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1. Description of the sample of interviews

1.1
Short profile of the interviewees (professional, personal and familial) and their working situations and organisational contexts.

Apart from the 8 interviews with workers represented in the matrix below, the case study also draws on empirical material and results from the corresponding organizational case study, done in the same company. This material especially concerns interviews with shop steward, and top manager as well as visits to the slaughterhouse production facility. Interviews specifically conducted for the occupational case study are as follows:  

	Sex
	Age
	Ethnicity
	Family
	Level of education
	Job title and company

	F
	47
	Danish
	Married, no children
	Elementary school 10 years
	Unskilled slaughterhouse worker, MEAT INC.

	F
	54
	Danish
	Divorced two children 28 and 25
	Elementary school 10 years
	Unskilled slaughterhouse worker, subsidiary of MEAT inc. 

	F
	33
	Finnish
	Married, no children
	Elementary school and high school 12 years.
	Unskilled slaughterhouse worker, MEAT INC.

	M
	43
	Danish
	Married 2 children 17 and 19
	Elementary school 9 years, trained as skilled bricklayer
	Unskilled slaughterhouse worker, MEAT INC.

	M
	37
	Kosovo
	Married no children
	Elementary school, high school 12 years
	Unskilled slaughterhouse worker, MEAT INC.

	M
	54
	Danish
	Married 2 children 31 and 25
	Elementary school 9 years
	Unskilled slaughterhouse worker, MEAT INC.

	M
	32
	Sri lanka
	Married 1 child 1year
	Elementary school + high school
	Unskilled slaughterhouse worker, MEAT INC.

	M
	44
	Danish
	Married 3 children 12, 15 and 17
	Elementary school. 
	Skilled slaughterhouse worker, MEAT INC.


1.2
The key data questionnaire will be filled in for each interviewee and annexed to the case study report.

2. Work biographies, career construction, trajectories

2.1
Career profile(s) in the occupational group (OG) – Characterisation of trajectories –Changes and driving forces.



The slaughterhouse workers interviewed for this study all have around 9 years of schooling, 3 have attended high school for an extra two years. Most workers have done other forms of production work prior to their present job and changed to slaughterhouse work because of the pay. Slaughterhouse work is among the best paid unskilled jobs in Denmark, but is also hard work. Prior to their present employment in MEAT INC., most of the interviewees also tried working in smaller slaughterhouses. 



When asked for their career plans, most workers simply don’t find the question relevant. This group is in general not thinking in terms of “careers”, and do not talk of their job trajectories in terms of strategic career moves. Most of the workers plan to stay in slaughterhouse production work until they retire, or as one of them say “As long as I can take it”. (Slaughterhouse work is physically demanding and it is well known among workers that they may at some point have to quit or change their line of work in order not to be physically worn out). Most workers emphasize the social life, tone and culture of the slaughterhouse to be the reason for their staying in this business, in spite of the demands to work hard and fast. The language culture of the slaughterhouse is very direct and down to earth, and older workers say they used to have a lot of fun and strong social bonds between workers in the old slaughterhouses. 



Only one of the unskilled workers are considering apprenticeship to become a skilled slaughterhouse worker sometime in the future, but since there is no difference in pay or working conditions between skilled and unskilled workers, there is no strong incentive to engage in apprenticeship for any of the unskilled workers. However being trained as a skilled worker is an obligatory point of passage to becoming line manager. None of the interviewees have ambitions to be trained as a manager. None of the interviewees have had longer periods of unemployment, except two workers with non-Danish ethnicity who have been out of the labour market while they have been in refugee camp. It seems that all interviewees have a very strong commitment to work, and take pride in supporting themselves without the help of unemployment benefits.



The 3 female interviewees have all done domestic work as au pairs or in service industry prior to working in the slaughterhouse. One began her work life in a hotel and then changed to working in a laundry before finally choosing MEAT INC.. She has been employed in two of the old slaughterhouses that are now closed down, before her present job. The second went from working as an au pair to working in various production companies prior to becoming a slaughterhouse worker, she has only experienced one closing of her workplace. The third wanted to take a longer education after finishing her au pair job, but lacked the Danish skills and is now happy to have ended up working in the packing department of MEAT INC.. She has been transferred once due to restructuring. All of them are quite happy to stay working in the slaughterhouse and have little interest in changing their line of work or present tasks. According to the shop steward it was not possible to interview female workers with non-Scandinavian ethnic backgrounds, since none of them had the Danish skills to be interviewed without an interpreter. Apart from the monetary incentive to working in the slaughterhouse, all of the women refer to the social relations and general atmosphere of the old slaughterhouses as the reason to staying in this line of work. Men mostly refer just to the pay, though some of them say they like the humorous tone and the directness of the culture. Only one of the 5 male interviewees is a skilled slaughterhouse worker and has worked in slaughterhouse production since 1983. Of the remaining 4 unskilled male workers one is a skilled bricklayer and changed to slaughterhouse work because he got tired of the unreliable building industry with seasonal short periods of unemployment. One worked in another production company prior to his employment in MEAT INC. and changed because of the pay. The remaining two are refugees and working in MEAT INC. was the first job opportunity they were offered. They both worked in smaller slaughterhouses prior to their present job. All 5 have experienced the closing of two or more slaughterhouses and have been transferred numerous times in their careers. Choosing to become a slaughterhouse worker because of the pay is common to all of the male career profiles, as well as a steady commitment to stay in the company despite the problems caused by restructuring.

   2.2
Characterisation of the organisational contexts – Relations between restructuring and changes in career profile(s) and trajectories.


MEAT inc. owns almost every pig slaughterhouses in Denmark and is in turn owned by Danish pig farmers who are affiliated as members. As global markets have put pressure on competition, MEAT INC. have rationalized production by separating slaughtering from meat processing activities and distributing all meat processing to subsidiaries often placed in the UK and Germany. Also some of the manual deboning tasks have been moved to Germany, where it is done cheaper. This type of relocation is however not done on a large scale. All slaughtering still takes place in Denmark to secure that the meat gets the attractive DK brand, signalling high quality and food security.  Within national borders, MEAT INC. has restructured by closing down a lot of smaller slaughterhouses and built a new very large plant in central Denmark. In the new plant a lot of the heavy and time consuming tasks have been automated, and the more costly manual tasks such as cutting and deboning have been reorganized (taylorized) to increase effectiveness. Accordingly, all of the interviewed workers have experienced transfers from at least one of the “old” slaughterhouses to the new, larger facility. One worker had experienced the closing of 7 slaughterhouses prior to his present employment. For the workers interviewed, the main reason for changing workplace, thus do not originate in the thoughts and plans of the individual worker, but more in the possibilities for employment offered by MEAT INC.. With the closing down of approximately 2000 jobs in the last 5 years, the possibilities for slaughterhouse workers to choose their own workplace have narrowed down. The large new plant is seen to be the last Danish slaughterhouse to be closed down, and hence the most reliable workplace in he slaughterhouse business. 

