommendations to be made regarding the organization of labour relations in
order to meet the needs and expectations of the actors involved.

The Russian North and long-distance commuting

The northernmost parts of the Russian Federation are officially defined as the
“Far North and territories equivalent to the Far North” (Barentsobserver 2007;
Blakkisrud and Henneland 2006; Figs. 1.1. and 2.1. in this volume). The present
characteristics and conditions of this high-latitude zone may be regarded as a
product of Soviet central planning, a unique endowment with natural resources
in many places and a very harsh natural environment. Without neglecting the
real costs of expanding into the north the systematic development of this area
would have been impossible, and without the potential offered by its natural
resources the Soviets’ interest in the region would certainly have been less
pronounced.

The main obstacles to any attempt at development in the north are the burden
of distance and remoteness, inadequate or absent infrastructure and the extreme
climate. All these obstacles had to be overcome in order to exploit the natural
resource deposits. In addition, the pre-Soviet north’s population was small and
could not sufficiently meet the need for labour. In response to these challenges,
the governments of the USSR reacted with a massive input ot human and financial
resources, resulting in a vigorously growing population and skyrocketing costs
of maintaining the settlements and supporting their inhabitants (Kliiter 2000),
so that the costs of these measures often outreached the real revenues obtained
from exploiting the remotest deposits of natural resources (Hill and Gaddy
2003). Thus the decision to develop the north was justified politically and not in
the first instance economically. The Russian North therefore represents a typical
centrally planned landscape of priorities (Sjoberg 1999).

The consequences of these earlier development approaches are clearly
recognizable even today. The settlement structure and population density on
Russia’s northern peripheries are higher than elsewhere in the circumpolar
north (Blakkisrud 2006). Ten of eleven northern cities with more than 200,000
inhabitants are in Russia (Goler 2005) and the population density in the
Russian North is much higher than in comparable regions of Canada (Round
2005). The costs of the struggle against the illiberal geography of the north
(Lynch 2002) and of supporting a huge population in remote and cold places
are immense and constitute a major economic burden (Hill and Gaddy 2003).
Also, the north was hithard by the introduction of market mechanisms, because
it relied entirely on the structures of a command economy (Blakkisrud 2006).
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The situation experienced by the north and its inhabitants therefore worsened
dramatically in many regions at the beginning of the post-Soviet period.

At the same time, the importance of the northern natural resources for
Russia has if anything increased. The Russian economy is now, as ever, heavily
dependent on revenues from the north, as 90 per cent of the country’s natural
gas, 75 per cent of its oil, 80 per cent of its gold and 90 per cent of its nickel and
copper are produced there, for example (Barentsobserver 2006). No large-scale
abandonment of the north or withdrawal of its population is contemplated, in
spite of the costs of keeping the inhabitants there. Instead, the Russian officials
are searching for and supporting development strategies that allow the country
to benefit from exploitation of the natural resources and at the same time cope
with the costs. The differentiation between ‘promising’ and ‘non-promising’
settlements in the north and official programmes for helping the populations
of the latter to leave has been one approach to solving the problems (e.g. Goler
2005; Round 2005), while another often-promoted approach is the replacement
of permanent settlements with systems of long-distance commuting (Walsh
2003; Drobizheva 1999).

Long-distance commuting involves the spatial and temporal separation of
employees’ work and home environments (Storey 2001). Instead of establishing
resource towns close to remote sites of natural resource extraction, only
temporary or semi-permanent accommodation facilities are constructed for
the employees on site and the work is organized in intensive rotational shifts
lasting from several days up to a few months. After each shift the employees
are rewarded with an extensive rest period at home. This means that they
do not have to move permanently to their place of work but instead travel
between their home and workplace before and after each shift, the distance
easily reaching major proportions, hence the term long-distance commuting.
Due to the leaner character of long-distance commuting operations relative
to the construction of resource towns and other earlier approaches, the high
transportation costs are more than counterbalanced by the savings in costs.

Long-distance commuting, known in Russia as the ‘vakhtovyi’, or ‘shift-
work’ approach, has been in use for many years in the north but has gained
importance and received more consideration as a development alternative
during the current Russian economic expansion for the reasons presented
above. Furthermore, it is also a means of attracting rare and necessary highly
skilled employees to remote workplaces (Naskova 2004). Such employees are
seldom willing to move to the north to work any longer, and long-distance
commuting helps in complying with their preferences. For these reasons, long-
distance commuting is already an important aspect of the northern economy,
and it is likely to gain further importance in the years to come in view of its
potential for permitting a restructuring of the Russian North (Borisov 2004).
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Not only are employees’ preferences for living in more hospitable regions
affected by the availability of long-distance commuting contracts, but factors
such as their well-being, family relations and community life at home are
obviously influenced as well by this intermittent way of organizing their
work (Costa 2004). Russell (1999: 22) speaks in this context of “radically
spatialised work relations”, which impose a set of new challenges and offer
novel opportunities for the actors involved. There is clearly a disruption in the
spatial relationship between work and residence (McDowell 2003). How are
the employees coping with these new challenges?

A closer look at labour in socially contested economic landscapes promises
meaningful insights (Martin 2000). Labour has traditionally been treated in
economic analyses as a location factor imposing costs and acting according
to market logic, but more recently it has been seen as a socially constructed
entity that not only behaves rationally but also emotionally and in the light of
tradition (Smelser and Swedberg 2005; McDowell 2003). To put it in the words
of Schmid (2004: 215): “Labour is not a commodity like a sack of potatoes or
a machine tool”. Instead, it is actively engaged in creating new socio-spatial
practises and structures as a fundamental part of its actions, either intentional
or unintentional (Herod 1997). As a result, business structures can hardly be
described as passive and merely reacting to economic laws. Spatial processes
are shaped by perceptions, choices and ongoing power struggles between social
actors, while most socio-spatial formations are contingent on geographical
conditions on various spatial scales (see Tykkyldinen, chapter one in this
volume). It is therefore not sufficient to know only the pure economic and
social facts; the emotions, perceptions and experiences of employees constitute
a set of necessary conditions for exploiting northern resources. In order to
survive, employees produce geographies based on their own understanding of
their situation, by deciding whether to work in the north or not. They do this
under the influence of local contingencies and the legacy of the past; in other
words, in a particular geographical location (Herod 1997).

Even though this new relational economic geography is not (yet) a
comprehensive theoretical concept, it is commonly defined in terms of a higher
complexity in the analysis of economic and social processes and its criticism
of conventional economic analyses (Bathelt and Gliickler 2003a). Ideas such as
context and the embeddedness of economic processes, or the identity of the
actors involved in these processes, are stressed and gain importance. Hence, it
is impossible to treat the utilization of resources in isolation from its context
of a set of wider social processes (Barnes and Sheppard 2000). According to
Bathelt and Gliickler (2003b) and Yeung (2003), economic analysis has to
capture the shifting identities of actors within a relational and contingent
setting. By focusing the analysis on actors, this study aims at learning more
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about the formation of a socially constructed new economic landscape, which
is, in part but necessarily, based on people’s experience and opinions. Such
a perspective reveals and considers the contingencies involved in industrial
relations and the transition of northern Russia and highlights the variety
of possible development paths (Tykkyldinen chapter one in this volume;
Tykkyldinen and Neil 1995).

Employees of SeverTEK

The oil company ZAO SeverTEK located in Usinsk (Komi Republic) operates
four oil fields in the Timan-Pechora basin. SeverTEK was founded in 1996 as
a joint venture between Russia’s Lukoil and Finland’s Fortum oil companies.
During the fieldwork in 2004, both companies owned equal shares in SeverTEK,
but Lukoil acquired the remaining 50 per cent of the share capital from its
Finnish holder for approximately USD 320 million in November 2005 and is
now the sole owner (Lukoil 2006; Neste Oil 2005).

The company’s main production site is at present the South Shapkino
field, which is located about 180 kilometres northwest of Usinsk in the Nenets
Autonomous Okrug (cf. Fig. 4.1.), but it also runs three fields in the Komi
Republic, Pashshorskoe, Verkhnegrubeshorskoe and South Yuryakhinskoe.
Oil production started in 2003, and by the end of 2005 the four fields had
combined reserves of 216 million barrels and a yearly output of 1.5 million
barrels (Lukoil 2006).

SeverTEK had a workforce of 589 employees in November 2004, with their
homes all across Russia, although a significant proportion (166) lived in the
Usinsk region. Most of the employees worked on the oil field and reached it
by helicopter from Usinsk. The flight took about one and a half hours and was
organized by SeverT'EK. One rotational shift usually included 15 days at work
followed by 15 days off duty (including the time needed for travelling to and
from Usinsk). If employees on two shifts agreed on such an arrangement, this
cycle could be extended to thirty-day rotations. Every employee at the oil field
worked for 12 hours a day. The income level at SeverTEK, as in the whole oil
industry, was and still is very high by Russian standards. In 2004 employees
were receiving wages on average of USD 870 per month for workers and USD
1230 for white-collar staff (SeverTEK 2004), amounts that were about 3.5 times
higher than the Russian average of USD 237 (BOFIT 2007; Rosstat 2006).
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Figure 4.1. Area occupied by the SeverTEK oil production sites.

SeverTEK’s main oil production and handling facilities are situated at and
near the South Shapkino field (Fig. 4.2.), and it is here that an accommodation
complex has been provided where the employees live during their shifts.
Although the complex and its facilities are new and modern, the comforts
offered are limited. South Shapkino is located in the tundra of the Nenets
Autonomous Okrug, so that the harsh environmental conditions and extreme
isolation from other settlements are dominant features of life there. The
construction and maintenance of housing infrastructure in the north is very
expensive and efficient use is therefore made of the space created. A maximum
of 250 people can stay at the complex, which means that the individual space
and privacy of each employee is limited.

