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1. SHORT INFORMATION ON HOW THE CASE STUDY WAS CONDUCTED

We studied the production function of one company, Company B, a company which produces underwear. We conducted 8 interviews, of which one was with the head of the local union, four with production workers, one with the company’s CEO, one with the head of the production division, and one with the head of quality control. Two members of management and one worker were men, while the rest were women. We made two visits to the company, during April 2007.

2. GENERAL OVERVIEW OF THE CASE STUDY

· the companies involved: 
(Co. B)
· the business function: 
production
· the units covered: 

Thessalokini plant
· products and services:
 underwear
· the restructuring: 

opening a plant in neighbouring Rumania and more 



outsourcing to Bulgaria 

· the period of restructuring (when): 2002-now 

· numbers of workers in the companies: ~160 in Greece ~100 in Rumania
· geographic spread of value chain: Greece, Rumania, Bulgaria
CASE STUDY FINDINGS

2.1.1. Company and value chain (re-)organisation:

2.1.2. (re)organisation of the business function, legal and ownership structures, company boundaries

The restructuring at the centre of this case study is the opening of a new plant in Rumania in 2002, intended to transfer a significant portion of the production from the company’s plant in Greece. The new plant operates as a 100% subsidiary of the mother company in Greece. In addition to this, the company outsourced more production work from its plant in Greece to two independent companies in Bulgaria.

The main actors involved in the restructuring process were the managers of the company. The workers of the company were informed of the decision after it was taken. After negotiations with the local union, an agreement was reached for no layoffs. 

The company in question is a longstanding leader in the category of men’s underwear and has a sizeable market share in women’s and children’s underwear as well. 

The value chain involves several stages, charted below:

(Readily purchased threads) – Knitting – Dyeing, Finishing – Cutting –  Printing – Stitching – Packaging. 

The value chain also involves the stages of logistics and sales and marketing. Until its 2002 restructuring the company used to purchase from other suppliers the products of the stages of producing the threads, some of the knitting, as well as the dyeing and finishing and printing (a process with high set-up and equipment costs), while performing the stages of some of the knitting, the cutting, the stitching and the packaging (as well as the logistics, marketing and sales) in-house. After the restructuring the company has outsourced about half of its stitching and packaging stages to a subsidiary company in Rumania (and consequently some more to two independent suppliers in Bulgria)..

2.1.3. (re)organisational and spatial aspects of the value chain 

The reorganisation involves the outsourcing of the stitching and packaging unit of the production function to a new, Company-owned, plant in neighbouring Rumania, and consequently to two independent producers in Bulgaria, as a way of reducing production costs. The Greek plant maintains the function of cutting, as well as the marketing division.

The choice of the new location resulted from calculations on the production costs, as well as from a strategic decision to gain market share in new markets. Setting up a plant in Rumania is also considered a good foothold in the emerging Balkan markets, which the company aspires to penetrate in the near future. The hourly wages in Rumania are 1/8 those in Greece. Transportation and equipments costs reduce the cost differential to a still hefty ¼.. Rumania’s prospects to become a member of the European Union, at the time of the restructuring decision, was also considered by the Company as a plus, although its actual entry into the Union this year has been accompanied by a nationwide large increase in the minimum wage which pushed the Company’s payroll up.

2.1.4. contractual relations (between the companies) and power relations (main power resources of companies and units, forms of governance of the value chain)

The company’s position in the value chain has not changed as a result of the outsourcing of part of the stitching function to a new plant in Rumania, as the latter is 100% owned by the company; it did change to some extent as a result of its outsourcing of a further part of the stitching function to two independent producers in Bulgaria. The change, in the latter case, involves a degree of interdependence between the company and the two suppliers. It seems that the suppliers while de jure independent, are de facto quite dependent on the Greek company, as the latter is by far their largest customer, and thus the Company has an “upper hand” in its dealings with them. Augmenting the power of the Greek company vis a vis the two supplier firms is the fact that the Greek company maintains a significant amount of unused capacity which it can reactivate if the suppliers do not accept its terms. 
2.2. Functions and overall workflow in the value chain

2.2.1. functions performed in the value chain, changes through restructuring, tasks carried out in different units, division of labour, workflow in core areas