2.3 Influence of institutional arrangements and policies on the nature and evolution of career profile(s) and trajectories.

The Danish labour market is characterized by a model of “flexicurity”, having 3 important characteristics: 1) Allowing employers the possibility to hire and fire with relatively short notice 2) Giving the employee financial security by relatively high unemployment benefits supported by workers unemployment-insurance and mainly financed by the Danish state and 3) A general politics of “activation” in the Danish labour market, ensuring retraining or help to find a new job from both companies and the state. MEAT inc. has participated very actively in the latter process in connection with closing down a large number of slaughterhouses. Only one of the interviewees has needed unemployment benefits, as most of them have been employed non-stop since they began their working life and take pride in not receiving welfare benefits. 

In Denmark institutional arrangements and policies are not products of legislation or company directives but of national agreements setting the national frames for working time and working conditions for different sectors. Negotiations between unions and employers organizations thus ensure a frame for working conditions and working time that can be slightly adjusted, but not renegotiated locally by the company. Piece rates, however are adjusted locally for each plant, but within the frame of standardized time-studies. Interviewees appreciate their union and the Danish legislation which give them the financial support in case of loosing their jobs or in the event of strikes, and feel they have a good safety net in case of extreme emergency. This is supported by the company’s own social program, giving workers financial compensation in the event of closing down a slaughterhouse, and also helping each worker to find a new job by financing retraining or schooling for employees who loose their jobs through restructuring. A few of the workers interviewed can remember actual incidents where they needed support from the union or legislation in order to secure their job and work trajectory, mostly in the event of illness and injury. All can refer to collective conflicts and strikes in the past, but not exactly to personal histories of drawing on the resources of national legislation or agreements, but all have episodes of either the company or the local shop steward helping people out in times of trouble. One worker received financial compensation from the company because he decided to move to the local area of the new plant, and had to give up his old apartment to do this. Also MEAT inc. invests a great deal of time and resources in language courses for workers with poor Danish skills to secure the integration of this new group of workers, these courses have been obligatory for both of the non-Danish workers interviewed. By working in the company, refugees from non-EU countries can get permanent residence permit, this takes 7 years of uninterrupted employment, and MEAT INC. provides written documentation for this. One immigrant worker tell that he will not jeopardize himself by changing job or consider any career moves before 2008 when his 7 years are up and his permanent residence permit has been approved.  

Even though almost all interviewees claim that they do not really use the union a lot, they all stress the importance of membership and talk a lot about how a large number of smaller conflicts are being solved on a daily basis by social dialogue between management and workers mediated by the shop steward. When starting up a new slaughterhouse, production does not run smoothly, and this gives quite a lot of smaller conflicts between workers and management because the salary is very dependent on production flow, since the salary is based on piece rate. Workers tell that this situation results in a great number of smaller disagreements bringing departments on the edge of conflict, but almost always solved locally through dialogue between shop steward and the management. Strikes and head-on conflicts are thus less frequent than just 5 years ago “Lately we are becoming very good at negotiating”.
2.4
Gender dimensions of the career profile(s) and trajectories.


Both women and men refer to pay, as the main reason for choosing slaughterhouse work. Women workers are very often unskilled; this is also the case for the 3 women interviewed for this case study. While all of the women interviewees are unskilled, one of the men is trained as a skilled slaughterhouse worker. Slaughterhouse work is traditionally a male profession; this is still highly visible in the gender division of the slaughterhouse under study. The slaughtering, cutting and boning departments where the most strenuous tasks are carried out, the vast majority of workers are men. In the packing department as well as in the subsidiary company handling pig casings the majority of workers are women. One of the women interviewees are working in the boning department as the only woman in the entire department. Almost all women in MEAT INC. are unskilled workers, but work under the same formal terms and conditions as skilled workers. There is only one female manager in all of Danish Slaughterhouses, and it is very rare for women to pursue careers as managers in this line of work. This has to do with the gendered division of labour. The tasks normally considered “female” are all in the packing department or in the cleaning of pig casings, and does not involve knife-skilles and on that ground apprenticeship is not offered for workers in the packing department or workers cleaning pig casings. Apprenteceship involves becoming slaughterer and not a meat packer, and thus involved core tasks as slaughtering, cutting and deboning. These tasks are not only physically strenuous, but also rather macabre, and are generally associated with male competence. Since apprenticeship is not an option in the “female” departments, becoming a manager is very unlikely for women working in slaughterhouses.   

2.5
Diversity dimensions of the career profile(s) and trajectories (ethnicity dimensions)

Two of interviewees have come to Denmark from non-EU countries. One is from Sri Lanka and was in the process of being trained as a banker prior to becoming a refugee. The other, born in Kosovo, had 12 years of schooling and was beginning to specialize in design, but had to leave the country because of war. Both are working in the slaughterhouse because it was the first job they where offered, they stayed because it pays well and doesn’t require extensive Danish skills. Both are happy to keep working there, but only one of them is planning to enter into apprenticeship to become a skilled worker and have more variation on the job. When asked if he would one day become a manager, he shakes his head and says: “If I am skilled worker then no more, I don’t think any further than that, it is very hard for a foreigner to get big jobs here, competition is hard, because the slaughterhouses have fired a lot of people, I don’t have the opportunity because I am a foreigner”. For non-Danish workers, the slaughterhouse is one of the few workplaces where language skills is not a big problem, and relative to other jobs with little demands for language skills or formal education, the pay is a lot better. Once again pay is the main argument for choosing this line of work. The non-Danish workers interviewed, all feel well received by the management and co-workers. As the trade of slaughterers is traditionally a male profession, it has also for many years been conceived as a white profession, and although workers with non-Danish background will soon outnumber Danish workers, the multi-cultured workplace is still a rather new phenomenon. This is seen by the very low level of skilled workers with non-Danish background. Today all managers in MEAT INC. are Ethnic Danes, but recently the first non-Danish worker was selected for training as a manager.   

3. Changes in occupational identity

3.1
Characterisation of the occupational identity for this OG: from its position in a social and economic organisation; from the individual subjectivity point of view (meaning of work, collective feeling, identification); from the collective point of view (collective dimensions and capacities).


