Research questions for WORKS –Quantitative pillar

Remark: the aim is that all analysis are broken down by gender

1.
Sectoral and geographical mapping of structural changes 

Hypotheses or assumptions:

· There is a shift of certain business functions to other sectors: eg business-related services (customer services; software development; accountance; …) are more and more outsourced and concentrated in specific sectors

· There is a shift of certain business functions to other regions:

· New member states are becoming the destination of back office functions

· New member states are the destination of lower segments of manufacturing or lower segments of products.

· Restructuring of value chains is skill-biased: the lower skilled jobs are more likely to be relocated than high-skilled jobs. This leads to relative more skill upgrading over time in these sectors and firms that are more involved in such restructurings than in sectors and firms that are less affected by restructuring

Research questions:

· How have business functions shifted/moved between sectors in the last decade

· How have business functions shifted/moved between regions in the last decade

· What is the relationship between job growth and job decline in different sectors and countries

· What are the general trends in skills composition of the workforce for the business functions selected in different EU countries

· What is the evidence on the broad trends in the occupational groups selected for study within the selected sectors. Are they growing or declining? Are the workers more or less highly qualified? Is the proportion of women growing or declining? 

Possible data sources and constraints

· CLFS (IRES)

· Cross tabulation nace/isco in CLFS to create a proxy for business functions

· If cells are too small we need to cluster ISCO-classes in order to identify core employees of a sector

Examples:

(Evolution of the number of employees by sector (Nace 2/3 digits) and by country; EU member states, 1992-2005 

(Evolution of the number of employees by occupation (ISCO 3/4 digits) and by country; EU member states, 1992-2005 

(Evolution of the number of employees in the selected business functions (crossings of Nace x ISCO) by country; EU member states, 1992-2005

(Evolution of the number of employees in the core occupation(s) of sectors, by country; EU member states, 1992-2005

(Evolution of the proportion of low/medium/high skilled employees by sector and by country; EU member states, 1992-2005

(Evolution of the proportion of low/medium/high skilled employees in the selected business functions by country; EU member states, 1992-2005

2
New forms of work organisation 

Hypotheses or assumptions

· restructuring leads to a relative increase of contractual flexibilisation 

· restructuring leads to an increase of new forms of work organisation, such as teamwork and functional flexibility 

Research questions

· What is the evidence of changes in contractual forms of flexibilisation, for instance short-term contracts, interim work/employment by temporary work agencies, or self-employment in occupations where this is not traditional (i.e. excluding employment in agriculture, the arts, crafts, etc.)? 

· What is the evidence on trends in new forms of work organisation, for instance team-working, project working or a reduction in the numbers of layers of management?

· What is the evidence on changes in the degree of specialisation of jobs?

Possible sources:

· ESWC (CEE): less relevant to business function but more for the qualitative trends; proxy of some business functions may be possible through filtering according to a hierarchy of questions: eg. in public services select those groups that have contact with customers

· CLFS (IRES): more relevant for selected business functions

Examples

ESWC

(Evolution of the share of employees by job status and contract status (self-employed, employee / unlimited contract, fixed term, temporary, apprenticeship) and by country; EU member states, 1995, 2000, 2005. (cf. Chania)

(Evolution of the share of telework by sector/occupation and by country; EU member states, 1995, 2000, 2005. (cf. Chania)

(Evolution of the share of teamwork by sector/occupation and by country; EU member states, 1995, 2000, 2005.

CLFS

(Evolution of the share of employees by professional status contract status (self-employed, employee, family worker / permanent, temporary job) in the selected business functions (or in the core occupations of sectors) by country; EU member states, 1992-2005.

SUMMARY OF ISER’S CONTRIBUTION

ISER will use the ECHP to contribute analysis to sections 3 and 4 :

3.  Changes in labour market mobility

4.  Changes in skills and use of knowledge and training strategy

We will analyse such changes in terms of (individual) careers by country, but we will rely on the community LFS for the general trends.  There is already some research on labour market mobility, skills and training.  To avoid replicating empirical research that has been already done we will begin our report with a review of the literature which is related to the research questions of WORKS on mobility and skills.
3.
Changes in labour market mobility

Hypotheses or assumptions

· Trajectories become more complex; there is an increase of various forms of mobility: more changes in employment status (from FT to PT; employment- unemployment; employee-self-employment); more sectoral mobility and more geographical mobility

Research questions

· What evidence is there of changes in status of employment: e.g. changes in mobility between employment, self-employment, unemployment, multiple job-holding, full-time education and economic inactivity? How are these distributed according to age, gender and other social variables?

· What evidence is there of increase of sectoral mobility for selected occupations 

Possible sources:

· CLFS (see STILE study on sectoral mobility of ICT occupations) (IRES)

· ECHP (ISER)

Examples

CLFS

((Evolution of) job-to-job mobility in the selected business functions (or in the core occupations of sectors) by country; EU member states, 1992-2005.