The functions performed in the whole value chain of clothing can be summed up as follows: 1) the growing and harvesting of cotton, 2) the cotton gin production of the cotton yarn (alternatively to these two links in the value chain there may be a lesser used production of synthetic yarn), 3) Knitting of the yarn into materials 4) dyeing and finishing of the textiles 5) Cutting of the textile to model specifications 6) finishing-printing of the cut textile 7) stitching together of the cut textile pieces into clothing articles 8) packaging. Additional functions in the value chain are the logistics as well as the marketing and sales. The company performs in-house only part of the knitting, all of the cutting, a part of the stitching, as well as the packaging functions. The production of the threads (yarn), the dying-finishing, and the printing are stages in the value chain undertaken by independent producers. The restructuring in question involves the outsourcing of a large part of the stitching and the packaging tasks. The Company in Greece currently performs about 45% of the stitching in-house, another 45% is performed by its subsidiary in Rumania, and 10% is performed by two independent producers in Bulgaria. The cutting division undertakes the core function of cutting the material into specified sizes and shapes. It is a highly automated process and it operates in two shifts (while all other divisions operate in one shift) as its output supplies four different stitching units down the value chain. While there is a differentiation in the tasks carried out in the different units, only the packaging unit can be said to consist largely of very low-skill tasks. Cutting and stitching, the main other units, involve tasks of certain amount of skill. Τhere has been no change in the working patterns after the restructuring.
2.2.2. geographical structure of companies and units, spatial division of labour along the value chain, geographically distributed work

The value chain spans from Athens (sales) to Thessaloniki (cutting, stitching, packaging, logistics, marketing, sales) to Rumania (stitching, packaging) to Bulgaria (stitching). Except for a few top managers who make occasional cross-visits of plants, there is no other geographically distributed work. The more labour intensive aspects of work, such as stitching, are being steadily outsourced from the mother company to neighboring countries in order to take advantage of the large wage differentials (Rumanian wages at 1/8 of Greek wages). Transportation costs from Rumania to Greece as well as the equipment for the new plant are considerable, however, reducing the cost differential in Rumania to ¼ of the cost of producing in Greece).
2.2.3. temporal aspect of the workflow, the role of time and flexibility, consequences of restructuring

The workflow is significantly affected by the fluctuations of the market (demand). Unlike past periods, the company has a significant storage system to act as a buffer

Work is organized on two shifts in the Knitting and in the Cutting unit and one shift in each of the Stitching and Packaging divisions. Time flexibility plays a limited role, and it takes the form of overtime work, which means work on a few Saturdays. Workers are regularly paid for this overtime work. There has been no change in the pace of work as a result of restructuring, except for the reduction of the number of Saturdays with overtime work. There is no part-time work or temporary work. There is no formal system of job rotation or teamworking in place. However there is a certain amount of work in different units: a worker from the Cutting unit may be asked to move into the Stitching unit or a worker from the Stitching unit may be moved into the Packaging unit. Or a worker doing certain set of tasks, i.e. stitches may be asked to perform two new or additional stitches. There is a system of bonuses to reward and motivate workers to thus broaden their skills. There is no formal training provided for such skill upgrading; the skills involved are generally low level skills, allowing their rather quick, on-the job acquisition. While restructuring has had no impact on the organisation of work or the amount of the workload and the quality of working conditions, there has been an increase in the number of tasks performed – a development not associated by an increase in the stress involved per se, but an increase in the attentiveness and care required of the workers: the change involves the average number of different stitches performed by a worker. While there is a premium paid for the number of different stitches, the amount of the premium does not fully “cover” the increase in working intensity involved; workers do not seem to consider this a significant increase in the workload, and accept it as a “natural” evolution of a job given the rapidly evolving technological and competitive environment and the importance of quality. 
2.3. Changes of employment 

2.3.1. employment structures (categories of workers, basic gender relations, employment contracts) including changes

There are approximately 160 workers, excluding division heads, working in the production division of the Company. Of these 15 are knitters, 25 are cutters, 80 are stitchers, 32 are packagers, and 8 are clark drivers. All of them have regular (open-ended, full-time) contracts. The vast majority of the workers are women, while “heavier” jobs such as clark drivers (or the job of moving overhanging material through the assembly line) are filled by men. Thus the knitters are predominantly men, there is a majority of women in the cutters, while the stitchers and the packagers are almost all women.