Slaughterhouse workers are traditionally considered a strong worker’s collective. All workers are organized under the same union and have a tradition for strong affinity between members, and Danish slaughterhouses have a long history of conflict between workers and management with frequent wild cat strikes. Workers are well represented and feel that if they need the union, they can always get help. Before restructuring there was a tendency to quickly mobilize collective resistance in case of conflict, even in smaller local issues. The union makes workers feel safe, and membership is considered obligatory among workers. From the perspective of the individual worker, the content of work does not itself give a feeling of collective identity, rather it is social relations formed at work  that make the worker feel like part of a community. Although all workers are organized under the same union, the workers collective seem to come from the local community of the workplace rather than social and economic organization.



Recognition seems to come from co-workers rather than management, the most widespread impression being, “if your manager leaves you alone, you are doing a good job”. When asked directly how managers have shown their appreciation, one worker quotes her manager joking with her in a friendly way: “It is so annoying; I can never find anything to complain about with you”. Praise and appreciation is often stated to be closely related to humor, irony and little practical jokes, and rarely comes from the line manager who is perceived to be distant and busy. When workers feel recognized it is often through social interactions with peers characterized by teasing each other, telling jokes or talking about private life in the breaks. This always concerns private issues, since it is part of the culture not to comment on the work of peers (at least not directly), commenting on work is the manger’s job, especially when working in groups at the conveyer belt. Most workers do not see competition as an issue in their work life, however in the subsidiary company handling pig casings, the problem of competition is an issue. In this company work is organized so that the piece-rate salary may vary up to 40% from one task to another, needless to say, there is a great deal of hidden and informal negotiation on who gets the well-paid tasks. Is seems that in this particular case, it is the old-timers that win these types of negotiations while the newcomers (often non-Danish workers) have a harder time understanding the game and the informal code of conduct of the workplace.      

3.2 Changes in occupational identity (nature of changes, concerned workers, explicative factors)

The overall impression of the interviews is that occupational identity unites people by task and local work groups rather than by trade and Company. Along with this the long history of strikes and conflicts seem to have changed in the last 5 years, with less strikes and major conflicts. Most of the interviewees say they have not had specific need for representation or help from unions and legislation, and feel they can take care of problems with management on their own. All interviewees feel that the slaughterhouse has good procedures for solving minor problems through local dialogue, but still stress the importance of the unions and the shop steward as a safety valve.  

The majority of the interviewees have been working in MEAT INC. for more than 10 years, and this group all tell the stories of how the previous strong workers collective is dissolving. The tendency for work to loose its identity forming and community building aspects and instead becoming “just work”, seem to characterize all the old-time slaughterhouse workers interviewed as well as some of the newcomers. Workers tell that they used to have close personal relations to their colleagues in the old slaughterhouses; one still celebrates Cristmas and family birthsdays with his old colleagues. The more private or family-like relations between workers and between workers and managers is slowly being replaced by a more formal attitude to the workplace, characterized by less social relations with colleagues outside of working time, less talk in the breaks and an overall weakening of collective feelings among workers. Also, as the trade of slaughtering becomes subject to automation and the core knife-skills become even more taylorized, there is less ground for a collective occupational identity. What was once a trade has now been transformed into a number of loosely coupled tasks to be performed by trained hands and bodies undermining the historical occupational identity characterizing the trade of slaughtering and, it might seem, also the workers collective. 

3.3
Relations between restructuring and changes in occupational identity for this OG (support new identity, threaten identity, affect solidarity, transform social dialogue – how?)

When talking about the weakening of collective feelings and social bonds for this occupational group, the interviewees primarily view this tendency to originate in the transfer from smaller slaughterhouses to the new large plant, bringing a large number of people together without integrating them as a collective. The size of the new plant and the large number of workers make any form of closeness and familiarity difficult, since departments are a lot larger and management and shop steward more distant. Also the pressure to increase efficiency and food security has taken away some of the “slack” that previously afforded the formation of social relations at work. As an example of this, workers tell that the time it takes to get through the hygiene routines and walk to the canteen now has to be deducted from the lunch break, shortening the break from 20 to 9 minutes. Adding to this, increased demands to work faster and divide work into specialized tasks, seems to impair the building of informal relations to co-workers by making conversation virtually impossible while working at the conveyer belt. Another and more important factor is the geographical spread of workers. The vast majority of workers are transferred from old slaughterhouses and accordingly, most workers live far away from the new plant. Some of the interviewees have 2 hours of transportation time per day, reducing the incentive to engage in social activities after work to the bare minimum. Although the company offers workers several options for creating social relations at work, such as exercise rooms, massage, physiotherapy and frequent cultural arrangements, the overall tendency is for workers to “hurry home”. Only a small part of the local production workers engage in social activities after work. 

The ethnic and cultural diversity of the group also makes it difficult to form a homogenous collective. It is common for the departments (especially the day shift with a majority of Danish workers) to divide in groups according to their nationalities when taking breaks. Some of the Danish workers interviewed feel that most non-Danish workers do not want to integrate themselves socially and just want to make money and go home. The 2 interviewees coming from non-EU countries on the other hand feel well received in the slaughterhouse and do not complain about isolation or racism.

The size and diversity issues in the new plant not only impair collective feelings of workers but also their capacity to act as a group in case of conflict and disagreement with management. Language barriers to the possibility of forming collective resistance and social ties are returning themes through the interviews. “There are no conflicts because departments have grown so big, 120 people can’t agree to stop working and sit down (…)They (management) can easier enforce a new piece rate than before, you can’t explain people with non-Danish background what they are really accepting, it is difficult enough for us (native Danes) to understand, so people who don’t speak Danish can’t possibly take a stand on weather a new calculation of the price rate is any good at all”.

