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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

	CODE:
	PROFESSIONAL SITUATION:        (all PW belong to the same company)
	QUALIFICATIONS
	GENDER/ AGE:
	FAMILY STATUS/ CHILDREN

	OCC_PW_1
	In charge of stamp department; 
	6th degree
	Female/34
	Married; 2 sons and 1 daughter;

	OCC_PW_2
	In charge of embroidery department;
	9th degree
	Male/38
	Married; 2 daughters;

	OCC_PW_3
	In charge of the machines fabrics production;
	6th degree
	Male/31
	Married; 1 daughter;

	OCC_PW_4
	In charge of the seamstress area;
	6th degree
	Female/45
	Married; 3 sons;

	OCC_PW_5
	Works with embroidery but do other functions in the stamping and storage;
	6th degree
	Male/28
	Married/1 son;

	OCC_PW_6
	Works in the storage area; First job;
	12th degree
	Male/26
	Single;

	OCC_PW_7
	Works in the storage but he considers himself as a handyman
	7th degree
	Male/28
	Married/2 daughters;

	OCC_PW_8
	Works in the stamp department and is responsible of paint mix (the only one who knows how to do it in the company)
	7th degree
	Female/43
	Married/1 son and 1 daughter

	OCC_PW_9
	Works in embroidery; First job
	9th degree
	Female/22
	Single;


All interviewees work at the same company, BD-confection. BD is a manufacture in the north of Portugal, near the city of Guimarães, in an industrial park. The company has around 70 workers. It has spinning, seamstress, stamping, embroidery and storage of material. The company was founded in the nineties. By that time the company only had embroidery, stamping and storage. 

BD has a family structure behind management. The owner’s father had a company focused on the spinning, stamping and embroidery (BDF). BDF closed in 2000 and some workers were transferred to BD. To this increasing of the company was added the spinning (old machines from the other company) and late the seamstress. This means that in 2001 BD added functions to the company. At the same time BD reduced the number of workers in the departments. Flexibility of functions became an important issue to workers and to the company. BD is surviving in the textile production sector with serious financial problems. The manager refereed that in each meeting with banks he never knows if he has to close the company. BD works with international and national companies and produces garments: women, men, children and babies.

Nevertheless, the manager is optimistic: 

1) He emphasizes that because Portugal is close to the European market and because the company has more than one function BD can answer faster than others. He referrers that he added the functions he felt were decisive to reduce the time of global delivery and that add more value to product (seamstress and spinning).

2) BD is now launching with success their own brand in children clothes. BD started in 2006, and if it has the expected result they will not depend exclusively on massive production and will have more credibility towards the bank.  

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

(Key data questionnaires) 

2. Work biographies, career construction, trajectories

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

The Occupational Group of Production Workers, in the present case study of the clothing industry, reveals important differences in terms of functions (swing, painting, machine surveillance). But some interesting similarities in terms of group dynamics are also revealed. All the interviewees started working very young (about 16 years old) in the textile/shoe industry. All the older interviewees work in the same company for more than 7 years and had also previous professional experience in other companies. The younger interviewees (2 interviewees) have only worked in the present company and it is their first work experience. The study of the personal trajectories allowed us to understand that workers experience (number of years in the performed function balanced with the number of years and production in the company) is the reference to rise in the work (become in charge of a section /department). 

The interviewees belong to a Northern area of the country that is known for having a clothing industry tradition (Vale do Ave). Their parents were or are still in the industry and it is natural for them to work in the same field. The schooling level is low. The changes that the interviewees experienced in their working trajectories have more to do with change of working place than with the change of working function.  