The main change brought on by restructuring on the production function has been the reduction in employment. Beginning in 2002 there has been a gradual decline in employment. Most of the outsourced work involved the unit of Stitching, hence the largest reduction in employment occurred in this unit, which at the time of the restructuring had double the more workers it has now. None of the reductions, however, involved the firing of workers. Rather, taking advantage of the fact that at the time of the restructuring decision many workers were near retirement age, the company and the union agreed to achieve all the staff reductions through attrition and incentives for voluntary retirement (i.e. a worker near retirement age accepts to retire on a reduced pension while the company offers a sizeable lump sum payment as an incentive). Since the restructuring 80 workers have opted-out to leave the company “with a smile on their faces.” The redundancies resulting from the restructuring took place  “completely bloodlessly”.

As already mentioned, there is a clear gendered division of labour. Stitchers are women while driving and other operations requiring even minimal handling are filled by men. There does not seem to be any tension involving this division. Women were more affected by restructuring than men, inasmuch as the jobs that were outsourced were predominantly the jobs of stitchers who are women. There was no clear predominance of men in higher-skill or higher-ranking positions. The Company’s CEO is a woman and so is the head of the workers’ union.

Workers consider their working conditions as good, compared to the sectoral standard. “We are privileged and secure,” said the head of the workers’ union, there are many workers out there who envy us, we are like a public sector company,” a view shared by the other workers we interviewed.

2.3.2. employment conditions (terms and conditions, contractual flexibility), human Resource Management and internal labour market (including changes)

The workers in the Company are employed under similar terms and conditions provided by the national General Collective Labour Agreement, but their pay levels in particular are set above the sectoral norm. An annual bonus is traditionally paid to all staff for good company performance, while here is also an individually calculated bonus for surpassing the norm in piecework (speed, number of different stitches). There is no “flexible contract” in the production division (seasonal, temporary, part-time.
There is no distinct human resource management division in the company; the Personnel department only issues the paychecks. There is room for skill development (learning multiple types of stitches, being able to work in different units. However, there is no clearly defined internal labour market, although the internal market is all there is. Traditionally, workers who are employed here expect to remain there their whole working life (job tenure is very high indeed), and even have their children get a job there as well, as long as they are in good standing with the company. There are no clear internal career paths, but many first-line supervisors have risen from the ranks of unskilled production workers. Supervisory positions with higher qualifications are filled in from the external labour market. After restructuring, workers still expect to work there until retirement, but they no longer expect that their children (or no one else for that matter) may be hired in the future. 

Employment conditions haven’t changed since the restructuring, and are considered good for the branch standard. They are paid approximately 20% above the branch level minimum, and the pace of work is acceptable. The employees consider themselves “privileged” and “sheltered” compared to the region’s workforce, given the chronic unemployment, de-industrialization, the fleeing of jobs to neighbouring low-wage countries, and the illicit diversions from the labour code (“they haven’t missed a single paycheck every 1st and 15th of the month!”). 
2.3.3. negotiations on changes in employment (redundancies, transfer of workers etc) and employment conditions 

Negotiations between the union and the company played a key role in the smoothening the effect of restructuring on employment and employment conditions. The decision to open a subsidiary company in Rumania to produce the same product produced in Greece put the workers in Greece on a difficult bargaining position. The factor that played a key role for the outcome of the negotiations was that a large share of the workforce were women near the age of retirement (women retire two years earlier than men). These workers would be devastated if made redundant, inasmuch as the severance payments for hourly, blue-collar workers (unlike salaried, white-collar workers) provided for by the national legislation is very small. The agreement provided that the redundancies would be achieved gradually though (a) attrition and (b) voluntary quits accompanied by very generous lump-sum payments. For thw workers that remain working conditions have not changed. The workload and the pace of work has remained the same, except for a reported increase in the attentiveness and care required of workers during work. 

2.3.4. impact on quality of work

There has been no obvious impact on the quality of work as a result of restructuring. There was no additional pressure on the workers that remained (after the retirement of many) to work discernibly harder. However, on further questioning it became clear that there has been an increase in the attentiveness and care required of the workers during production, as product quality and diversity became increasingly important for the company. There is no resentment among the workers for these changes, which they consider small, natural and necessary for the survival of their company and their jobs in the intense international competitive environment.

2.4. work organisation 

2.4.1. content of work, cooperation, managerial control, spatial aspects (distributed work, workers‘ mobility), role of customers (including changes)

The content of work for the line workers is quite simple and repetitive. They are typically considered as “unskilled”. However, they have accumulated significant levels of tacit knowledge, and thus their on-the-job experience is very valuable to the company. The few technical workers are more skilled and are even more highly valued by the management. 