This development towards less conflict and weakening of the workers collective is seen by workers not only to be the effect of restructuring but also an impact of the company’s need to keep up with international competition. “The HR department keeps saying, that it is the value-based management program that should take credit for the fact that people no longer strike, but I think it is rather the threat of closing the slaughterhouse hanging over people’s heads that does it”. The once so rebellious Danish slaughterhouse workers interviewed for this case study feel that their occupational group has been partly silenced by the threat of globalization. The fact that the company can easily close down smaller departments or move cutting and deboning tasks out of the country is constantly in the awareness of workers, both through the media but especially due to the company training-course: “understanding the whole” where workers are informed about the company and its placement in international competition, understanding the pressure of global competition (all part of a program of value-based management). This makes workers acutely aware of how the global market demands efficiency reliability and cooperativeness of workers in order to secure the existence of the company. From a “wholeness” perspective, there is no longer any outside to the slaughterhouse, and the very ground for resistance in form of strikes thereby weakens. Never the less slaughterhouse workers and management know that salary is not a relevant parameter for international competition for Danish Slaughterhouses, and the union do not accept a decrease in salary no matter how hard competition gets. Issues like quality and food security and stable delivery is now what keeps the jobs within national borders. This transforms the way social dialogue is taking place in the slaughterhouse. Where previously slaughterhouse workers where famous for their collective ability to “put down the knife” and go home as a response to even minor disagreements (also issues not concerning their own local workplace but events taking place in other slaughterhouses), they are now becoming experts in local negotiations and mediation. “A few years ago it didn’t take much to get us to strike, now we have instead become really good at negotiating. We know that things are sent to Germany and Poland already and if we don’t control our expenses, as for example strikes, then the work will disappear. That’s what they tell us all the time (…) Globalization does not go away, and there is lots of work to do still, we can see that negotiation is the way to go now, we never got anything out of all the strikes anyway, except to go home unpaid”. 

This new proliferation of local and ad hoc negotiations is primarily happening through representation, and the shop steward works more than full time to secure the rights of workers in the slaughterhouse. But negotiation also happens at the level of the individual department, as the worker engage in  dialogue with the line manager and attempts to solve matters on their own (although not in issues involving rules and legislation, here the shop steward and union is always involved). Even though workers see the decrease in strikes as a sign of weakness, they also tell how they and their union have become really good at solving matters along the way. “We are always on the edge of conflict, but there is no real conflicts any more..” says one worker. It seems that instead of the absoluteness of conflict and wild cat strikes, workers and union representatives have changed their strategy into never ending negotiations which on the one hand does not give the secure foundation of firm boundaries, but on the other hand never really gives in to the demands of the employer. The worker’s response to a global economy and its lack of an outside on which to base resistance becomes then, a corresponding absence of an outside to conflict. Conflicts then become prolonged into a semi-permanent condition immanent to the slaughterhouse instead of an absolute attempt to completely overcome or transcend the demands of the employer. 

4. Quality of work

4.1
Relations between restructuring organisations and working conditions for this OG – Changes occurred and their evaluation.



The formal working conditions are a result of national agreements, and are thus not altered by restructuring. Pay, terms of notice and contracts all in all remain the same (for terms and conditions see the corresponding org. case study). Never the less the new organization of work the increase in the use of automation in production makes local changes in the working conditions. As an example, the task of deboning is divided between each worker along a conveyer belt, thus making them dependent on the person next to them and the speed of the conveyer belt. Previously each worker used to work in his own pace and was able to adjust this to suit his own physical and motivational needs, making room for slow days or days of making more money by working faster, and having more variation on the job. The piece rate is now set for the whole group, demanding strict adherence to working schedule, precision in returning from breaks and complete compliance to the pace of production and the plan for rotation of tasks between workers set solely by the manager. The monotony of work tasks and the top-down distribution of tasks and time make workers feel rather “tied up” (in more than one sense) and thus impairs the quality of work, making it less inspiring and making workers care less for the production in general. One worker states that in contrast to when the new plant just opened and everyone where eager to make things work, people are now becoming indifferent to problems that need to be fixed and stopped caring for the working conditions of their colleagues: “If it doesn’t concern you, you don’t do anything about it”. On the positive side, all interviewees praise the automation of production taking away many of the strenuous tasks and heavy lifts that has characterized slaughterhouse work for decades. Even though it is still hard manual labour, the risk of injury to the back is a lot lower in the new plant. The only problem is that this risk has been replaced by the risk of repetitive strain injury, due to the specialization of tasks. Workers however feel that when machines work and production runs smoothly, physical working conditions are a lot better than before restructuring. In general workers feel that pace of work is too high, and that management keep wanting them to work faster without paying them more. “Every time the union succeeds in negotiating a higher salary, they (management) just tighten the piece rate”. The calculation of new piece rates for the plant is not settled yet, and the local negotiation of piece rates is a big issue between workers and management. Workers fear that management will force them to work even harder for the same amount of money, as the more strenuous and time consuming tasks are taken over by machines, and the pace in production goes up. Many of the interviewees feel stressed at work and worry if they will be able to keep up with the demand for efficiency and speed without injuring themselves or burning out. 



Where the non-Danish workers interviewed are happy about the general atmosphere in the workplace, some of the native Danish interviewees have a hard time coping with the new cultural diversity. They all claim, that this has nothing to do with racism, but is a consequence of language barriers and cultural differences that cannot be coped with when management keeps requiting new workers from abroad. Non-Danish workers have the same formal terms and conditions as native Danish workers and are almost always members of the union; there is very little use of short term contracts, except in the holiday periods. 

4.2 Management of working time for this OG – Current situation, trends, expectations.



As recently decided by national agreement slaughterhouse workers work 40 hours a week in 2 shifts. A normal Danish working week is 37 hours. The day shift work from 6.oo to 14.35 and the night shift work only 4 days a week from 14.35 to 00.35. This gives workers on the night shift one day off, but they can not decide for themselves which day it is. The weekly day off varies from week to week according to a fixed schedule. According to the collective agreements for slaughterhouse workers, the 3 extra hours per week are not considered overtime and will be paid as regular working time. The 3 extra hours, however, has to be added up and given as compensation time, this adds up to a total of 3 weeks and 3 days of compensation a year for each worker, adding to the 5 annual holiday weeks. All planning and managing of working time is done by the line manager. However the shop steward knows of one group who collectively agrees on holiday planning with their manager. One Danish slaughterhouse is trying out a 42 hour working week as an experiment, workers comment on this by saying that this would be unacceptable for them, and fear this development in the future. Most workers are happy about the 40-hour week because of the extra compensation time, even though they don’t like the principle of working overtime without compensation in salary.

4.3
Gender dimensions of the approach of working conditions in this OG.



In terms of working time the slaughterhouse favours a traditional male worker without much responsibility for domestic work or childcare. However the willingness of the management to adjust working times for workers with childcare responsibilities make up for some of these problems. In spite of the massive investment automation at the new plant taking away most of the heavy lifts and strenuous tasks, the physical working conditions are still marginalizing women. As a consequence of the disappearance of time consuming heavy lifts, the general pace of production has gone up, leaving room for more injuries to the wrists and shoulders due to repetitive strain, because workers want to keep working the maximum piece rate in order to make as much money as before. Women often having less strength and stamina in hands and arms, get injures faster than men, and do not last long, especially in the cutting and boning departments. 