SeverTEK provides free food and beverages, primary health care and a
laundryservice for its employees at South Shapkino,and tries to offerleisure time
activities to meet their demands, although these are mostly limited to indoor
activities (television, gym, table tennis etc.) due to the coldness of the winter
and the remoteness of the oil field. Personal freedom and decision-making
is further limited by the strict security regulations, e.g. regarding alcoholic
drinks and contacts with the reindeer herders that pass by occasionally.
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Figure 4.2. SeverTEK’s South Shapkino site.

The research material used in the following analyses was collected by means
of a survey conducted among SeverTEK’s employees at the South Shapkino oil
field. A self-administrated questionnaire in Russian was distributed to all the
employees present at the oil field during two consecutive shifts, each of about
220 employees. Of the 440 employees targeted, 357 (81 per cent) participated
in the survey and returned a completed questionnaire. Participation was
voluntary and not linked to the individuals’ working duties. Nevertheless, it
was only possible to conduct the survey thanks to the co-operation received
from SeverTEK, which supported the distribution and collection of the
questionnaire and showed an interest in the research topic. Nevertheless, in
view of the company’s involvement in the research process, there is a potential
for biased answers. It is possible that some employees did not express their real
opinions and feelings because they knew that their superiors could read the
answers. The analysis of the data did not reveal any direct signs of any such
bias, and negative attitudes and opinions were frequently found, for example.

By introducing labour as a key factor, it is possible to embrace social
processes at the oil field, i.e. within the formation of the new economic
landscape of the Russian North. Labour all too often receives little attention in
transition studies (Rainnie et al. 2002). The methodological approach applied
here focuses on a very concrete, place-specific setting, reflecting the fact that
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the validity of such an approach to research into developments in transitional
peripheries is characteristically based on findings of decisive uniqueness
with respect to locational conditions and interpretations of their impact on
development (Tykkyldinen 2000). Nevertheless, due to the pronounced case
study focus and the fact that no similar studies performed in Russia have
been found with which to compare the results, this approach has a strong
exploratory character.

Groups of employees and aggregating attitude variables

Based on variables depicting social background, work experience and the
goals of their work, SeverTEK’s employees are classified into five overlapping
groups consisting of two classes each (Table 4.2.). The first group distinguishes
the young employees (up to thirty years) from the older ones (over thirty
years). Since long-distance commuting is often said to be especially attractive
for young people, their attitudes are analysed here separately. The age limit of
thirty years follows the definition of youth in Russian statistics. The next group
criterion is occupational status. Blue-collar workers form one class and all
the other (white-collar) employees are gathered into a second class. Workers’
benefits differ generally, as well as concretely in the case of SeverTEK, from
those enjoyed by white-collar staff, and the associated differences in income
level, form of accommodation, responsibilities within the company and other
aspects mean that it seems promising to look at the attitude patterns of these
two classes separately. The third pair of classes allows us to look separately at
those employees who live in a relationship and have children as opposed to
those who have neither a partner nor children. Long-distance commuting is
especially challenging for families due to the regular, sustained absence of the
employees involved. This leads us to analyse in particular the situation and
needs of those in the workforce who have families.

Supplementary to these three groups based on social background, two
additional groupsareanalysed. The first splits the workforce according to former
work experience. Those who have worked in another oil company or another
company operating with long-distance commuting are distinguished from
those without such experience. Given the appropriate personal background,
employees can compare their present job situation with that in other companies
and possibly reveal important details regarding their current work relations.
The second group is formed based on the employees’ achievements of work-
related goals. While one class constitutes individuals who have concrete
work-related goals (e.g. professional qualifications, improved lifestyle and
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well-being, higher income) and believe that they will achieve these, all other
employees (those with no particular goals and those who do not believe they
will achieve their goals) are placed in a separate class. I assume that employees
in the former group are most likely to be better motivated and have a positive
attitude towards their work and their employer. Contradicting views and
attitudes between the motivated class and less motivated employees may reveal
which work features are important for sustaining a positive attitude towards
working in the north.

The questionnaire data are used to construct five mean variables from
the 25 original ones, each based on the means of five original variables, as
follows: long-distance commuting (LDC), life in the accommodation complex,
SeverTEK as a company, co-operation with foreigners (Fortum), and the actual
work itself (cf. Table 4.1.). The respondents assessed all the original variables in
the questionnaire on a five-point (1-5) Likert scale in which low values stood for
negative views and the high values for positive ones. The advantages of mean
variables over direct analysis of the original variables are that they furnish
more compressed information and extend the statistical possibilities (Bryman
and Cramer 2004). Moreover, these five variables are constructed with a view
to their potential explanatory power with respect to the questions posed for
this research.

Table 4.1. Variables included in the construction of Likert scales for LDC, life at
the site, the company, co-operation and work satisfaction. The columns on the
right show the relative frequencies of given answers in rounded percentages, with
the mode value in bold (SA=strongly agree, A=agree, N=neutral, D=disagree,
SD=strongly disagree)

Statements [sa|Aa|N]|D]|sD
1. Long-distance commuting (N = 308)

LDC is a modern way of organising work on a remote oilfield 25 | 62 9 3 1
My work schedule does not cause problems for family life 13 | 45 | 27 | 13 2
LDC is better than working and living at the same place 13 | 44 | 25 | 14 3
Family problems due to LDC can be overcome easily 11 | 56 | 19 | 12 3
My colleagues do not have problems in adjusting to LDC 3121 |63 13 1
2. Life at a remote production site (N = 317)

The layout of the complex supports good working attitudes 14 | 49 | 30 6 1
It is convenient to live in the housing complex 18 | 45 | 30 5 3
There is no hostility in the accommodation complex 11 | 47 | 31 9 1
Few people are inconvenienced by their neighbours in the complex 11 | 43 | 34 | 11 1
The leaders of the complex care about the employees 17 | 60 | 16 6 1
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3. SeverTEK (N = 301)

It is a good firm to work for 28 | 61 | 10 2 0
It has a good reputation 27 | 62 9 2 0
There is enough accord between management and the others 8 | 52| 33 7 1
It considers workers’ matters to be important 17 | 57 | 20 6 1
The management system is good as it is 3120 | 52| 22 4

4. Co-operation with Fortum (N = 320)

It is important that SeverTEK has a foreign partner 31 | 54 | 14 2 0
Co-operation is important for the SeverTEK 36 | 53 | 10 1 0
Co-operation brings foreign technology/expertise to Russia 24 | 54 | 19 2 0
Finland is a good country for co-operation 25 | 53 | 21 1 0
There is no need to change the co-operation partner 15 | 33 | 51 1 0

5. Work satisfaction (N = 312)

Time passes quickly 14 | 61 | 18 6 1
My pay is adequate for my needs 2| 16 | 19 | 55 8
My prospects in SeverTEK are good 1] 26| 38| 29 1
I have enough influence on how I do my work 7150 | 22| 18 3
I have enough influence on what I do 4| 23| 21| 46 7

The construction of the five mean variables is successful in capturing the
situation within SeverT'EK’s workforce. The particular circumstances of long-
distance commuting, accommodation at a remote production site and work at
such a peripherallocation in the north are not only challenging in the SeverTEK
case but can be interpreted as being of a more general character. The look at
SeverTEK as a company and at its co-operation with Fortum leads to case-
specific results, but it can also be seen in the general context of introducing
foreign capital and human resource management to the Russian North. Both
notions, the case-specific information and its generalizations, help us to reach
conclusions on the adaptation of labour to the economic landscapes of oil
production in this region. The differences between the groups of employees are
analysed directly by comparing the mean satisfaction variables by employee
classes.

Perceptions and attitudes among different groups of
employees

The differences between the classes in each group of employees were assessed
using the Mann-Whitney test (Table 4.2.), which is a non-parametric test
operating on ordinal data that compares two samples (Robinson 1998: 64).
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Briefly, it uses the mean rank and size of each sample to calculate whether the
difference in the mean variable between the classes in a group is statistically
significant. The means of the Likert scores for each class of respondents and
the statistically significant differences, identified by the Mann-Whitney test
are marked in bold and italics in Table 4.3.

Table 4.2. Results of the Mann-Whitney test for differences in the mean variables
between the classes of respondents.

Groups of employees Summated Scale N U z p
LDC 298| 8652.5 -1.51 .06
Life at production site 307| 9753.5| -0.44 .33
Age group up to 30 vs. Age group over 30 | SeverTEK 291 | 8587.5| -0.86 .19
Co-operation 312 9672.0| -0.95 17
Work satisfaction 303| 8690.5| -1.62 .05*
LDC 302| 9247.0( -0.51 .61
Life at production site 311 9162.5( -1.10 27
Workers (blue-collar) vs. staff (white-
SeverTEK 295| 8882.5| -0.84 40
collar)
Co-operation 314 9187.5 -1.89 .06
Work satisfaction 307 | 6336.5| -5.10| .00%**
LDC 280 | 7553.5| -0.64 .26
Life at production site 288| 8242.5| -0.12 45
Lives with partner and/or children vs. No
SeverTEK 274| 6763.5 -1.69 .05*
partner and no children
Co-operation 290| 7613.5| -1.71 .04*
Work satisfaction 284| 7630.5| -1.05 .15
LDC 307 | 11086.5 -0.61 .54
Life at production site 316 | 11120.0 | -1.43 .15
Experience in another oil and/or LDC
. . SeverTEK 299 9299.0| -2.30 .02%
company vs. No previous experience
Co-operation 317| 12302.0| -0.06 95
Work satisfaction 310| 11683.0 -0.08 .93
LDC 296 | 7231.0| -2.79| .00**
Believes in achieving work-related goals | Life at production site 309| 7170.5| -3.79| .007*
vs. Does not believe in achieving these SeverTEK 289| 5926.5| -4.20| .00%**
goals, or has no goals Co-operation 307| 8862.5| -120| .11
Work satisfaction 300 8729.5| -0.79 22

Note: *p < .05, ** p < .01, ** p <.001
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Table 4.3. Groups of employees and their mean variables aggregated from the
original 25 variables (see Table 4.1.)