Work organisation is highly management-driven and the work process is very sequentially organised. There level of automation and the technology used is aimed at minimizing human input so as to remove the element of skill from the individual worker. This facilitates the ease with which every worker can be transferred from one production unit to another with little (informal) training. In this sense there is a certain informal functional flexibility between jobs that are formally considered unskilled. In other words there is actual rotation of jobs but not in a regular, pre-planned manner but as an informal way to meet suddenly arising production needs for more hands in a given production unit.

There is no distributed work related to the production function. However there is a special situation that coincides with (but is rather unrelated to) restructuring and involves retail salespeople. The salespeople in sections of selected large department stores and outlets that sell the Company’s products are on the Company’s payroll (charged to the production division). These workers are represented by the same union and receive the same level of wages, but are not included in the various piecework-related bonuses.

There have been no changes in work organisation due to restructuring. Having said that, irrespective of the restructuring, competitive pressures and the evolution of the clothing industry itself have made it necessary to change models more frequently, which in turn has made the job to a certain extent more demanding in recent years – a change that cannot be characterized as a speedup or increased stress (as both managers and workers emphasized). 

2.4.2. organisation of working hours, differentials in working hours between companies, temporal flexibility (including changes)

The only form of time flexibility used is overtime, meaning work on Saturdays. This has become rarer since restructuring. Working time begins and ends in the same hours and adheres to the industry standards. There is a certain informal time flexibility, in the form of allowing employees to change shifts according to their (childcare) obligations.

2.4.3. functional flexibility, teamworking (including changes)

There is no formal functional flexibility or teamworking. However there are occasional switching of working units: a stitcher may be asked to replace a cutter and vice versa, or a stitcher performing 3 specific stitches may be asked to perform two other stitches. This is facilitated by the existence of a bonus involved for such changes, as well as by the cooperative climate that exists between the workers and management. In other words there is actual rotation of jobs but not in a regular, pre-planned manner but as an informal way to meet suddenly arising production needs for more hands in a given production unit. There has been no change in this regard after the restructuring.  
2.4.4. impact on quality of work

There has been no obvious impact on the quality of work as a result of restructuring. There was no additional pressure on the workers that remained (after the retirement of many) to work discernibly harder. However, on further questioning it became clear that there has been an increase in the attentiveness and care required of the workers during production, as product quality and diversity became increasingly important for the company. There is no resentment among the workers for these changes, which they consider small, natural and necessary for the survival of their company and their jobs in the intense international competitive environment.

2.5. Skills, knowledge and learning

2.5.1. formal skill structures (including differences between men and women) and actual skill needs

We can distinguish a skill structure with three skill levels: technicians, who have a degree from a technical school; clark drivers, who have a certification from a training program; and unskilled workers, who have no certified skills, but tacit skills acquired on-the-job and through experience. There are clear gender divisions in the allocation of jobs, reflecting more the structures and biases of the broader society than a company design. Jobs with more skill and discretion such as technicians and clark drivers are “gendered”, in the sense that they are filled exclusively by men. However women abound in supervisory positions. 

The work process is quite simple and the formal skills and qualifications required of most workers are very basic. Nonetheless, there is a high amount of tacit skills, acquired through experience in working in the particular work process. The skill content of the jobs has not changed for many years. Reportedly, restructuring has not altered the work process or the skill content of the jobs, although there is some indication that the content of the job is becoming more variable.
2.5.2. knowledge intensity of the different tasks, standardisation and formalisation of work

For the majority of workers the knowledge intensity of the tasks they perform is very low. The technology used and the processes applied have changed little over the past decades, and so there has been little upskilling or downskilling. The production process and tasks have been for a long time highly standardized and formalized – a fact that greatly facilitated the company’s ability to duplicate the Thessaloniki plant setup and processes in Rumania. However, loyalty, experience and the work ethic differentials explain the lower level of productivity reached in outsourced operations in Rumania and Bulgaria. 

Since restructuring there has been a limited increase in the knowledge intensity of the stitching jobs, inasmuch as the workers now perform a larger variety of stitches than before. However this is a chronic tendency, predating the restructuring.

The situation is different for the technicians (electricians and heating mechanics), where the knowledge intensity of the tasks is higher. In addition to their formal certification, the technicians have developed a significant level of tacit knowledge with regards to the smooth functioning of the whole technological system of production, which makes their role more important.