Another gendered feature of the working conditions is culture of the slaughterhouse being very masculinist, at times downright sexist. Women who are not willing to play the game and exceed their male colleges in “talking dirty” and tell them off, do not stay in the slaughterhouse for long, women who do play the game are highly respected and appreciated by their male colleges. Male workers tell that most women in the slaughterhouse get used to the tone really fast and become even more sexist than the men, or they leave. One of the female workers tell that even in the “female” packing department, the sense of humour charaterizing interactions between between the girls is “a male kind of humor”. Most jokes are about sex and pin-up posters on the wall at the shop stewards office does not seem to bother anyone, (at least not anyone still working there). This has to be seen in the light that recognition and appreciation comes in the form of joking, teasing and having fun with co-workers: “If nobody bothers to make fun of you, you are an outsider”. From the data material gathered for this case study it is not all black and white, (even in a case when the guys on the line request a female co-worker to “drop her pants so we can see her new tattoo” and the woman in question allegedly did so without hesitation and with a big smile), it is not clear what function sexist talk has in the slaughterhouse, just that it has many functions besides the oppression of women. There are stories of women who asked to be transferred because of sexual harassment, as well as stories of women who see the sexist tone of the slaughterhouse to be an intrinsic part of what makes work fun, and enjoy commenting on their male colleges in a similar sexist language. To the three women interviewees the sexist tone of the slaughterhouse is not seen as a problem at all.  

5. Learning and skills development

5.1
Changes in skills requirement for this OG (upskilling / deskilling processes, nature of skills and competences) – Place, role and uses of ICT in the skill processes – Explicative factors and evaluation.

Due to changes in work organization (automation/taylorization) the work done in production, have very low knowledge intensity, it is possible to work in production even for workers that do not speak Danish or are semi-illiterate. Some foreign workers, especially women, still don’t speak or write Danish. Where this was no problem only a few years ago, the demand for schooling is increasing. This is not only due to new diversity of the workplace and the general policy of MEAT inc. to show corporate social responsibility, but also to the widespread use of computers and other written material. Due to automation and electronic logistics systems, reading and writing skills are becoming important, just as qualifications in working and adjusting machines are becoming an intrinsic part of slaughterhouse work. 

One of the workers interviewed is a skilled worker and has been selected for one of this new type of more knowledge intensive jobs. He has received special training in ICT and electronic logistic systems prior to being transferred to the new plant. Along with his regular cutting and boning tasks, he now is responsible for the electronic management of the flow of raw materials in the production line. This has changed his relations to work altogether, his feeling of responsibility has changed also, his new technical skills seem to blur the perceived boundary between himself as worker and the managers, as new technology is connecting tasks that where previously separated: “We should not take decisions for the line manager just because we run the logistics of the line, that´s his job, not mine. If for example someone calls in sick in the morning, that means we have to manage that as well, and we are not managers, that decision is theirs to make not ours (…) We get tasks that are not ours but follows you when you take part responsibility for starting up the production line in the morning by ordering raw materials for the department”. This blurring of the boundaries between workers and line managers seems to be exciting and threatening at the same time. Instead of the physical stress this worker used to feel at work, he is now feeling a more mental type of stress, having to worry about the flow of production. Never the less he clearly prefers the latter type of stress over the former and is very happy with his new tasks and would never go back to standing at the conveyer belt.

The increase in knowledge intensity and responsibility due to automation only goes so far however. Only a very few number of workers actually work with tasks involving extensive IT qualifications and technical skills. The increase in automation and the use of computers in the workflow thus shows classic example of a simultaneous upskilling/downskilling process, where a few workers get significant technical skills and have increased responsibility and influence, where the major part of the workers are less challenged and have fewer learning opportunities on the job. There are no formal skill criteria for the selection of workers for the new “upskilled” type of jobs. In general, workers who show initiative and a positive attitude and have a flair for technical problem solving are often those selected. Women and non-Danish slaughterhouse workers are rare members of the new “upskilled” group. At the moment only male workers (both skilled and unskilled) are getting this new types of jobs.  The “downskilled” part of the workforce have less use for their previously so cherished knife-skills, and more use for resetting machines and diagnosing  machine failure. It does not seem that the latter type of machine skills are easily passed on in the slaughterhouse, as most of the interviewees tell that they do not  know a lot about the new machines and often suffice with asking someone who knows better   

5.2 Management of learning and skills changes for this OG (learning opportunities, formal training…).



Most learning and training take place as a part of the ongoing flow of production, new workers being trained by more experienced colleagues. All workers say that they feel good about their access to learning and training at work, because you can always ask to be transferred into a new department if you want to learn something new. Not all workers are interested in learning new things, however, only 3 of the 8 interviewees like new challenges and have the desire to change their present tasks. The rest are happy where they are and would like to continue with their task. For old timers who are eager to learn something new, the new plant and the necessary recruitment of lots of new workers does not live up to the expectations. “It is rare that something new comes along here, it is a slow process because there are new workers coming in al the time, and they take up all the training. Old timers like us who know our functions are not tampered with”. A woman working in the packing department tells that she had no training at all when she came to work in the new plant. The tasks in packing the meat are very simple in comparison with the tasks of cutting and boning that take several weeks to learn. Never the less the learning process of the new worker in the packing department indirectly affects the group piece rate, in that they need to disturb the more experienced workers with questions, thus taking them away from their work and affecting the groups collective performance. This made the training period difficult for the new worker, feeling that she did not have legitimate access to training and that she was a burden to her colleagues.     

5.3
Gender dimensions in the changes in skills requirement for this OG (trends in the recognition of formal / informal skills)


As noted before, women workers are not selected for management or for the new type of technical upskilling. Apart from the fact, that the slaughterhouse recruits fewer women than men, this also has to do with the gendered division of labour. As women production workers tend to work in the packing department or in the subsidiary company cleaning pig casings, and are rare guests in the slaughtering, cutting and boning departments, their skill profiles more resemble general production workers than traditional slaughterhouse workers and are not offered apprenticeship, hence do not get selected for management. 


Both the top manager and the shop steward have experienced that most women don’t last long in the slaughterhouse, not only because the work is too strenuous for them, but also because it is rather macabre and does not appeal to women in general. This is not the opinion of all interviewees however, as some (also some of the women) think that with automation taking away most of the heavy tasks, more women will be working in slaughterhouses in the future. It seems that as the increasing taylorization and automation of slaughterhouse production work, changes the trade of slaughtering into a set of tasks, and thereby as an unintended consequence erodes the traditional white/male occupational identity of the slaughterhouse worker, an opening for future changes in the gendered division of labour becomes possible. As skill demands become less extensive, more types of unskilled workers can enter the slaughterhouse. Another tendency undermining the gendered division of labour is the general lack of labour power in Denmark, forcing the company to recruit workers from segments not traditionally belonging to the trade of slaughtering, also opening up for more diversity in the workplace.  