Mean variables
calculated from the Likert scores of the five

Groups of employees and their classes N original variables
Life at | Sever- Co- Work
LDC
site TEK | operation | satisfaction

Age group up to 30 101 3.49 3.64 3.76 3.95 2.97
Age group over 30 243 3.60 3.69 3.72 4.02 3.08
Workers (blue-collar) 239 3.56 3.65 371 3.96 2.95
Non-workers (white-collar) 110 3.59 3.72 3.76 4.08 3.28
Lives with partner and/or children 225 | 3.59 3.67 3.70 3.96 3.06
No partner and no children 95 355 | 3.68 | 3.82 4.08 2.98
Experience in another oil and/or LDC 154 | 350 | 364 | 3.66 400 3.05
company
No previous experience 197 3.56 3.70 3.78 3.99 3.05
Believes in achieving work-related goals 241 | 3.62 | 3.75 | 3.81 4.01 3.06
Does not believe in achieving these goals,

95 3.46 | 3.49 3.53 3.94 3.01

or has no goals

Note: Bold italic figures mark significant differences (p < .05) based on the
Mann-Whitney test (details in Table 4.2.).

It has been argued that long-distance commuting is attractive to younger
employees due to their career orientation and higher general mobility. Following
this argumentation, the group of younger employees can be expected to yield
higher average scores than their older colleagues, particularly concerning
long-distance commuting arrangements and life at remote production sites.
Interestingly, these assumptions cannot be proved by reference to the data from
SeverTEK. Only when judging SeverT'EK in general did the younger employees
show a more positive attitude, but even that difference was not statistically
significant. Only one difference between the age classes was significant, and
that was in work satisfaction (p = .05). In conclusion, SeverTEK’s personnel
did not show any clear differences in their attitudes and perceptions in relation
to age. Only a non-significant tendency for older employees to express more
positive opinions was evident.

The two classes of blue and white-collar employees at SeverTEK exhibited a
marked difference in work satisfaction (p <.001), which was much higheramong
the latter (Table 4.3.). This is likely to be connected, among other things, with
the better income enjoyed by white-collar employees (see above) and possibly
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a generally more rewarding job profile. An almost significant difference (p =
.06) was seen in the opinions of these two classes of employees on co-operation
with the Finnish partner Fortum, the white-collar employees again showing a
more positive attitude. For the remaining three mean variables the outcome for
both classes is indifferent. Thus the fact that the highly qualified staff (mostly
white-collar) enjoy better commuting arrangements in SeverTEK (Spies 2006)
interestingly does not lead to higher appraisals of long-distance commuting.

Those with families have to face additional problems in coping with their
personal situation as an employee of a company operating at a remote site and
with long-distance commuting. The literature on long-distance commuting
points to the challenges which confront families in such work arrangements
(Costa 2004; Storey and Shrimpton 1989). The regular absence of employees
from home causes problems for partners and children, and it was therefore
anticipated that those without a partner or children would have a better opinion
of the arrangements for commuting and accommodation. As the results in
Table 4.3. show, this expectation is not fulfilled for the present variables that
deal with family matters. As shown in Table 4.1., the LDC mean variable
contains answers to family-related questions, but these features lead only to
non-significant differences. The mean variables for the appraisal of SeverTEK (p
=.05) and co-operation (p < .05) show just significant differences in this group,
but as these two features are not as directly concerned with family aspects,
interpretation is difficult and the relevance of the outcome inconsistent with
the theory-based assumptions.

Comparison between the employees with experience in other oil and/or
long-distance commuting companies and those without such a background
leads to significant differences in their assessments of SeverTEK (p < .05),
the latter apparently having a better opinion of the company, or conversely,
those who know the labour situation in other companies have a more negative
attitude towards their present employer. This suggests that SeverTEK could
arrange the work better, at least from the employees’ point of view. In line with
this conclusion is the observation that the inexperienced group of employees
have a slightly better opinion of life at South Shapkino than the experienced
group. The experience of its employees in other companies offers a potential
to SeverTEK that could be easily tapped for improving work satisfaction. The
remaining three mean variables (LDC, co-operation and work satisfaction)
do not reveal any statistically significant differences between the experienced
and inexperienced employees, i.e. working conditions were apparently either
comparable in other companies or were not relevant (e.g. international co-
operation for employees of exclusively Russian companies).

The last comparison between classes of employees is between those who
have concrete work-related goals and believe that they will be able to achieve
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them and those who have no such goals or doubt whether they will achieve
them. Since those striving towards their goals are likely to be more satisfied
and motivated than the others, these two groups were designed in order to
reveal the significance of goal-oriented motivation. As expected, all five
work features yield higher averages on the mean variables for the first class.
Also, the greatest differences between classes anywhere in the groups were
found here, which demonstrates the high relevance of goal orientation and
motivation. The differences are most marked, and statistically significant, in
the case of long-distance commuting (p < .01), life at South Shapkino (p <
.001) and opinions of SeverTEK (p < .001). A general positive attitude towards
the job and the expectation of being able to fulfil one’s personal goals will
apparently help employees to be open-minded towards the challenges of LDC
and accommodation at a remote production site and to view the employer in
a more positive light, which is understandable since the employment is after
all a precondition for reaching those goals. The co-operation with Fortum
and work satisfaction are variables on which there are only non-significant
differences between the two classes.

Human resource policy and the future of isolated
production sites

A synthesis of these findingsleads in a strict sense to insights into the conditions
at SeverT'EK only. There is nevertheless reasonable scope for generalization
on LDC circumstances in Russia’s resource peripheries, as a similar business
environment prevails throughout. The results obtained here may therefore
be of relevance on a wider scale, although the exploratory character of the
investigation has to be considered when constructing the results.

The analyses reveal that presence or absence of work-related goals is the main
factor that affects the perceptions and attitudes of the employees within this
research setting. If the presence of work-related goals and a belief in fulfilling
them is considered an indicator of positive overall attitudes and motivation
on the part of employees, as assumed in the above analyses, then one main
conclusion must be the importance of maintaining and sustaining a motivated
and satisfied workforce. It has been shown repeatedly that those with clear
goals in their work are able to deal better with their situation in SeverTEK.
They appear to be able to handle long-distance commuting better, they have
less problems with living at the remote oil field and have an optimistic opinion
of their employer.
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The influence of occupational status is also an important factor that affects
work satisfaction. Actual working conditions may be much worse or more
difficult for workers than for white-collar employees, and since blue-collar
workers are by far the biggest group of employees in most oil companies, the
relieving of their relative dissatisfaction should be considered to a greater
extent in the companies’ human resource policy. A more detailed analysis of
the reasons behind this finding is needed. Aspects such as income, prospects
and the organization of work are important in the make-up of the aggregate
mean variable of work satisfaction, and hence are of relevance for explaining
the differences.

Long-distance commuting is surprisingly positively assessed, in spite of
its profound implications for many aspects of work and private life, and the
same is true of life in the accommodation complex, which is intrinsically tied
to long-distance commuting. Furthermore, the older employees at SeverTEK
showed a greater satisfaction with their employment situation and with long-
distance commuting. Unexpectedly, family status was of little importance
when discussing LDC and related aspects.

The present findings suggest that the employer has limited possibilities
for shaping the perceptions of its workforce, but here again it is important
to remember the significance of goals, attitudes and motivation, as these are
reflected in the respondents’ appraisals of their employer. Those employed
by SeverTEK who have no family ties or previous experience of such work
seem to have a better opinion of their employer. This leads us to conclude
that SeverTEK could do more to support family members and make use of
the insights provided by those with experience in other companies in order to
improve its own internal organization.

The resultsallow certain concrete recommendations to be made to SeverTEK.
It would be advisable for the management to take better care of their young
employees, those with families and children, workers and the experienced
part of the workforce, as a general tendency for lower satisfaction among
these groups is to be seen throughout the results. Since the job satisfaction
and motivation of the young employees is likely to gain in importance in a
business environment where there is a growing lack of qualified staff, their
needs should not be neglected. The same applies to the situation of blue-collar
workers, who usually form the majority in a company operating on the LDC
principle, and to the views of the experienced employees. It would be useful
to listen to them and make use of what they have to say in order to improve
corporate performance. Overall, the results contain information that is of
relevance beyond the internal structures of SeverTEK. Companies operating
under similar conditions may be able to influence the overall satisfaction of
their staff by selecting only highly motivated employees and providing them
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with a realistic impression of the working situation beforehand. Although
this might sound like trivial advice, the importance of goals demonstrated
here underlines its relevance. It could help in avoiding problems before the
employment has even started.

This case study shows that the economic landscapes that are now forming
in the Russian North can at least in part be based on long-distance commuting
as a means of labour organization. Employees widely accept this arrangement.
Thisis in itself an important conclusion for Russia’s resource peripheries, which
will most likely come to rely more and more on access to distant labour, and
hence long-distance commuting, in the future. It offers good potentials for the
current directions of development and for the future expansion of economic
activity in the Russian North, for no opposing mindsets, at least, were exposed
in the course of the present investigation.

References

Barentsobserver (2006). Population in northern Russia dropped 17 percent. http://www.
barentsobserver.com/index.php?id=380927&cat=16149&xforceredir=1&noredir=1.
Accessed 20.11.2006.

Barentsobserver (2007). The Russian North redefined. http://www.barentsobserver.com/
index.php?id=499041&cat=16149&xforceredir=1&noredir=1. Accessed 15.05.2007.

Barnes, Trevor J. & Eric Sheppard (2000). Introduction: the art of economic geography.
In Sheppard, Eric & Trevor J. Barnes (eds). A companion to economic geography, 1-8.
Oxford, Blackwell.

Bathelt, Harald and Johannes Gliickler (2003a). Wirtschaftsgeographie. Stuttgart, UTB.

Bathelt, Harald and Johannes Gliickler (2003b). Toward a relational economic geography.
Journal of Economic Geography 3:2, 117-144.