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

The workers belong to a company that is going through important restructurings (change of clients and types of orders, launch of a market label, investments in new machineries, redefinition of the position of the company in the labour market. The workers feel intensely these changes. Decrease of the number of employees, redefinition of tasks and teams, increase of the workload, introduction of new machinery in the production process and abandon of others and the need for to adapt quickly. Most of the interviewees admit that these changes aren’t positive for their present situation but all stress the importance of such measures for the future of their work places. «I was going to be promoted last year but because of financial problems they [management] had to fire people and didn’t promote anyone. I understand that it is not a good time for all the companies; maybe this year will be better. I prefer not to be promoted and raised, but at least have a place to work» [OCC_PW_6-avs] 

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

The older workers refer that experience and the knowledge acquired during the working years is all they have to compete in this sector (from where they don’t pretend to leave). They have never been pulled to training experiences (except to manage specific machinery and techniques) and they don’t think that is important. «I don’t need papers saying that I know how to do things, what I need to know in my work I already know. If I was not good I wouldn’t be in charge of a team. I have proposals to work in other companies because I they know my work and that is enough for them. Of course I like to learn new things, but in my area there isn’t much to learn. Now I am teaching what I know to the younger. » [OCC_PW_3-avs]

Only one of the interviewees had a formal training in the textiles. All the others have never experienced specific policies. They recognize that there are some but they are not interested. Mainly because they don’t feel that they are going to acquire knew know-how (to much theoretical) and because of the schedules for financed training opportunities.  

Unions aren’t present among the interviewed workers, and according to them they aren’t present at all I the company. Workers do not identify with them and have never experienced any kind of unions influence in terms of institutional arrangements ad policies. For further development see (3.1)  

2.4
Gender dimensions of the career profile(s) and trajectories

One of the differences in this study between women and man trajectories has to do with the functions in the beginning of their careers. Woman tended to start mainly in the confection sector and stamping sector and man in the storage areas and machinery control. With the experience acquaintance these differences started to merge, but although some of the interviewees work in the same department they have specific function according to gender. 

The main reasons for these differences has to do with the need of strength to perform some activities (men), the fact that some works need a night shift (men) and the need for perfection in some specific works (women). These strategies are defined by each sector manager, who chooses the kind of person taking in attention the kind of work «if I need to stamp something in a very sensitive material I need a woman, that takes longer but it is more perfectionist. If I need a fast work or something that needs more strength, for example a yarn machine, I need a man» [OCC_PW_1-avs] 

In what concerns career profile the men interviewed is more open to move from a company to another in search of better working conditions than women. The work for men is extremely important and the future lies in the work/functions they perform and not in the workplace, the income and hierarchical position is more important to them than to women. Women, contrarily of what they considered to be the tendency of their mothers, they see work as an important part of their lives and not as a complement to the family incomes. Despite this, their position to work has much to do with the company they belong to, than to the work itself. They are more open to perform different tasks and focus less in promotions. In this sense, it seems that men seek more recognition in work than woman whose expectations lay in the stability of work.    

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

It was not possible to evaluate the ethnicity dimension because all the interviewees are Portuguese and have a traditional Portuguese background. 

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)

The commitment to work or specific tasks by the interviewed is present in all the speeches. The tendency is for them to see their own work as a flexible set of functions (more visible in the speech of the youngest workers) that is needed to finish several pieces of garments. This is more visible mainly by the supervisor/line managers that know a set of workers that move from sections according to what is needed. Workers are open to new tasks in the production area (stamping/printing, confection, embroideries, and spinning). 

In what refers to the commitment to the workplace or a specific organisation women are more committed than men.  Men assume the company as long as it is profitable, if they have a proposal with higher salaries, better work conditions, better position, they will take it. Women are more septic about changes. They would move to another company for a better salary and work conditions, but refer that the contract would have to be stable. The position it is not a present ambition. «What I want is to keep my workplace, it is very difficult to find a work in this sector nowadays and the company is going through a bad phase, they need us here, they will not fire us as long as we are good workers».  [OCC_PW_4-avs]

In terms of occupational title and ideology it was possible to notice that the identification with the work position is higher in the case of the line managers/ manager of departments than the other interviewees, independently of the gender. All the interviewees with experience in the textile sector stressed that they have less connection with colleagues from different departments nowadays than a few years ago. The workload increased and the opportunities to intercourse with colleagues during and after work time decreased. 