6. Work-life balance

6.1
Family friendly policies for this OG – Existence, access and interest.



Apart from the possibility for parents (especially single parents) to negotiate working time to suit the opening times of kindergardens (generally available in Denmark and  partly state financed) with their line manager, workers do not know of any family friendly policies in MEAT Inc. None of the workers interviewed have had their working time altered to suit the needs of their family, but have taken care of this by the help of their spouse, their neighbours or their parents. Some workers wonder why only workers with childcare responsibilities get special working times. To workers with grown children it seems unfair that it is not possible for the workplace to adjust working times for those with more than 2 hours of transportation time.

   6.2
Relations between work and family for this OG – Difficulties, opportunities, changing boundaries. 



The main difficulty for parents working in MEAT INC. is that the working time does not fit the opening time of public service institutions such as kindergardens, doctors, dentists and so forth. Working the day shift means beginning the workday one hour before normal opening hours of Danish kindergardens, and working the night shift is even more incompatible with the rest of Danish society. Adding to this is the 40 hour working week, which does not suit the needs of parents wanting to spend time with their children. As long as the children have not started in school this is not a big problem, since the parent has a lot of compensation time to make up for the 40 hour week. Once children are in school however, parents can not use the extra compensation time or weekly day off to be with their children, since they are off to school during the “normal” working hours. People working the night shift can use the weekly day off to plan visits to the doctor and so forth, but any regular planned social activities or hobbies is obstructed by the fact that the weekly day off is changing from week to week. Another impact of restructuring on work-life balance is the increased transportation time for workers transferred from old slaughterhouses. When transportation time adds to the 40 hour week, not much time is left for childcare, domestic work, hobbies and social life. 



Only one of the interviewees currently divides childcare responsibilities with the other parent. They take turns, one working the day-shift and the other working the night shift. This division of labour is not going to work when the child starts school however, as the parent working the night shift can no longer spend time with the child during the day. The worker in question has tried to persuade management to allow for them work the day shift together. The manager does not approve of this however, since he does not feel he can spare the special qualifications of this particular worker. 

6.3 Gender dimensions of the relation work/family for this OG.

Most interviewees with families tell that the division of labour is relatively equal at home with a small tendency for women to do more domestic work than men. On the other hand, male workers tell that it is mostly “the girls” who needs to have their working time altered in order to fit the opening hours of the kindergarden or day care. Only one of the women interviewed have children, and is a single parent. She used to hire help from friends and neighbours to get by while the children were very young. “They (the children) tend to be a bit more grown up than others, because it all has to work out, my daughter was 10 when she was able to take care of everything on her own, she got up in the morning with her little brother and got them to school all on her own”. Most of the male workers interviewed have children over the age of 17, they all remember getting by without the help of the company, sharing childcare responsibility with their spouse. 

7. Conclusions

7.1
Basic characteristic of the case study.



When told from a workers perspective, the story of the restructuring process in MEAT Inc. has apparent similarities to the biblical myth of the tower of Babel (where restructuring ironically plays the role of the interventionist God). The centralization of production and the need to recruit workers from a broader segment, (both in terms of diversity and geography), tends to obstruct collective action and resistance capacities on the part of workers. With more than 20 nationalities (recruited directly from other countries or transferred from a large number of old slaughterhouses) being assembled in a plant that has only been running for two years, it is surprising that workers still refer to the social relations at work as the main argument for staying in the business. The monetary incentive to choosing the slaughterhouse as a workplace is weakening as automation speeds up the pace of production work and slaughterhouse workers have to be in very good shape to make the same money as they used to make with the old piece rates. In spite of all this, all the workers interviewed plan to stay in the slaughterhouse, even though they are in demand, and could easily get jobs in other types of production companies. The paradox for this occupational group is thus, that even though they are happy to stay where they are, they unanimously mourn the loss of the one thing that seems to keep them there: A strong and homogenous worker’s collective. The disintegration of the collective feeling of workers seems to be a direct consequence of the size of the new plant as well as the diversity and geographical spread of the workforce. 

7.2 Global evaluation of the consequences of restructuring, work organization and quality of life for this OG


Restructuring thus has consequences for quality of work and life in several ways: 1)new asymmetry in the work/life balance due to increase in working hours and longer transportation times 2) Less freedom of movement in the deboning departments due to reorganizations of production flow into group work at conveyer belts making the work even more taylorized than before, 3) Downskilling/upskilling processes where the major part of the workforce unfortunately ends up on the downskilling side of the equation 4) Erosion of the traditional absolute forms of workers resistance (strike). 



The fourth consequence is not only due to the increase in size and diversity of the workforce, making collective action more difficult, but also to the introduction of global markets into the work and life of workers, making it difficult to refer to a transcendent outside of the company on which to base the resistance. Even the shop steward refer to the paradox of advising his colleagues to be less rebellious, but sees no way around it when the threat of global competition and the possibilities for moving a significant number of jobs out of the country is so apparent. Globalization is (by nature) an intrinsic part of the workplace and thus the minds and bodies of workers, and when articulated as a development “out there” to be protested against, resistance seems self-defeating- if not futile. 



However, the case study also point to alternatives to this brutal dystopia. It seems that resistance does not die altogether with the disappearance of the head-on conflicts and strike. Instead of referring to a transcendent outside to the company on which to base workers protests, workers seem to tell stories of new immanent strategies of resistance working from the inside of a global economy and from the inside of the ongoing production flow. Strategies of negotiation (immanent to the workplace and the ongoing flow of production that secures workers their jobs) are replacing the strike as a tool for securing the position of workers. With the strong traditions of respectful negotiation the Danish labour market, this may not be a bad strategy at all. 



Also, the disappearance of  slaughtering as a trade and the replacement of loosly coupled hands and bodies into a global economy of tasks the privileged position of the male/white worker is challenged, however not at all done away with. Opening up for a greater spectrum of ethnic and gendered diversity in slaughterhouses is however not altogether successful, since women are marginalized from management by the fixation of the gendered division of labour, partly enhanced by the increased demands for efficiency and repetitive manual labour, making the female body less adaptable to slaughterhouse work, even with the help of automation. When it comes to ethnic diversity, there is still a long way to go for the “Babel” of production work to develop into a collective culture that does not favour native Danish workers (for management as well as for informal hierarchies). With immanent strategies like negotiation taking over the transcendent strategy of strikes and head-on conflicts, the need for sophisticated language skills and deep understanding of the complex rules and regulations becomes apparent and acute. This distributes responsibility from legislation and trade unionists to the local shop steward and demands that the new generations of non-Danish workers are able to take over this task as they will probably come to make up the majority of the workforce in future Danish slaughterhouses.  