Blakkisrud, Helge (2006). What’s to be done with the North? In Helge Blakkisrud and
Geir Honneland (eds). Tackling space: federal politics and the Russian North, 25-51.
Lanham, University Press of America.

Blakkisrud, Helge and Geir Honneland (2006). The Russian North - an introduction. In
Helge Blakkisrud and Geir Honneland (eds): Tackling space: federal politics and the
Russian North, 1-24. Lanham, University Press of America.

BOFIT(2007). BOFIT Russiastatistics. http://www.bof .fi/bofit_en/seuranta/venajatilastot/,
accessed 10.09.2007.

Borisov, Denis Valeryevich (2004). Vakhtovyi metod kak osobaiia forma organizatsii
trudovogo protsessa: Na primere predpriiatii neftegazovoi promyshlennosti. PhD Thesis.
Moscow, Moskovskii Gumanitarnogo Universiteta.

Bryman, Alan and Duncan Cramer (2004). Constructing variables. In Melissa Hardy and
Alan Bryman (eds.): Handbook of data analysis, 17-34. London, Sage Publications.

Costa, Silvana (2004). A review of long distance commuting: implications for northern
mining communities. http://www.cim.org/meetings/abstracts/s43a1725p1442_en.pdf,
accessed 13.06.2005.

88



Drobizheva, Leokadiya (1999). Comparison of élite groups in Tatarstan, Sakha, Magadan,
and Orenburg. Post-Soviet Affairs 15: 4, 387-406.

Goler, Daniel (2005). Riickzug aus der nérdlichen Peripherie? Jiingere rdumliche
Entwicklungen im Hohen Norden Ostsibiriens und des Fernen Ostens - ein Beitrag zur
peripheren Transformationsforschung. Leipzig, Institut fiir Linderkunde.

Herod, Andrew (1997). From a geography of labor to a labor geography: Labor’s spatial fix
and the geography of capitalism. Antipode 29:1, 1-31.

Hill, Fiona and Cillford Gaddy (2003). Siberian Curse: How Communist Planners Left
Russia out in the Cold. Washington, Brookings Institution Press.

Kliiter, Helmut (2000). Der Norden Russlands-vom Niedergang einer Entwicklungsregion.
Geographische Rundschau 52:12, 12-20.

Lukoil (2006). Annual report 2005. Moscow.

Lynch, Allen C. (2002). Roots of Russia’s economic dilemmas: Liberal economics and
illiberal geography. Europe-Asia Studies 54:1, 31-49.

Martin, Ronald L. (2000). Local labour markets: their nature, performance, and regulation.
In Gordon L. Clark, Maryann P. Feldman and Meric S. Gertler (eds.): The Oxford
handbook of economic geography, 455-476. Oxford, Oxford University Press.

McDowell, Linda (2003). Cultures of labour - work, employment, identity and economic
transformations. In Kay Anderson, Mona Domosh and Nigel Thrift (eds.): Handbook of
cultural geography, 98-115. London, SAGE.

Naskova, Olga (2004). Head of human resource department SeverIEK. Personal
conversation. Usinsk, 05.11.2004.

Neste Oil (2005). Neste Oil to sell its holding in Severtek to Lukoil. www.nesteoil.com/
default.asp?path=1;41;540;1259;1261;2357;4975,accessed 17.11.2006.

Rainnie, Al, Adrian Smith and Adam Swain (2002). Employment and work restructuring
in transition. In Al Rainnie, Adrian Smith and Adam Swain (eds.): Work, employment
and transition: restructuring livelihoods in post-Communism, 7-34. London, Routledge.

Robinson, Guy M. (1998). Methods and techniques in human geography. Chichester,Wiley.

Rosstat (2006). Promyshlennost’ Rossii 2005. Moscow.

Round, John (2005). Rescaling Russia’s geography: the challenges of depopulating the
northern periphery. Europe-Asia Studies 57:5, 705-727.

Russell, Bob (1999). More with less. Work reorganization in the Canadian mining industry.
Toronto, University of Toronto Press.

Schmid, A. Allan (2004). Conflict and cooperation: institutional and behavioral economics.
Malden, Blackwell.

SeverT'EK (2004). Information on average pay of SeverTEK employees. Unpublished.

Sjoberg, Orjan (1999). Shortage, priority and urban growth: towards a theory of
urbanisation under central planning. Urban Studies 36:13, 2217-2236.

Smelser, Neil and Richard Swedberg (2005). Introducing economic sociology. In Neil
Smelser and Richard Swedberg (eds.): The handbook of economic sociology, 3-25.
Princeton, N.J, Princeton University Press Oxford.

Spies, Mattias (2006). Distance between home and work place as a factor for job satisfaction
in the North-West Russian oil industry. Fennia 184:2, 133-149.

Storey, Keith (2001). Commuter mining: a bibliography. Unpublished.

Storey, Keith and Mark Shrimpton (1989). Impacts on labour of long-distance commuting
employment in the Canadian mining industry. St.John’s, Institute of Social and Economic
Research Memorial University of Newfoundland.

Tykkyldinen, Markku (2000). Coping with transition on the margin: survival in the rural
communities of Karelia and Hungary. In Markku Kangaspuro (ed.): Russia: more
different than most, 199-231. Saarijarvi, Kikimora Publications B16.

89



Tykkyldinen, Markku and Cecily Neil (1995). Socio-economic restructuring in resource
communities: evolving a comparative approach. Community Development Journal 30:1,
31-47.

Walsh, Nick Paton (2003). Russia to relocate 600,000 from the frozen North. The guardian
30.5.2003, http://www.guardian.co.uk/international/story/0,,966659,00.html. Accessed
22.5.2006.

Yeung, Henry (2003). Practicing new economic geographies: amethodological examination.
Annals of the Association of American Geographers 93:2, 442-462.

90



Article 111

Spies, Mattias (2009): Potentials for migration and mobility among oil workers
in the Russian North. Geografiska Annaler Series B, Human Geography 91: 3,
257-273. © Wiley-Blackwell and Swedish Society of Anthropology and
Geography.






POTENTIALS FOR MIGRATION AND MOBILITY
AMONG OIL WORKERS IN THE RUSSIAN NORTH

by

Mattias Spies

SPIES, M. (2009): ‘Potentials for migration and mobility among
oil workers in the Russian North’, Geografiska Annaler: Series B,
Human Geography 91 (3): 257-273.

ABSTRACT. High population mobility, mainly in the form of
out-migration, is a characteristic feature of the post-Soviet Rus-
sian North. As subsidies from the centre were significantly cut,
living standards and the number of inhabitants in many Russian
peripheries declined considerably. Nevertheless, there are also
prospering regions and industry sectors in these parts of Russia,
which are often related to and dependent on the exploitation of
natural resources. After introducing general Soviet and post-So-
viet mobility and migration patterns in the north of Russia, this ar-
ticle examines the mobility behaviour of oil workers. The analy-
ses are based on a case study of an oil company (SeverTEK) from
the Komi Republic and incorporate different statistical approach-
es. The purpose of the study is to assess past, present and future
mobility behaviour of those in northern regions who are benefit-
ting from post-Soviet transition and will most likely contribute
most to a positive development of the Russian North. The results
show that the surveyed employees of SeverTEK have migrated in
the past mainly from Siberia, the Far East, and the now independ-
ent countries of the former Soviet Union to northern and central
parts of European Russia. The present mobility behaviour is
strongly characteristic of shift work employment with long-dis-
tance commuting. An analysis of intended migration indentifies
strong potentials for future migrations among the oil workers of
the case study. It appears that many employees are ready to leave
northern regions as soon as their job situation allows it. Therefore,
unlike in other resource peripheries such as Western Australia,
long-distance commuting is in Russia not used as a decentraliza-
tion measure; instead it offers opportunities for reducing the prob-
lematically high population density of the post-Soviet North.

Key words: Russia, Russian North, peripheries, mobility, migra-
tion, oil industry

Introduction

Migration and a high mobility of the population of
the Russian North is an important feature of the on-
going post-Soviet transition. The dissolution of the
Soviet Union and the end of the command econo-
my resulted in a profoundly changed perception of
the vast peripheries in the north and east of now in-
dependent Russia. Major cornerstones of the new
understanding of the Russian North were the neu-
tral consideration of cost associated with the Soviet
approach and the realization that the population in
this part of Russia is too large. Decreasing subsi-

© The author 2009

Journal compilation © 2009 Swedish Society for Anthropology and Geography

dies and governmental programmes and attempts
to reduce the population, inevitably led to increas-
ing mobility and out-migration from most northern
parts of the country. Later the energy and raw ma-
terial boom of the new millennium had its influence
on the mobility pattern as many northern resource
peripheries recovered and strengthened their posi-
tion during the post-1998 Russian economic up-
surge. Just as was the case during the Soviet era,
migration is a prominent feature of post-Soviet
Russian society (Lonkila and Salmi 2005).