2.5.3. learning opportunities, training policies 

There is little training provided for the production workers, and it takes the form of informal, on-the-job training of a new (to a unit) worker to perform some new tasks. The Company as well as the union consider a past experience with the training seminars provided by the Public Employment Service woefully inadequate and pointless. Thus there are no formal learning opportunities for the production staff, although workers who are personally motivated do take advantage of the bonus incentives involved and do broaden the range of task they can perform. The setup of the production process (highly automated) and the nature of the product is such, according to  management, that it does not require complex skills in need of updating. This explains the relative ease with which the jobs have been outsourced to low-wage, low-skill plants in Rumania and Bulgaria.

2.5.4. impact on quality of work 

There has been no obvious impact on the quality of work as a result of restructuring. There was no additional pressure on the workers that remained (after the retirement of many) to work discernibly harder. However, on further questioning it became clear that there has been an increase in the attentiveness and care required of the workers during production. There is no resentment among the workers for these changes, which they consider small, natural and necessary for the survival of their company and their jobs in the intense international competitive environment. It is difficult to tell whether these changes are the result of the restructuring itself ( an accompanying, if indirect, pressure/threat on workers to work harder) or a chronic tendency predating the restructuring for increased product quality and (model) diversification, but workers and management seemed to believe the latter scenario .

2.6. Industrial relations & regulations

2.6.1. forms of workers’ representation

All production employees at the Company’s production division, including middle-level supervisory employees, are represented by the union. The union is affiliated with a branch union confederation. There is no European Works Council. The union leader is a woman and has been representing the union since before restructuring. The union has been following a cooperative strategy towards the Company due to (a) a sense of weak negotiating power, given that a bargaining chip such as a strike is untenable in conditions of rampant delocation to Rumania and Bulgaria (b) a sense that the Company is not reaping huge profits but it is struggling to remain competitive while remaining in Greece and is loyal and responsive to the workers (“you can’t be unaffected by the fact that the Company’s founder, an old man in his nineties, comes to work every day”) (c) a sense that the working conditions and pay levels in the Company as high compared to the rest of the branch and much higher than in Rumania or Bulgaria (“I am embarrassed to admit that our Rumanian co-workers effectively subsidize our wages,” said the union leader, explaining that the pricing of the Company’s products reflect “Rumanian” production costs and not “Greek” ones.)
2.6.2. information and consultation, issues of negotiations

There is an ongloing two-way communication between the union and the Company. There are no institutionalised information and consultation rights other than the general ones applying to all unions under the national General Collective Labour Agreement.. Negotiation issues do not include technological change, training, gender relations, and work organization, but are centered on wages and benefits (‘bread and butter’ issues). However the union would like to see more training provided.

The company and the union consulted extensively on the issue of the reduncancies, although there was no consultation or information before the decision was taken. The union was aware that beyond the redundancies it was going to face the issue of the reduced productivity of older stitchers. It was also aware that layoffs of hourly workers, according to the national legislation, are accompanied only by small severance payments. Thus it took the proactive position of proposing to the Company a plan Company monetary incentives for workers around 55 years of age to go into retirement – along with the reduced pension they were entitled workers would receive lump sum payments three and four times as high as they would be receiving through their regular pension. Thus the Company could let go some of its least productive workers and achieve the necessary redundancies without industrial strife or resentment of the remaining workers.

The plan affected mainly women – most of the workers were women, many of whom near the age of retirement. The Company and the union agreed to set social criteria for the level of the lump sum given to the workers who would leave: whether the worker had underage children, whether the worker was divorced, whether there was one or two breadwinners in the family, etc. In general „women’s issues“ permeate all negotiations indirectly, given the composition of the workforce, and did so during the just mentioned negotiations for the restructuring. However there are no special bargaining issues such as the provision for childcare.   
2.6.3. impact of national and European regulation (on the involvement and negotiation of consequences of restructuring,) and problems of enforcement

European legislation played no role in the process of restructuring. National legislation played a certain role, inasmuch as national labour regulations provide certain constraints against immediate mass layoffs: mass layoffs are regulated by a bureaucratic process (notification, approval by regional authorities, consultation with the union) and a ceiling to the permissible layoffs per year Due to the nature of restructuring (e.g. no job losses), there has been no impact of the national or European regulation. National regulations, however, would have not sufficed for the “bloodless” outcome of the negotiations about redundancies, were it not for (a) the company’s traditionalist and paternalistic orientation (more opportunistic companies would have laid off workers without hesitation, and have done so in droves, (b) the union’s consciously pragmatic – as opposed to “militantly demanding” – approach, and (c) the fact that much of the workforce was near the age of retirement. Thus the problem was not that national regulations were not enforced (as is the case in many other situations) but that in their present form they do not suffice to regulate an issue such as sector-wide restructuring.