((Evolution of) labour market mobility (mobility between FT/PT employment, self-employment, unemployment, education and economic inactivity) by country; EU member states, 1992-2005.

ECHP

(Occupational mobility (definied by socio-economic group); 14 EU member states, 1994-2001.

(Sectoral mobility; 14 EU member states, 1994-2001.

(Labour market mobility; 14 EU member states, 1994-2001.

Changes in labour market mobility: is there any evidence of an increase in labour market and job mobility?

As an overall summary of our research aims: ISER will plot labour market mobility between a number of dimensions: between full time employment, part-time employment, unemployment, and inactivity; between sectors; and between occupations.   We will also be measuring changes in wages and job satisfaction (which can be thought of as a form of mobility).  
We have in fact produced mobility tables on several dimensions, but this present some problems.   The difficulty is not in producing the results but in making sense of them.  For instance, in the case of occupational mobility we get a huge amount of mobility out of management positions.  The % remaining managers over the whole period is 66% in France, but 44% in the UK  and 37% in Germany.  The last result is very surprising.  Is it a national difference, or the result of measurement error?  Some results make no sense – there are massive numbers of managers in Spain; no manager remains a manager in Italy over the period.  Overall, it is clear that the management category is difficult, but also likely that it is genuinely subject to high levels of downward mobility – which might vary by country.  When we look at clerical and related work we get much greater stability.  In most countries  50-60% stay in the same type job over the period.  Again, this is highest in France (83%).  The most common job that people end up in out of this category is teaching or similar professional job.  We are trying to understand and test these differences, and are looking at relationships across dimensions of change, as well as possible causal factors like life-cycle changes and multiple transitions over the career.   However, it is difficult to see how it will be possible to produce trends, partly because the timescale is short, but also because we have change over individual time and can’t reasonably look at trends at the same time, though we can try looking at change over pairs of waves, eg 1994/1995 compared to 2000/2001. 
4.
Changes in skills and use of knowledge and training strategies

Hypotheses or assumptions

· Employability is threatened by restructuring, flexibility, intensification of work and other trends

· There is a shift of the responsibility in training from the employer to the employee; more self-training is necessary.

· We assume a growth of overqualification due to a combination of (i) more importance of soft skills, (ii) growing supply of higher educated people and (iii) credentialism. This can lead to a exclusion of the lower skilled workers

· A mismatch will lead to lower the quality of work and lower satisfaction of work

· restructuring leads to increase or decrease of employer-provided training according to skills levels (more training for higher skilled, less for the lower skilled)

Research questions

· Is there evidence of increase of self-training initiated by the employee

· What are the trends in employer-provided training?

· What proportions of workers participate in which kinds of employer-provided training, and how do these proportions vary by gender, by occupation and by employment status (full-time or part-time; temporary or permanent)?

· Is there evidence of decline of employer-initiated training

· Is there evidence of a growth in overqualification in the occupations/sectors selected for study?

· What evidence is there of a mismatch between required and allocated qualifications?

Possible sources:

· ESWC (CEE), possible problem is selection of occupational groups of our interest (comparison of one selected target group, filtered on one or two criteria with the overall sample)

· CLFS (IRES)

· ECHP (ISER)

· Wage indicator (HIVA)

Examples

CLFS

(Evolution of the proportion of low/medium/high skilled employees in the selected business functions by country; EU member states, 1992-2005 (cf. research question 1)

(Evolution of the share of employees receiving training in the selected business functions by country; EU member states, 1992-2005

(Evolution of the type of instruction (in- or outside working environment) of the employees receiving training in the selected business functions by country; EU member states, 1992-2005

ECHP

(Evolution of the distributions of skills by occupational group/sector; 14 EU member states, 1994-2001.

(Evolution of proportion of matched, over- and under-qualified workers by occupational group/sector; 14 EU member states, 1994-2001.

WageIndicator

(Distribution of wages across educational levels in the selected business functions (or in the core occupations of sectors) by country; NL, BE, DE, FI, PL, ES, UK, HU, 2005.

(Distribution of wages across employees receiving / not receiving vocational traning in the selected business functions (or in the core occupations of sectors) by country; NL, BE, DE, FI, PL, ES, UK, HU, 2005.

We have produced results on variation across countries in education and in returns to education.  

We will analyse whether there is an increase in self-provided versus employer-provided training, and whether these trends differ across education groups, gender, and sectors.