The following case study on migration and mo-
bility pattern among employees of remote resource
industries contrasts past, present and possible fu-
ture trends, and analyses their implications for pe-
ripheries. Since the production sites are often so
distant from inhabited places and in areas that are
characterized by harsh and inhospitable environ-
mental conditions, for example, far north in the
Arctic, the migration and mobility takes place to,
from and within regions that are usually considered
to be outside of the human settlement area. Study-
ing these patterns contributes to an extended under-
standing of migration and mobility processes in
general, and enables us to assess a modern concept
for efficient spatio-social structures that recali-
brates the interdependencies between the core and
the periphery. In order to exploit the remote re-
sources, an increasing number of enterprises apply
new labour schemes that are mainly characterized
by long-distance commuting of employees be-
tween the production sites and their homes. This
approach depends on innovative labour policies for
concentrated work schedules, efficient transporta-
tion, and reflects faster cycles of resource utiliza-
tion as well as changing values for and perceptions
of lifestyle and housing issues and thus, boosts
more efficient settlement structures (Tykkyldinen
1996; Howlett and Brownsey 2008). For Russell
(1999) these are radically spatialized work rela-
tions that offer new opportunities but, at the same
time, also impose significant challenges on the in-
dividuals involved. Thus, a wide and heterogene-
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ous set of economic and social-individual factors is
shaping the economic landscape in and through
which the exploitation of the natural resources
takes place and, ultimately, change the spatial
structures of the areas. The importance of actors
and their decision-making, coping and struggling
for economic and labour processes as well as for re-
gional development in a relational and contextual
setting has been shown elsewhere (Bathelt and
Gliickler 2003; Tykkyldinen 2008). The signifi-
cance of the labour force for actively shaping its en-
vironment has been especially recognized by Her-
od (1997) and Martin (2000). Therefore, the focus
of the following study is on individuals, workers
that are employed in a remote resource extracting
enterprise, and their perceptions of the employ-
ment situation and their (re)actions in the form of
mobility and migration. The aim is to unravel rel-
evant processes initiated by the labour force and
identifying possible future development paths for
resource peripheries by enhancing former studies
(Spies 2006,2008) based on an in-depth analysis of
relevant migration and mobility issues.

Due to its geographical location in the north, its
vast territory and its rich resource endowment,
Russia possesses a significant resource periphery.
Other countries also show examples of increasing
utilization of remote natural resource deposits. The
conditions in Canada are closest to those in Russia;
the country is huge in territory, extends far north,
and is resource rich. Of course, Canada’s northern
regions were not developed according to Soviet
principles and therefore do not have a population
density as high as the Russian North. However, the
resource industry in Canada is also extending its
activities into more remote areas and long-distance
commuting is an important aspect of this develop-
ment (e.g. Ritter 2001; Veiga et al. 2001; Costa
2004; McAllister 2008). In Australia, characterized
by very different natural conditions, long-distance
commuting is also common and applied by numer-
ous enterprises (e.g. Houghton 1993; Storey 2001;
Watts 2004). From an international perspective,
this article contributes to research literature on pe-
ripheral resource communities by introducing a
Russian case study related to long-distance com-
muting and its consequences. In the Russian con-
text this issue has been made subject to very little
research (White 2007).

A utilitarian perspective on the issue reveals a fi-
nal argument for the necessity for focusing on re-
mote resource communities. Many commodities
are in short supply and persistent high prices push
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the resource-extracting industries into ever more
remote regions of the world. For example, it is con-
sidered certain that the Arctic will play a major role
in the supply of many natural resources (Bird et al.
2008; Seidler 2008). For Russia the north is partic-
ular important since most of its natural resources
are extracted there (Barents Observer 2006b). Giv-
en this major importance of remote areas in general
and northern peripheries in particular for the
world’s supply of natural resources, all approaches
and insights helping to bring commodities to the
markets in a relatively efficient manner are urgently
needed. Looking at local and regional practices in
the resource peripheries and the actors immediately
involved widens our understanding of the situation
and contributes to more suitable future concepts of
remote resource extraction activities.

This article deals with a study on the labour-
force’s views on mobility and migration. Based on
a case study from the oil industry in northern Rus-
sia — a branch characterized by high labour mobil-
ity due to the often very remote production sites —
insights on past, present and also anticipated future
migration behaviour of the workers are investigat-
ed. The chosen approach considers and asks for (1)
the migrational background of the workers; (2)
their present place and type of residence; (3) pref-
erences for settlement and dwelling types; and (4)
plans for future migration or other types of mobil-
ity. The central research focus is thus on individual
preferences and the main goal is determine future
mobility in northern Russia based on the observed
past and present practices. Well-advised strategies
and policies for dealing with the challenges of the
Russian North should recognize and consider the
perceptions and preferences of the directly in-
volved individuals in order to increase their accept-
ability, applicability and sustainability. This is es-
pecially important when it comes to the involved
actors in one of the most prominent industries of
the Russian economy. An important question to be
addressed is whether those involved in the oil in-
dustry show similar mobility behaviour as do other
inhabitants of northern regions.

The analyses in this article are based on a survey
conducted in autumn 2004 of employees of the oil
company ZAO SeverTEK. This Russian oil compa-
ny, established in 1996 and now owned by Lukoil,
is based in Usinsk and operates several oil fields in
the tundra of the Komi Republic and the Nenets Au-
tonomous Okrug. During the field work, the com-
pany had 589 employees. Many (166) reside in the
Usinsk area, but most have their homes spread
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Fig. 1. The Russian North.

around Russia and commute from their place of res-
idence to Usinsk for work duties. A long-distance
commuting scheme is applied. During the shifts
most employees stay in an accommodation complex
close to the South-Shapkino oil field, which can be
reached by helicopter from Usinsk in about 75 min-
utes. The survey was designed for all employees
working at the oil field and was distributed to two
subsequent shifts at South-Shapkino, each of which
had about 220 members. Of the potential 440 re-
spondents, 357 (80%) participated in the survey and
returned the completed questionnaire.

In order to enable the reader to interpret the re-
sults from the case study adequately, the first part
of the article introduces the general migration and
mobility patterns in Russia’s northern peripheries.
The analysis of the survey data and the discussion
are then presented. However, before moving on, the
concept of the Russian North used in this study
needs to be defined. The literature on this region
does not always refer to the same geographical ar-
ea. Most authors follow the official definition of the
‘Far North and territories equivalent to the Far
North’ (e.g. Blakkisrud and Hgnneland 2006), a re-
gion expanding significantly beyond the geograph-
ical north, as depicted by Fig. 1. This Soviet-era
concept of the Russian North is at present subject
to administrative reorganization and likely to be re-

© The author 2009

Journal compilation © 2009 Swedish Society for Anthropology and Geography

formed in the near future (Barents Observer 2007).
Nevertheless, it is the best available option and,
hence, it is used in this article.

Migration and mobility in Russia’s northern
peripheries

The Soviet era — population inflow

The systematic development of the northern re-
gions in order to exploit its resources for the benefit
of the economy only started after the transition
from Tsarist to Soviet rule (Blakkisrud 2006). The
inaccessibility of those resources — a result of re-
moteness, inadequate infrastructure, lack of a local
labour force, as well as very harsh natural condi-
tions — had so far prevented attempts at utilization.
The contempt of these limitations by Soviet plan-
ners supplied the Soviet Union with a wide range
of different natural resources, highly demanded by
the growing domestic industry and needed for the
Soviet quest for autarchy (Kliiter 2000).

Logunov (1999, p. 14) labels the Soviet ap-
proach in the Russian north as ‘development
through settlement’, which happened on a grand
scale. As a result, the settlement structure and the
population density in the northern peripheries are
unparalleled within the Circumpolar North (Goler
2005; Blakkisrud 2006). In spite of the relatively
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dense population, the north was never evenly in-
habited. Rather, settlements concentrated around
the natural resource deposits often remained ‘iso-
lated islands of Soviet civilization’ (Blakkisrud
2006, p. 28), dependent on external supply and dis-
connected due to missing infrastructure (Hill and
Gaddy 2003). Commonly, these settlements were
built as company towns, directly linked to and de-
pendent on one or a few companies. Those compa-
nies had far-reaching responsibilities for the inhab-
itants that extended beyond their core operations,
for example, childcare or having to look after those
who retired from work.

Post-Soviet transition — population outflow

The Russian North within the Soviet Union relied
strongly on the principles of a centrally planned
economy. Not surprisingly, it was hit especially
hard by the introduction of market mechanisms at
the beginning of the 1990s (Blakkisrud 2006). The
liberalization of prices led to a completely new sit-
uation for northern regions and many of the old
practises for supplying remote settlements were
soon found to be unsuitable. Transportation costs
increased rapidly, with severe consequences for all
remote regions dependent on external supply
(Round 2005). High inflation resulted in a reduc-
tion in the value of savings, and the gradual reduc-
tion of many non-monetary northern benefits
caused further hardships. Additionally, many com-
panies started ignoring their societal responsibili-
ties inherited from the Soviet system. Consequent-
ly, the supply situation, the real income, and the
standard of living of many inhabitants decreased
considerably (Goler 2005).

The introduction of open competition on the na-
tional and international levels and the liberalization
of trade also contributed to the problems of many
industrial enterprises. Companies in a few loca-
tions and active in a few branches (e.g. the oil and
gas industry in the Yamal-Nenets and Khanty-Man-
si Autonomous Okrugs) could withstand the new
pressures. Elsewhere, numerous companies started
running at a loss, which had devastating conse-
quences in many company towns lacking any other
long-term economic base to rely upon (Blakkisrud
2006). Spatial fragmentation, as a result of concur-
rent regressive and progressive developments, is
therefore an indication of transition in the north of
Russia (Dienes 2002; Goler 2005).

Within a few years, many inhabitants of the Rus-
sian North found themselves in a totally new situ-
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ation. After being part of the Soviet northern con-
quest and contributing to the development of the
society, the uncertainties of transition challenged
the existence of these northern communities. Now,
after decades of in-migration organized by the
state, the northern regions suddenly were consid-
ered as being overpopulated. The changed precon-
ditions resulted, among others things, in a new pat-
tern of mobility and migration.

Internal migration within Russia has decreased
since its post-Soviet peak level in the mid-1990s
(Stadelbauer 2003). Only two per cent of the popu-
lation have moved within Russia annually since
1991, in the 1980s the corresponding figure was
three to four per cent (Andrienko and Guriev 2004).
There are two major migration streams that have
been in motion ever since the disintegration of the
Soviet Union (Heleniak 2003). One is the ‘large-
scale exodus from Siberia, the Far East and the
North towards central and southwest Russia’ (Hele-
niak 2003, p. 333). ! Consequently, nearly all parts
of the Russian North have lost a considerable
number of inhabitants. In total, the Russian North
lost about 17 per cent of its population between 1990
and 2006 and only 10. 6 million people inhabited the
area in 2006 (Barents Observer 2006b). However,
regional differences are significant. The most ex-
treme cases of population loss in the period 1990 to
2007 are the Magadan Oblast and the Chukotka Au-
tonomous Okrug, from which 57 and 68 per cent of
the inhabitants had left, respectively (ROSSTAT
2008). The populations of a few regions have grown
in the same time period; for example, the population
of the Khanty-Mansi Autonomous Okrug grew be-
tween 1990 and 2007 by 17. 6 per cent (ROSSTAT
2008). While the out-migration has lost momentum
since the beginning of the 21st century, the general
north to south, east to west and periphery to centre
patterns of migration are still important characteris-
tics of today’s out-migration from the northern parts
of Russia (Gdoler 2005).