7.3
National / regional institutional characteristics that shape the changes observed for this OG and their evaluation.



The Danish model of flexicurity ensures workers a relative feeling of safety, even under the threat of globalization. The Danish tradition of national negotiations between unions and employers organizations gives an institutional frame that secures the protection of basic working conditions for all slaughterhouse workers (gender and ethnicity alike) in the event of global value chain restructuring. This even goes for the event of closing down 2000 jobs, where the joint collaboration of the national policy for an active labour market and the company’s increased focus on corporate social responsibility has financed and secured new jobs and/or retraining for almost all workers from the old slaughterhouses. These frames are adjusted through local negotiations, once again favouring joint the collaboration of workers and management over the two poles of either legislation or management directives. With restructuring making the threat of globalization more apparent for workers the need for workers to develop skills for local negotiations becomes apparent. 

8. Key data questionnaires

	Personal information

	Name/Code
	1

	Gender
	M

	Age
	54

	Ethnic origin (native, migrant …)
	Native Danish

	Family status
	Married, two children 

	Responsibilities in the family/support (short description)
	Children are grown up, so not much work there, he used to pick them up ater school/daycare because his shifts ends early. Now all household tasks are shared between him and his wife.

	Children (number, age)
	31 and 25

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Unskilled slaughterhouse worker, 9 years of schooling, trained by colleges in the slaughterhouse.

	Job history (changes, perspectives, experience of unemployment)
	Metal factory then worked in storage, changed in 1975 to slaughterhouse because of pay. Has worked in three of the old slaughterhouses before this one

	Current job

	Type of organisation (name and short description)
	MEAT inc. owns almost all slaughterhouses in Denmark, slaughtering, cutting and boning of pigs and cattle. The parent company produces fresh meat for retail, and food processing industry. Numerous subsidiaries all over the world, the worlds largest exporter of pork. Point of entry is the new production facility in Denmarks largest  slaughterhouse.

	Present job (job title, position, perspectives)
	Unskilled slaughterhouse worker

	Short description of tasks (changes due to restructuring)
	Same tasks (cutting pigs into pieces of three, and hanging up the pieces) Only difference is that now the heavy lifts are done by machines

	Working hours
	6.00 to 14.35 5 days a week

	Access to training (formal and informal)
	Acces to training if I want to move to a new task or department, only possible if the company want need/want me to.

	Experience of restructuring (main changes in personal job situation)


	All heavy lifts are gone, before 10 to 12 ton on a normal working day. Otherwise tasks are the same, but transportation is longer and the piece rates are not as good as they where before, making less money now but has to work faster. 

Social climate changed, not to the better.


	Personal information

	Name/Code
	2

	Gender
	M 

	Age
	43

	Ethnic origin (native, migrant …)
	Native Dane

	Family status
	married

	Responsibilities in the family/support (short description)
	Outside work, garden, car, repairs on house, wife does the rest.

	Children (number, age)
	2 children, 17 and 19

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Unskilled slaughterhouse worker, skilled bricklayer, graduate school

	Job history (changes, perspectives, experience of unemployment)
	Bricklayer first, then slaughterhouse worker, seasonal short periods of unemployment as a bricklayer, no unemployment while working for slaughterhouses, many transfers

	Current job

	Type of organisation (name and short description)
	MEAT inc. owns almost all slaughterhouses in Denmark, slaughtering, cutting and boning of pigs and cattle. The parent company produces fresh meat for retail, and food processing industry. Numerous subsidiaries all over the world, the worlds largest exporter of pork. Point of entry is the new production facility in Denmarks largest  slaughterhouse.

	Present job (job title, position, perspectives)
	Unskilled slaughterhouse worker, cutting and controlling quality of meat.

	Short description of tasks (changes due to restructuring)
	No change, used to work with sow’s, now its pigs, otherwise same tasks 

	Working hours
	6.20 to 15.00 five days a week

	Access to training (formal and informal)
	Not much

	Experience of restructuring (main changes in personal job situation)


	Pigs are smaller than sows, less heavy lifts, more job security in the new plant, “it will be the last plant standing.” Socially not so much collective feeling. Longer transport time


	Personal information

	Name/Code
	3

	Gender
	M

	Age
	37

	Ethnic origin (native, migrant …)
	Kosovo, refugee, been in Denmark since 1999

	Family status
	Married, no children

	Responsibilities in the family/support (short description)
	Relatively equal division of labour, both shop and cook, wife cleans, Skanda helps out.

	Children (number, age)
	

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	12 years of schooling, grade school ? high school, Several courses in Danish language. Unskilled slaughterhouse worker, cutting-tasks.

	Job history (changes, perspectives, experience of unemployment)
	Had no job in Kosovo, just school. In Denmark only slaughterhouse work. Worked in another slaughterhouse in the same company, and transferred because it closed down.

	Current job

	Type of organisation (name and short description)
	MEAT inc. owns almost all slaughterhouses in Denmark, slaughtering, cutting and boning of pigs and cattle. The parent company produces fresh meat for retail, and food processing industry. Numerous subsidiaries all over the world, the world’s largest exporter of pork. Point of entry is the new production facility in Denmark’s largest  slaughterhouse.

	Present job (job title, position, perspectives)
	Unskilled slaughterhouse worker

	Short description of tasks (changes due to restructuring)
	Same tasks

	Working hours
	14.45 to 00.35, four days a week

	Access to training (formal and informal)
	Courses in resetting machines and IT. Access to learning Danish, both company courses supplemted with extra courses in local language-centre paid at his own expense.  

	Experience of restructuring (main changes in personal job situation)


	More computers and IT, otherwise the same.  Longer transport, social climate changed, worse.


	Personal information

	Name/Code
	4

	Gender
	M

	Age
	32

	Ethnic origin (native, migrant …)
	Sri lanka

	Family status
	married

	Responsibilities in the family/support (short description)
	Childcare, domestic work, equal share, prepare food wife to cook when she comes home and he has gone to work. Help from mother, visits denmark from sri lanka as much as she can

	Children (number, age)
	One child 1 year old.