We will analyse whether there is an increase in over-qualification, with the single measure that enable us to do this, and whether this is different across education groups, gender, and sectors.  We will then try to test whether self-provided training is related to over-qualification.  (We have begun to produce results on cross-national variation in overqualification which does not allow the measurement of trends, but might give a different picture from the above.  However, we believe this would be better if we could obtain the required information from the LFS and carry this over into the ECHP.)  
As mentioned earlier, we will analyse whether there have been changes in satisfaction with different aspects of the job (earnings, job security, type of work, working hours, working times, working conditions, distance to work) versus satisfaction with other aspects of life.  We will also have to take into account that changes in job satisfaction might or might not be related to occupational mobility, gender, age, sectors, or education.  We will try to compare changes in job satisfactions in sectors that are supposed to be subject to restructuring to sectors that are not supposed to be subject to restructuring, and we will try to analyse whether such changes affect people differently depending on their gender and education.
5
Time use

Possible assumptions:

· Restructuring of value chains leads to changes in the use of time (choices; balances etc) by employees

· Restructuring of value chains leads to changes in working time policies by companies

· Working time regulations and arrangements can be an element in the economic competetion between regions.

Research questions

· What evidence is there from time use surveys of changes in use of time at work and in the balance of time between home and work in the selected sectors and occupations in comparison to the average changes of the population

Possible sources:

· ESWC (CEE)

· ECHP (ISER)

· CLFS (IRES)

· WageIndicator (HIVA)

Examples

ESWC

(Evolution of the distribution of usually worked hours by country; EU member states, 1995, 2000, 2005

(Evolution of the distribution of usually worked hours by household position (single, couple, children of not) and by country; EU member states, 1995, 2000, 2005

(Evolution of the distribution PT/FT employment by household position (single, couple, children of not) and by country; EU member states, 1995, 2000, 2005

(Evolution of the share of atypical working times (night, evening, weekend, more than 10 hours a day, shifts) by country; EU member states, 1995, 2000, 2005

ECHP

(Evolution of average weekly hours by occupational group; 14 EU member states, 1994-2001.

CLFS

(Evolution of the share of employees working FT/PT in the selected business functions (or in the core occupations of sectors) by country; EU member states, 1992-2005.

(Evolution of the share of employees in atypical working times (evening, night, weekend, shift work) in the selected business functions (or in the core occupations of sectors) by country; EU member states, 1992-2005.

(Evolution of the share of employees working flexible working times (variable hours, overtime, temporary unemployement) in the selected business functions (or in the core occupations of sectors) by country; EU member states, 1992-2005.

(Distribution of employees working part-time by reason (training, children, could not find full-time job, etc.) in the selected business functions (or in the core occupations of sectors) by country, EU member states, 2005.

WageIndicator

(Distribution of employees working part-time by reason (training, housekeeping, children, etc.) in the selected business functions (or in the core occupations of sectors) by country; NL, BE, DE, FI, PL, ES, UK, HU, 2005

ISER can look at changes in work hours in the ECHP but the LFS is a far better source for this information. 

6.
Quality of life

Research questions

· What evidence is there from European surveys of increases or decreases in stress and other work-related health conditions? How are these distributed by sector, occupation and social variables such as age and gender? 

· What are the wage differentials across countries and sectors of the selected occupational groups and explanations

· Composition of wages and explanations

· Collective bargaining coverage

Possible sources:

· ESWC (maybe with filtered groups of certain question) (CEE)

· ECHP (ISER)

· WageIndicator (HIVA)

Examples

ESWC

(Evolution of working conditions (exposure to nuisance, dangerous substances, violence, harassment and discrimination) by country; EU member states, 1995, 2000, 2005

(Evolution of intensity of work (exposure to work at high speed, tight deadlines, etc.) by country; EU member states, 1995, 2000, 2005

(Evolution of job satisfaction by country; EU member states, 1995, 2000, 2005

ECHP

(Evolution of average wages in different occupational groups; 14 EU member states, 1994-2001.

WageIndicator

(Distribution of wages in the selected business functions (or in the core occupations of sectors) by country and by region; NL, BE, DE, FI, PL, ES, UK, HU, 2005

(Distribution of wages in different occupational groups, by sector and country; NL, BE, DE, FI, PL, ES, UK, HU, 2005

(Distribution of wages in different occupational groups: to what degree are wage differences determined by educational level, skill structure, gender, etc. ; NL, BE, DE, FI, PL, ES, UK, HU, 2005

(Distribution of wages in different occupational groups: to what degree do wage differences correlate with the presence of collective agreements; NL, BE, DE, FI, PL, ES, UK, HU, 2005

The ECHP would not be a reliable way of measuring change in wages, especially by occupation, but we can provide tables just in case the LFS can’t do this either. 

7. resume of occupations and sectors of interest

occupational groups:

· researchers (in technology)

· production: disaggregation by sector is possible

· logistics

· customer services/front office employees: possibly by filtering methods if there are questions on direct relationship with customers

· IT professionals: mobility between sectors

sectors

· Clothing industry

· Food industry

· ICT industry

· IT in public sector or public services

· Public administration: Information services for citizens

· Services of general interest: Postal services and railways