The decreasing speed of population loss is not a
consequence of a sudden improvement of the living
conditions in northern regions. Instead, it can be ex-
plained by a saturation situation. Everybody will-
ing and able to leave has left by now. Accordingly,
the retreat of population from the Russian North is
now at an advanced stage (Goler 2005). The present
situation is therefore characterized by cost consid-
erations of migrants. Many simply cannot afford to
leave and remain ‘trapped’ in the peripheries
(Heleniak 1999; Wein 1999; Thompson 2004;
Round 2006).
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According to Heleniak (1999, p. 175) the des-
tination areas of out-migration are rather dispersed
throughout Russia, but there is a ‘certain distance-
decay relationship’. Major receiving regions were
in southern Siberia, along the border of the Euro-
pean North and several regions along the Volga
and the North Caucasus (Heleniak 1999). Hill and
Gaddy (2003) see little evidence of the direct de-
parture of many people from northern to southern
Russia or other places that are more hospitable. 2
Instead, they identified a tendency of migrants
leaving the most remote settlements for bigger cit-
ies, often nearby, in the Urals or in Western Sibe-
ria. In general, the migration processes seem to be
rather haphazard and the present population den-
sity remains high by circumpolar standards.
Therefore, the Russian state has repeatedly aimed
at ending uncoordinated and unsupported migra-
tion processes and is establishing resettlement
programmes® in order to achieve cost savings
(Thompson 2004). However, some of those pro-
grammes have led to an increased out-migration of
exactly the people that the authorities want to stay
(i.e. young and economically active inhabitants),
while many pensioners have opted to stay
(Thompson 2004). Russia still consists of an eld-
erly core and a young periphery (Heleniak 2003).
Recent developments have nevertheless already
changed the demographic composition of both ar-
eas; for example, the average age of the population
in the North has moved closer to the average age
of all Russians (Heleniak 2007). This process is
undermining the economic viability of the north-
ern periphery rather than increasing its sustaina-
bility since tax payers are leaving and those de-
pendent on state support are staying. Due to the
growing need for, and the lack of a skilled labour
force in Russia, it will become increasingly diffi-
cult to replace those who have left the peripheries
(Mukomel 2006). It is, therefore, important that
the resettlement programmes are administered in a
way that leads to selective out-migration of the
elderly and economic dependent inhabitants.

Still overpopulated? Future mobility potentials

The changed perception of the Russian North leads
to demands for a more efficient organization of the
exploitation of natural resources, which are still vi-
tally important for the Russian economy. Nonethe-
less, many inhabitants still see themselves as ‘pa-
triots of the north’ (Round 2005, p. 719) and main-
tain the Soviet mentality (Thompson 2002). Addi-
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tional to the practical hardships of life in Russia’s
peripheries, these people now have to handle the
fact that they are considered as a problem by au-
thorities, or even as human ballast (Wein 1999;
Thompson 2004).

Given the profound social and economic chang-
es and the following practical and psychological
hardships plus the remaining general overpopula-
tion of northern regions, it is very likely that further
migration potential exists there. It is, nevertheless,
very difficult to estimate the extent of the future mi-
gration. The amount of people leaving the Russian
North depends on a number of factors, such as the
level of investment, enterprise restructuring, gov-
ernmental policies for supporting those who want
to leave, and economic development in the destina-
tion areas and in the whole of Russia (Heleniak
1999). Thompson (2004, p. 79) reports, for exam-
ple, how the investments by Governor Abramovich
in Chukotka changed the perception of the future
among the local population: ‘There is a sense that
anyone who leaves Chukotka now may miss its ren-
aissance’.

Survey data (Heleniak 1999; Goler 2005) show
for several northern regions that a significant part of
the inhabitants would like to leave. There are dif-
ferences in the mobility potential, for example be-
tween inhabitants of urban and rural areas, ethnic
groups, or different age groups. Similarly, there are
several main reasons for the aspiration to leave. Ac-
cording to the survey data, the most important rea-
sons are that the stay in northern regions was ini-
tially planned to be temporary only, returning to
their region of origin or relatives, the harsh northern
climate, lacking educational opportunities, and
general personal or material problems. Other stud-
ies (Wegren and Drury 2001; Andrienko and Gu-
riev 2004) stress the higher significance of regional
differences in economic factors (income level, un-
employment, level of privatization, public services,
etc.) compared to social concerns. In the future,
ecological problems might gain importance as an
additional reason to leave (Burke 2000). According
to the Barents Observer (2006a), 11 million Rus-
sians wish to leave the Russian North. 4

In order to estimate the future migration pattern
in the Russian North, the few prospering regions
and branches of industry (such as the oil and gas
industry?) also have to be considered. It is therefore
likely that labour shortages will occur locally, cre-
ating an incentive for migration to northern regions
(Heleniak 1999). Official policy reacts to this de-
velopment by calling again for selected migration
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Fig. 2. Migration and mobility background.

to ‘promising’ settlements in the Russian North,
apparently a return to old Soviet terms (Denissenko
2004).

Migration and mobility: past, present and
future trends

The changed perception of the Russian North and
the cost associated with maintaining a large popu-
lation, resulted, as explained previously, in a quest
for an alternative concept for this part of the coun-
try. Being a Northerner, or severiane in Russian, is
not the same anymore as it used to be during Soviet
times. Today, this term clearly carries stronger neg-
ative connotations. Nevertheless, there are also re-
gions and industries that do not face difficult times.
Their inhabitants may even be winners of the post-
Soviet transition. As noted above, the regions in-
volved in the oil and gas business are often doing
well. How do their inhabitants view mobility and
migration? It is likely that these places and their in-
habitants will contribute significantly to the well-
being of the Russian economy and society in the
years to come. Therefore, it is important that the ex-
periences and preferences concerning past, present
and future mobility and migration of the winners of
transition are recognized.

Before delineating the observed migration and
mobility patterns in northern Russian in detail,
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they need to be positioned within a wider and
more general framework. Traditionally migration
theory considers the decision of individuals to
move as an economic act. In this understanding of
migration, numerous material incentives cause a
cost-benefit calculation that eventually initiates
mobility behaviour. Traditional concepts and the-
ories of migration accordingly argue in terms of
(dis)equilibrium, gravity and rational choice
(Béhr 1997; Borjas 2001). More recently the fo-
cus shifted from this approach, which positions an
abstract Homo oeconomicus at its centre, to a wid-
er understanding of the causes and effects of mi-
gration that includes culture, identity or ethnicity
as decisive factors, and depicts migration as non-
rational and as a struggle of individuals in a multi-
faceted and contextual reality (Brettell 2000; Ol-
wig and Sgrensen 2002). Within this framework
the analytical focus of migration studies shifts
from a mere comparison of push and pull factors
of places of origin and destination, to highlighting
movements by individuals between these places
in order to sustain a livelihood (Olwig and S¢-
rensen 2002). This brings together conceptual un-
derstanding of people and places, and alters their
interdependencies (Hannam et al. 2006). Liveli-
hood strategies applied by migrants are influ-
enced by economic factors as well as by social in-
stitutions and networks. They are therefore inher-
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ently spatially embedded and, hence, require an
awareness of a wider spatial context (Olwig and
Sgrensen 2002). This is especially so as multiple
and intersecting mobilities aiming at inclusion in
social systems at different geographical locations
are increasingly common and are changing the es-
tablished pattern of economic and social life, even
of those remaining immobile (Halfmann 2005;
Hannam et al. 2006). Multi-placement at more
than one locality leads to the ‘migrants’ deep in-
volvement in geographically extensive yet socio-
economically close-knit fields of relations’ (Ol-
wig and Sgrensen 2002, p. 5).

The past, present and future migration and mo-
bility patterns in northern Russia are based on both
economic and social factors. As has been shown by
Bolotova and Stammler (forthcoming) most of the
immigration to northern Russia was initiated by
material incentives arranged by the state, but the in-
itial plan for staying temporarily often changed into
permanent residence due to emotional place attach-
ment. The relevance of multi-placement with con-
current integration of individuals at more than one
locality, for example in the form of long-distance
commuting, and a changing culture of mobility and
migration in northern Russia are identified by
White (2007). This illustrates that any approach to
studying mobility and migration in this region has
to capture macro and micro level factors and their
linkages. Identifying migration as a system of in-
terdependent and intermingled forces of various
kinds with spatial and temporal dimensions facili-
tates such a comprehensive endeavour (Kritz and
Zlotnik 1992). As shown by Vuorinen (2008), de-
fining migration as a system is well suited to re-
search on northern Russia and this understanding is
therefore used as a conceptual base for the follow-
ing analyses.

Former migrations

The staff of SeverTEK has extensive experience
of migration. As Fig. 2 shows, more than three-
quarters of all employees have moved at least once
in their lives and more than half now live in a dif-
ferent region to the one they were born in. Most of
this migration took place during the Soviet time.
Therefore, the staff of SeverTEK was predomi-
nantly recruited from a labour pool that was al-
ready residing in the Russian North and probably
had also worked in the oil industry before. It is
likely that many of them moved during the
planned Soviet in-migration to the north of the
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country. Roughly, one-quarter was born in north-
ern regions and even less in the Komi Republic,
where SeverTEK’s head office and some produc-
tion sites are located. A look at the current place
of residence shows that the proportions between
those living in northern regions and those residing
elsewhere has almost reversed if compared to the
distribution of birthplaces. Now about 75 per cent
live in the Russian North and almost 70 per cent
in the Komi Republic.