Although solidarity among direct colleagues increased with restructuring the interviewed workers feel less connected with the company colleagues, specially the new ones and the collective actions. None of the interviewed production workers have ever been involved in unions actions or even be interested in so. «The unions just give us troubles and solve nothing. When a company has to shut down and people lose their work places they do nothing and the money I earn, that isn’t much I need it, I won’t give it to unions. Maybe I am wrong, but this is how I see this question» [OCC_PW_7-avs] It was possible to observe some restrictions from the workers talking about unions. The precarious job (not in terms of contracts but in terms of the example of other companies shutting without knowledge of workers, the missing or salary delays) may lead workers to avoid the union issue. The fact that in other companies the presence of unions didn’t stop the companies from closing and that workers in BD seem to have a good relation with management and department managers may induce an untrustworthy feeling towards unions.   

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

Only the older production workers refer to their work using the category of the specialty and explain the evolution of such function. The youngest workers stress the flexibility of functions and that the category is only a salary reference. Nevertheless all the group agrees that with the closing of so many companies and the restructuring that the companies (including the one they work in) are obligated to redefined their work: merge of functions, disappearance and appearance of new functions more related to specific machinery and mew techniques, and even restructuring of the hierarchical form of the group. 

Related to this last aspect the interviewed production workers stress that although experience is very important, it is more and more needed specific knowledge to perform important tasks, mainly in coordination areas. This means that hierarchy it is no longer defined only by experience and age but technical knowledge and formal training define it. «I am a woman and I am much younger than most of the workers of my department. Even so I am in charge of the stamping department for three years now. I think this happened because I know how to work with all machines, I have a specific degree and I know what is needed to manage people in stamping, what is the essential aspect. A few years ago wouldn’t have been possible to have a woman in charge of a stamping department, a confection maybe, but not a stamping department. Now what the employers want is good production at the agreed time and care less the gender and the age. The mentalities are changing. » [OCC_PW_1-avs]

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

Some of the interviewed production workers experienced unemployment (small period of time) because of the shutting of textile factories (reduction of orders and number of clients), or the redefinition of the companies’ business function (shut down of specific sectors). In their perspective the sector is going through a bad phase, with the increase of foreigner competition. Despite it the workers refer that the textile sector is essential to the country and will rise again. The older interviewees reflect a rise based more in the experience factor. The younger workers stress the importance of functional flexibility, automation of some functions and the need to adapt quickly to changes needed every day. These are the workers that have a more open vision of the occupational group. Nevertheless with the reduction the number of workers and the number of orders but increase of the amounts for each order all workers feel the need to assume responsibility for all the phases the garment goes through if needed. «A few years ago I would do all my work alone but now are impossible. There are days that is needed five of us from the departments that have less work to label one thousand of shirts, because it is only possible to storage after the labelling and today I am doing it alone because the workload is less. We have more severe and often peaks today than a few years ago. » [OCC_PW_5-avs]

Another important aspect has to do with the decrease of workers and the growing merging of functions. In the experience of the interviewed workers the tendency is to abandon some old functions and to add others more flexible. This increased the solidarity between close workers due to two essential aspects: 1) reduction of workers approached the remaining ones; 2) The reduction of functions implied a restructuring of work (schedules, workload, multitasks) and this implied that people started to have always to be working close to other workers.