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Graduate school, high school, appr. 12 years all together, began training as banker, interrupted. Unskilled slaughterhouse worker

	Job history (changes, perspectives, experience of unemployment)
	Before slaughterhouse only school, just slaughterhouse work.

	Current job

	Type of organisation (name and short description)
	MEAT inc. owns almost all slaughterhouses in Denmark, slaughtering, cutting and boning of pigs and cattle. The parent company produces fresh meat for retail, and food processing industry. Numerous subsidiaries all over the world, the worlds largest exporter of pork. Point of entry is the new production facility in Denmark’s largest  slaughterhouse.

	Present job (job title, position, perspectives)
	Unskilled slaughterhouse worker, wants to engage apprenticeship when wife gets more stabile in her job so they can afforde a decrease in salary. No ambitions for becoming a manager.

	Short description of tasks (changes due to restructuring)
	More reading and writing, more computers, basic tasks remain unchanged

	Working hours
	14.45 to 23.55 four days a week

	Access to training (formal and informal)
	Not so much, but manager and colleges teach him new things.

	Experience of restructuring (main changes in personal job situation)


	Socially it has changed a lot, work is basically the same


	Personal information

	Name/Code
	5

	Gender
	F

	Age
	54

	Ethnic origin (native, migrant …)
	Native dane

	Family status
	divorced

	Responsibilities in the family/support (short description)
	I do everything myself, used to hire help with children, sometimes neighbours

	Children (number, age)
	28 and 25

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Unskilled production worker

	Job history (changes, perspectives, experience of unemployment)
	Au pair, various production companies, slaughterhouse work cleaning pig casings

	Current job

	Type of organisation (name and short description)
	Working in a subsidiary to MEAT inc.The subsidiary is build so that is in-house to the new production facility in Denmark’s largest slaughterhouse.

	Present job (job title, position, perspectives)
	Unskilled worker, . No possibilities for apprenticeship, no plans, will stay here until retirement

	Short description of tasks (changes due to restructuring)
	No change in tasks

	Working hours
	6.30 to 15.05 five days a week

	Access to training (formal and informal)
	Nor much just trained by colleges

	Experience of restructuring (main changes in personal job situation)


	The social climate has changed, not as much fun and social relations as before, tasks are the same.


	Personal information 

	Name/Code
	6

	Gender
	M

	Age
	44

	Ethnic origin (native, migrant …)
	Danish, native

	Family status
	married

	Responsibilities in the family/support (short description)
	Wife takes care of domestic work

	Children (number, age)
	3 children 12, 15, 17

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Skilled slaughterhouse worker, training and apprenticeship, basic computer skills, trained in logistics system in production. 10 years of elementary school 

	Job history (changes, perspectives, experience of unemployment)
	Slaughterhouses since first job, 1983, been in 8 slaughterhouses in his career, all are now closed down.

	Current job

	Type of organisation (name and short description)
	MEAT inc. owns almost all slaughterhouses in Denmark, slaughtering, cutting and boning of pigs and cattle. The parent company produces fresh meat for retail, and food processing industry. Numerous subsidisries all over the world, the worlds largest exporter of pork. Point of entry is the new production facility in Denmarks largest  slaughterhouse.

	Present job (job title, position, perspectives)
	Skilled slaughterhouse worker, stays until retirement if possible

	Short description of tasks (changes due to restructuring)
	From main task being cutting and deboning to both cutting and taking care of damaged products and also logistics and electronic management of the distribution of raw materials in production flow

	Working hours
	6.00 to 14.35 some times starts at 5.00. Five days a week

	Access to training (formal and informal)
	good

	Experience of restructuring (main changes in personal job situation)


	Everything is computers now, much more IT than before, new stressfactors, not so much physical but more a mental kind of pressure or stress. Suddenly there is many ways to solve a problem, not just one. 

Socially things are more difficult than before


	Personal information

	Name/Code
	7

	Gender
	f

	Age
	33

	Ethnic origin (native, migrant …)
	Born in Finland, married danish man, moved to DK in 93

	Family status
	Married

	Responsibilities in the family/support (short description)
	Equally shares domestic work with husband

	Children (number, age)
	No children

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Elementary school + high school

	Job history (changes, perspectives, experience of unemployment)
	, au pair, production work in other companies before slaughterhouse.  

	Current job

	Type of organisation (name and short description)
	MEAT inc.  owns almost all slaughterhouses in Denmark, slaughtering, cutting and boning of pigs and cattle. The parent company produces fresh meat for retail, and food processing industry. Numerous subsidisries all over the world, the worlds largest exporter of pork. Point of entry is the new production facility in Denmarks largest  slaughterhouse.

	Present job (job title, position, perspectives)
	Packing department, unskilled worker, no apprenticeship offered in this department

	Short description of tasks (changes due to restructuring)
	weighs boxes, packs meat, order raw materials, print labels.

	Working hours
	6.55 to 15.30 five days a week

	Access to training (formal and informal)
	Not so much time, no traing at all, bad acces to traning 

	Experience of restructuring (main changes in personal job situation)


	Long transportation time is annoying, and the place is so big, the atmosphere is colder, I don’t know a lot of people like I used to


	Personal information

	Name/Code
	8

	Gender
	F

	Age
	47

	Ethnic origin (native, migrant …)
	Native dane

	Family status
	Married

	Responsibilities in the family/support (short description)
	Food shopping, otherwise everything else we share

	Children (number, age)
	No children

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	9 years of graduate school

	Job history (changes, perspectives, experience of unemployment)
	Hotel, laundary, slaughterhouse, numerous transfers

	Current job

	Type of organisation (name and short description)
	MEAT inc. owns almost all slaughterhouses in Denmark, slaughtering, cutting and boning of pigs and cattle. The parent company produces fresh meat for retail, and food processing industry. Numerous subsidiaries all over the world, the worlds largest exporter of pork. Point of entry is the new production facility in Denmark’s largest  slaughterhouse.

	Present job (job title, position, perspectives)
	Unskilled slaughterhouse worker, no ambitions for apprenticeship, like to change job functions a lot, is moved a lot between departments. I like what I do as long as I don’t do the same tasks for a long time.

	Short description of tasks (changes due to restructuring)
	No new skills needed, don’t use computers a lot, not interested, I do the same as before

	Working hours
	6.00 to 15.30 five days a week

	Access to training (formal and informal)
	Good trained in production, no formal training

	Experience of restructuring (main changes in personal job situation)


	Don’t like working at conveyer belt, too busy to hard, shorter breaks, social climate changed, diversity a problem. Longer transportation time.
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