Figures 3 and 4 show the results of former mi-
grations in terms of the differences in the regional
distribution of birth and living places and illustrate
the migration patterns of the past. Most obviously
is the concentration of living places in the Komi
Republic. The population gain of this region is fed
by an almost complete out-migration from Siberia
and the Far East. In addition, the now independent
states of the former Soviet Union experienced out-
migration. In particular, there were many employ-
ees who were born in the Ukraine and Kazakhstan
who now reside in Russia. The central and southern
parts of European Russia, in contrast, did not wit-
ness similar out-migration.

Present mobility: rotational shift work

The present mobility of SeverTEK’s workforce is
strongly influenced by the employment in a long-
distance commuting company. Long-distance com-
muting is a typical form of labour mobility in the
Russian North and referred to as the vakhtovyi
method in Russian. It is applied by many companies
that operate in isolated areas without adequate local
supply of labour and lacking the potential to attract
labour to move in permanently. The principle be-
hind long-distance commuting is that accommoda-
tion at the production site is provided for workers,
not for their families. The workforce lives and
works at the production site for intense work peri-
ods before returning home for a rest period (Storey
2001; CME 2005). The result is a clear spatial and
temporal separation between home and place of
work. ® Consequently, dual or multi-locational iden-
tities among those involved in long-distance com-
muting employments are increasingly common
(White 2007). The challenging working conditions
are nevertheless often dealt with successfully by the
employees and the often-said extreme circumstanc-
es are deconstructed into normality by coping strat-
egies (Eilmsteiner-Saxinger forthcoming).
Long-distance commuting is indispensable for
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Fig. 3. Birthplace of the respondents.

many industries in Russia’s northern and eastern
peripheries. Important reasons are labour prefer-
ences for living in the south and a lack of highly
skilled employees (Naskova 2004). The movement
of many natural resource extracting companies in
the north and east of the country into even more re-
mote places indicate that the number of long-dis-
tance commuting operations will grow.

As Fig. 4 shows, the employees of SeverTEK
live in many parts of Russia and some even live in
other countries. From their living places, they have
to travel first to Usinsk, if they live elsewhere, and
then to the South-Shapkino oil field at the begin-
ning of each rotational shift. The shifts at
SeverTEK usually last 15 days during which the
employees stay at the oil field, followed by 15-day
periods of rest at home. Upon agreement shifts can
be extended to 30/30 day rotations. The journeys to
Usinsk have to be organized by each employee in-
dividually and most have to pay out of their own
pockets. The transportation from Usinsk to the field
South-Shapkino is organized by SeverTEK. Of all
employees, 166 live in Usinsk and have a relatively
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uncomplicated journey. Many others face longer
and more expensive journeys. The average com-
muting distance in SeverTEK is over 1000 kilome-
tres and the maximum distance is 10 000 kilome-
tres (based on the own estimation of the respond-
ent). Some 48 per cent of respondents had a journey
of less than 300 kilometres, which marks roughly
the wider Usinsk area. About 20 per cent commute
between 300 and 1000 kilometres (roughly North-
West Russia), and 32 per cent commute more than
1000 kilometres. The employees are thus very mo-
bile and characterized by regular and extensive
travel efforts.

Present place and type of residence

Having shown above that the majority of
SeverTEK’s employees lives close to their work-
place in the Komi Republic as well as in southern
and central parts of European Russia, this part of
the article provides more detailed information on
characteristics of the present stay at the place of
residence. An informative aspect is the length of the
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Fig. 4. Place of residence of the respondents.

ongoing residence. On average, the employees
have lived 21. 5 years in their current place of res-
idence. The distribution of the cases is rather nor-
mal, slightly skewed towards shorter stays, and
ranges between one month and 54 years. These
numbers do not provide evidence of a particularly
mobile workforce.

The most common type of residence is in apart-
ment buildings with more than two storeys (75%).
Since the architecture in northern resource towns in
Russia, such as Usinsk, is dominated by big apart-
ment houses, this fact is not surprising. There are
only a few alternative types of dwellings available.
Of those living in other housing (single occupancy,
14%; apartment houses with at most two storeys
9%) significantly less live in northern regions (x> =
12.13,df = 1, p < . 01) and probably fewer have
ever moved (x>=3.7,df =1, p =.06).

What other issues are important for the choice of
the place of residence? Figure 5 presents important
pull and push factors of the places chosen by the
employees to live in. In order to rank the factors ac-
cording to their importance a binominal test spec-
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ifies whether and how strongly the distribution of
the answers differs from a theoretically expected
pattern (Rogerson 2006). The test assesses if more
than an expected share (two-thirds) of the respond-
ents consider the factors either as a major or as a mi-
nor reason for choosing their place of residence.
The probability values in Fig. 5 refer to the discrep-
ancy from this expected result and the factors can
be grouped according to these values in three main
clusters. The upper part of the figure shows factors
that are certainly considered by more than two-
thirds of the respondents, followed by one factor
that shows an indifferent distribution. The lower
part of the Fig. 5 contains those factors that are cer-
tainly considered by less than two-thirds.

Figure 5 illustrates the importance of work relat-
ed features for the choice of the place of residence.
A clear majority of the respondents interprets local
attachment to their home places as an effect of their
ongoing employment. The recognition of the posi-
tive influence of the oil industry on local develop-
ment, stated by nearly as many as a consideration for
their choice, probably helps in coping with this
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Fig. 5. Factors influencing the choice of the place of residence.

forced immobility due to the current job. In addition
to work related aspects, general pull factors are also
important. The quality of accommodation, the way
of life and the environment are often considered as
attractive features by the respondents.

Economic factors are also considered, and a ma-
jority states that those keep them at their present
place of residence. This could be a sign of inhabit-
ants being trapped in the Russian North due to fi-
nancial restrictions. Then again, over 40 per cent
did not consider low housing and living costs in
choosing the place of residence. Either they see no
alternative to living in an expensive place, for ex-
ample in northern regions, or financial questions
are not relevant to them. Indeed, employees of the
oil and gas industry are receiving much higher sal-
aries than most others in the Russian society (ROS-
STAT 2006). For them factors other than financial
ones probably have greater weight in the location
decision.

Besides the cost argument, the missing precon-
ditions for children to grow up in a healthy envi-
ronment are rather negatively assessed. Therefore,
it could be difficult for many respondents to recon-
cile family issues and work requirements. Less than
two-thirds, but still almost 60 per cent, feel like
they have no other place to go. Their location de-
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cisions are apparently involuntary and possibly
also connected to the problem of being trapped. Fi-
nally, it seems that a more important factor than be-
ing born in a particular place is the proximity to
friends and family.

Preferences for settlement and dwelling types

When asked for their preferences for settlement
types, the respondents can be divided into three
main groups (Fig. 6). About one-quarter of
SeverTEK’s employees think that the oil industry is
important for local and regional development and
would prefer to live in an oil town. This wish is
probably based on good experiences of many em-
ployees at their present place of residence, which is
often Usinsk, the ‘oil capital’ of the Timan-Pechora
oil province. Many oil towns are among the wealth-
iest places in Russia. Therefore, the respondents’
choices are not a surprise.

The second main group of the employees would
opt to live in a large city in Russia. The third main
group, of almost the same size, prefers a smaller ru-
ral town. The reasons for these choices are probably
manifold and based on personal preferences. It is
therefore difficult to interpret these results conclu-
sively. The same applies for the five per cent of the
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If you had your choice, in which of the
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30.0%

Rural area
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Fig. 6. Preferences for settlement types.

employees who wish to live in the countryside. Fi-
nally, over 10 per cent of the staff is more concerned
with the distance travelled to work rather than their
place of residence. For them the most important goal
is the possibility to commute daily between home
and work rather than commuting longer distances at
intervals between the 15 or 30-day shifts.

The employees’ first choice for a dwelling type
is, not surprisingly, a single occupancy house (Fig.
7), which is probably for many the most comfort-
able and prestigious form of housing. Less than
one-fifth prefer to live in big apartment houses.
Neither are smaller blocks of flats a preferred
dwelling type. Big apartment buildings are the
most common dwelling type in Russia’s northern
peripheries. Many SeverTEK employees will need
to move in order to fulfil their dreams of living in
asingle occupancy house. Since multi-storey apart-
ment buildings are also the most common accom-
modation type in urban settlements in other parts of
Russia, alternative forms of housing can be found
mainly in rural areas. The number of respondents
wanting to live in small houses is nevertheless far
greater than the number wanting to live in the coun-
tryside. The demand for single occupancy houses
in urban areas is greater than the supply.

Plans for future migration and mobility

The respondents also revealed their plans for future
migrations (Fig. 8). Even though intentions do not
always lead to actions, they are the best available

© The author 2009

Journal compilation © 2009 Swedish Society for Anthropology and Geography

If you had your choice, in which of the
dwelling types would you most like to
live? (N=300)

Apartment
building
with more
than two
storeys
17.3%

Single
occupancy
house
78.0%

Apartment
building
with at
most two
storeys
4.7%

Fig. 7. Preferences for dwelling types.

indicator of future behaviour for the purpose of this
study. A similar approach has been applied for ex-
ample by Eldarov et al. (2007). When asked if they
intend to change the place of residence after their
employment with SeverTEK, almost two-thirds
stated that they do intend to move. Over half of the
staff would like to leave the region, and less than 10
per cent intend to move within the same region of
the Russian Federation. Of the employees who are
living in the Russian North, about 20 per cent indi-
cated that they wish to stay in the region, whereas
of the employees living outside of this part of the
country almost 80 per cent indicated that they wish
to stay in the region where they are currently living.