The national or regional authorities were not at all involved in any negotiation.
2.6.4. pressures on regulations and national institutions

The union stressed that its experience with the redundancies has highlighted the insufficiency of the national regulations (the low level of severance payments that hourly workers in industry are entitled when they are laid off), and of the national insti5utions/policy (the lack of a rational national policy to stem the tide of deindustrialization and delocation: it would be more efficient for the authorities to help small companies to stay afloat rather than to pay unemployment benefits to unemployed workers or enroll them into dead-end training programs for jobs that won’t exist”).
2.7. Conclusions

The outsourcing of a large part of the production function to subsidiaries or independent producers in low-wage countries is a phenomenon that has been hitting the clothing industry in Greece very severely in the last 10-15 years. The fact that labour productivity in the low-wage countries, even for unskilled work, is lower is perhaps the only “brake” against the faster completion of a tendency that all industry experts consider unstoppable. This tendency has created an environment of high worker insecurity. The case we studied is a rather exceptional case, inasmuch as despite the massive outsourcing no worker was fired, no wage cuts were instituted and no speed-up was attempted as a result of restructuring. It is also rather surprising that the work remaining in-house was not reorganised in any way – except perhaps for a small increase in functional flexibility and in the knowledge content of the job. The main factors that explain the particular outcome of this restructuring was the  existence of a paternalistic company culture (other companies would and have fired redundant workers without a blink); the pragmatic stance of union leadership that sought compromise instead of confrontation; and the happenstance of a workforce that was near retirement age at the time of restructuring (making it more feasible to offer them incentive for voluntary retirement).

2.7.1. basic characteristics of the case

This case of restructuring involves the outsourcing of production work by a leading company in the clothing sector to neighboring low-cost countries. The consequent redundancies were carried out gradually and voluntarily: through attrition and monetary incentives for retirement. The organization of work was not changed for the remaining workers as a result of restructuring, nor did the workload. In an environment where few firms of the same sector remain in Greece, workers in the case we studied consider themselves lucky and their working conditions rather privileged. The agreement between the union and management involved a purely monetary-compensation form, leaving out a training-intensive work-reorganisation approach form. It amounted to a regulation of an ending rather than the foundation of a new start. Still, it stands out as an exceptional case of consensual restructuring in a sector rife with adversarial industrial relations and layoffs. 

2.7.2. importance of the case for the WORKS research questions

This case highlights the significance of company strategy and orientation for the manner in which restructuring is carried out and its impact on the workers in the outsourcing company. It is clear that a company whose founder comes to work every day in his nineties has a different view of for its workers than a neophyte entrepreneur/financier setting up and destroying jobs solely on the basis of a short-term profit-maximisation perspective.

Low wages were the primary factor driving the outsourcing decision, while European enlargement and the emerging Balkan market were additional considerations. Working conditions in Rumania are reportedly above the local standard, which however is much lower than the Greek standard. 

There an observed inclination to maintain relatively knowledge-intensive production jobs in-house while outsourcing the less knowledge-intensive jobs first. At the same time labour productivity is lower in the low-wage countries, which somewhat slows down the benefits of moving production there. However these observations are pertinent only for the short-term; in the middle-term the consensus is that ALL production work in the sector will be outsourced to low-wage countries as their productivity is rising fast, while only certain “strategic” functions will remain in-house in Greece. 
2.7.3. impact of restructuring on quality of work and quality of life

The restructuring in question did not have any discernable impact on the quality of work of the production workers in Greece, but it did have a big impact on employment. The redundancies resulting from the outsourcing were dealt with in a negotiated, consensual manner so that no one was fired. The quality of life of the workers in the Greek plant has not been affected directly. The workers feel relatively secure for their jobs and satisfied by their working conditions, compared to the extensive unemployment faced by workers of other companies in the region that moved. There is however increased insecurity for their children, as they are no longer expected to have a chance to inherit their parents’ jobs. 
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