Figure 9 presents the preferences for destinations
of future moves. The chosen categories in this figure
are not strictly defined and are not mutually exclu-
sive, for example, a regional capital can be in a north-
ern or southern region. Rather, they are meant for
specifying personal preferences and each respondent
could opt for one category only. The results are that
those who live outside the northern regions typically
intend to remain at their present place of residence,
while most of those who wish to move consider the
south the more attractive destination. Southern des-
tinations are strongly favoured by both, those who
reside presently in the north and those already living
in the south, and only a few prefer a northern region
as a destination for a future move. For a significant
part of the respondents, the characteristics of the cho-
sen destination are more important than its geo-
graphical location. About one-quarter of those who
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plan to move, target their mobility to a big city, that
is, Moscow and other regional capitals. Some others
see themselves living abroad in the future.

Overall, it can be expected that many among the
staff of SeverTEK will move after their employment
ends. Hence, there is a potential for future migration
and mobility. Figure 10 shows factors that affect the
individuals’ decisions to leave their present homes.
They are sorted according to their relevance based
on a binominal test that was applied according to the
same principles as related to Fig. 5. A major issue is
the desire to live somewhere with a better climate
and in a more hospitable natural environment. A

Table 1. Predicting future mobility behaviour

If you want to move to a different
region, please specify where (N=181)

Region in
the North
6.6%

Abroad
11.6%

Moscow
7.2%

Regional Region in
capital the South
18.2% 56.4%

Fig. 9. Destinations of future migration.

higher quality of life compared to the present place
of residence is in general an important goal. There-
fore, the new locations should offer better health
care institutions, more leisure time opportunities,
and the proximity of family and friends. The desire
to experience something new or returning back to
one’s home region are also relevant reasons for fu-
ture moves. The bottom line of Fig. 10 shows that an
improvement of the supply situation with better
shopping services is the least important reason
among the given options, particularity as a major
consideration for migration decisions.

A logistic regression model provides further in-

Predictor Coefficient Standard error Wald test Significance
Significant variables
Age -0.057 0.022 6.687 010
Living in the Russian North 1.619 0.693 5461 019
Place of residence is birth place -1.064 0513 4.299 038
Commuting distance -0.001 0.000 4.008 045
Control variables
Moved in post-Soviet time -0.697 0421 2.740 098
Born in the Russian North —0.740 0.586 1.597 206
Lives with partner and/or children 0.663 0.539 1.512 219
Lives in favourite dwelling type —0.466 0423 1.210 271
Blue-collar employee -0.349 0.484 0.519 471
Born in Russia -0.170 0.546 0.097 756
Constant 3.196 1.386 5315 021

a Dependent variable is whether the respondent intends to move in the future (N = 217; 62.7 % of all respondents). R> = 476

(Nagelkerke). Model %2 (10) = 92.894, p < .001.
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Fig. 10. Reasons to move to a new place of residence.

formation on the employee characteristics that are
likely to lead to mobility behaviour in the future. The
model (Table 1) incorporates ten potentially relevant
predictors and aims to identify their influence on the
dependent variable, which is whether or not the re-
spondents intend to move after their employment at
SeverTEK ends. Several general features like age,
family status and type of employment (blue vs. white
collar) are included due to their well-documented
relevance for migration matters (O’Loughlin et al.
2007). 7 Generally, young, well-educated and single
individuals are the most likely to move. The remain-
ing predictors are case specific and are linked to dif-
ferent mobility issues relevant for the case study
(place of birth and residence, former mobility, pref-
erences for dwelling type). It is expected that those
living in the northern regions, those born outside of
Russia, and all respondents that moved before are
more likely to show higher mobility potentials. On
the other hand, the respondents who are living in
their favourite dwelling type and living in their birth
place are less likely to move. Two predictors were in-
cluded into the regression model without any clear
prediction for their influence on future mobility
(commuting distance and born in the Russian North).
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Commuting distance could have an increasing effect
on mobility as those who currently have a highly mo-
bile lifestyle (long commuting distance) may also be
more mobile in the future. On the other hand, the end
of the employment in SeverTEK will not necessarily
lead to an immediate need for mobility for this group.

As documented in Table 1, four of the ten predic-
tors show a significant relationship with intended fu-
ture moves. As such, the applied model is significant
and explains almost 50 per cent of the decision-mak-
ing processes concerning future mobility. According
to the results younger employees are, as expected,
considering future changes of the place of residence
more often (indicated by the negative coefficient for
the age variable). This result highlights the risk for
an unwanted and disproportionate departure from
the north of exactly those that could contribute most
to its development in the future, the young and eco-
nomical active with the main part of their careers
ahead of them. A factor as influential as age is resi-
dence at one’s birth place. Those who currently live
in their place of birth do not intend to move as others
— presumably due to place attachment. Finally, in-
creasing commuting distance also reduces the inten-
tion to move. It seems that those who organize their

269



MATTIAS SPIES

working life involving longer commuting distances
were more successful in finding pleasant places to
live in or are frequently prepared to commute long
distances in order to live in their preferred location.
Many of these respondents are probably living out-
side the Russian North and have to commute from
other regions. This interpretation is in line with the
result for the last significant predictor. Employees
living in northern regions are more likely to desire a
departure from their present place of residence after
their job ends.

A look at the non-significant predictors in the
model also offers interesting results. Those born
outside Russia obviously do not wish to return to
their native homes. Most of them are from other
parts of the former Soviet Union and it seems that
the return migration between these now independ-
ent countries is predominately an issue of the past.
It is also noteworthy that the dwelling type was not
a significant predictor. The dominance of big apart-
ment buildings in Russian urban settlements, also
in northern cities, and the despair of finding any al-
ternatives may have caused this outcome.

Conclusion

Soviet in-migration to the Russian North, in order
to develop the area and exploit natural resources,
has a higher relevance for the migrational past and
present distribution of living places of the respond-
ents than post-Soviet transition and out-migration
from the area. Since two-thirds of the respondents
state that they intend to move after their employ-
ment in SeverTEK ends, there is a significant po-
tential for future migration, also for the time be-
yond the post-Soviet transition phase. The supply
of qualified employees and efficient organization of
labour processes will continue to be issues of con-
cern for the resource extracting industries in the
Russian North.

The mobility of SeverTEK’s employees is only
partially consistent with common mobility patterns
found among the population of the post-Soviet Rus-
sian North. Many respondents have lived and still
live a mobile way of life. Nevertheless, there are no
signs of a post-Soviet ‘exodus’, as described for the
Russian North in general. Thus, those involved in the
oil industry show different mobility behaviour than
many others in Russia’s peripheries. The oil sector
offers vital incentives to development and is at least
able to counterbalance general motives for out-mi-
gration. This conclusion is certainly valid beyond
the present case study. Therefore, the future of the
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Russian North will presumably be distinguished by
simultaneous population outflows, since there are
major mobility potentials, and inflows that are at-
tracted by incentives from key sectors.

It seems that many employees made a rational
choice for living in northern regions because of
their employment, and that they are ready to leave
as soon as the job ends. Long-distance commuting
is apparently a good method to combine the advan-
tages of employment in the northern oil industry
with residence in a pleasant location. Many inhab-
itants of the Russian North could achieve some of
their goals with respect to their preferred housing
type or preferred location of residence by engaging
in commuting shift work. Long-distance commut-
ing is therefore an attractive alternative for many
employees, and this work/living arrangement may
become increasingly common. From the employ-
ers’ perspective this mediation function contributes
to a successful business environment by opening
the periphery for highly educated staff that might
hesitate to move to northern regions permanently.
Long-distance commuting is therefore clearly a
means of achieving more efficient spatial structures
in the Russian North, a phenomenon similar to
those in many other resource peripheries world-
wide. It seems advisable that this labour scheme is
applied even more widely by the resource industry,
since it apparently is in line with emerging new val-
ues for life and work styles and all the main stake-
holders benefit from its implementation.

The presented case study demonstrates that the
preconditions for applying long-distance commut-
ing in Russia’s northern resource periphery also
differ from other remote resource rich areas in the
world. The most important determinant in this re-
spect is the former Soviet development strategy for
the North that resulted in a periphery characterized
as substantially remote, but at the same time also as
fundamentally urban. The common understanding
that periphery equals rurality falls short, which has
implications for long-distance commuting and the
rationales behind it. Australia, for example, imple-
ments a decentralization policy and the resulting
discourse is marked strongly by the problem of
missing linkages between peripheral areas and
their local resource industry, which usually recruits
its labour from urban centres elsewhere (Storey
2001). In Russia, long-distance commuting serves
an almost completely opposite purpose. Here it is
considered as a means to reduce the population in
resource peripheries and to enable the labour force
to leave the periphery and settle in more hospitable

© The author 2009

Journal compilation © 2009 Swedish Society for Anthropology and Geography



POTENTIALS FOR MIGRATION AND MOBILITY AMONG OIL WORKERS IN THE RUSSIAN NORTH

areas. This study confirms the potentials of long-
distance commuting for regional development and
restructuring under such preconditions. Since pre-
vious studies usually draw their conclusions based
on fundamentally different requirements, this work
therefore opens an additional perspective on com-
muting operations in resource peripheries.
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Notes

1. The second stream is the return migration of ethnic Russians
to Russia from other parts of the former Soviet Union.

2. The seeming contradiction between the loss of population as
introduced in this article and this statement is a consequence
of the different definitions of the Russian North.

3. For details on resettlement programmes see for example
Thompson (2002), Hill and Gaddy (2003), Paton Walsh
(2003), Goler (2005), Round (2005).

4. According to the Barents Observer (2006b) the total popu-
lation of the Russian North in 2006 was only 10. 6 million.
Apparently, different understandings of the region are again
the cause of statistical contradictions. Nevertheless, these
numbers give a rough understanding of the potential for out-
migration.

5. Good examples for the positive influence of the oil and gas
industry for regional and local developments are presented
in The Economist (2005) and Berry (2006).

6. For more details on long-distance commuting see Spies
(20006).

7. Gender was not included in the analysis due to the predomi-
nance of male respondents (322 of 357).
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