On the other hand, this restructuring of work decreased the social relation between workers inside and outside work (different schedules and shifts, different break times, increase of workload and more tied surveillance reflects in less time to chat with colleagues). Only men hold some old traditions that have to do with football match games in the house of each other’s or in the coffee house nearby. Co-worker dinners no longer exist. «We used to make some dinners but these we are short of money and we have different family responsibilities. Plus, we work all day here intensely so, in the end of the day and weekends we want to be with our families and not to see our colleagues that we want it or not remind us of work. » [OCC_PW_7-avs] 

4. Quality of work

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

According to the experience of the interviewees, restructuring of the textile sector implied a restructuring of functions (merge of functions, disappearance and appearance of new functions more related to specific machinery and mew techniques and functional flexibility). Allied to these changes in terms of functions, the workload increased. There are more peaks of work, the schedules have to be more flexible, and shifts were introduced in some departments (as, for example, stamping and spinning). Workers feel that they have to adapt their lives to this reality. Need to produce 24h per day and to be flexible after hours and during weekend. Although none of the interviewees see this possibility as a positive measure they consider it inevitable. 

With the merging of functions workers had to adapt to different functions without specific training. They find this difficult, especially the older workers. Some refuse to perform tasks they believe never to able to perform. In terms of evaluation all the workers think these changes are needed and positive to the maintenance of their work place and to adaptation of the textile industry to the market. Nevertheless they feel to have lost working conditions (unstable schedules, increase of the workload, increase of extra-hours without compensations). This is more evident when we analyze the line managers and department managers whose responsibilities increased: tier deadlines; orders very different that imply different machineries and workers; and a more intense interdependency between sectors, where coordination is the major factor of success.        

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

In general terms, the BD Company has different formal schedules according to the departments:

Dep. Seamstress ( 8:00-12:00/13:00-17:00

Dep. Stamping ( 8:00-12:00/13:00-17:00                 15:00-19:00/20:00- 0:00

Dep. Embroidery ( 8:00-12:00/13:00-17:00             15:00-19:00/20:00- 0:00

Dep. Storage ( 6:00-10:00/11:00-15:00                     15:00-19:00/20:00- 0:00

Dep. Spinning ( 07:00-11:00/12:00-16:00

                               15:00-19:00/20:00-00:00

                               23:00-03:00/04:00-08:00 

There are no shifts in the seamstress department since there is only one formal schedule and in the stamping, embroidery and storage the shifts are weekly. Only in the case of the spinning dep. the shifts are monthly. The worker in charge of the machines fabrics production refers that this was a change induced in 2006 because people had difficulties adapting to three different schedules in three weeks and the company decided that the best way to solve the problem was to rotate shifts monthly. 

Generally workers tend to avoid overtime at work. The line and department managers have to do it more often then others mainly because they are responsible for all the shifts and only work at one. This means that they need to distribute and manage work in a shift where they won’t be. This induces an increasing of work time (about 1 or 2 hours per day). When there is more work to be done they must stay until the task is complete because they are responsible for it. Overtime work isn’t paid with money, it is paid with time. For example 8 over hours will give the worker the right of 1 day of license (this doesn’t happen with line and department mangers because they earn more money per month to stay longer when needed). Nevertheless workers refer that, because the company reduced the number of workers they don’t receive compensation for overtime, but instead the company is sensitive to any personal needs. For example if a worker is sick the company is flexible. This means the company gives the days to the employee.      
The tendency in the case of line and department managers, according to them, is to become more difficult the work-management balance and the work-life balance, to specialize techniques of management and focus exclusively in this kind of work and to work more hours per day. They also believe that their function of teachers to the new workers will disappear as they have special trainings at specific schools and so, good formal skills. The other interviewees also have a speech focused in adaptation to the new dynamics of work (new functions, flexibility and new schedules more focused on shifts).  In what concerns the workload and the peaks of intense work, workers (except the workers in charge of departments) believe it to be a phase due to market restructuring and difficulties of the company to keep up with the changes.

Even though, workers with family responsibilities (married, with children) are less open to shifts and to work after hours because it will be more difficult to conciliate the work-life campus. Those without household responsibilities assume that while they haven’t such responsibilities they can be flexible in terms of schedules but that will have to be different if they have to support a family.

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

Women with household find more difficult to conciliate the new work schedules and rhythm with the family obligations, mainly because they don’t have support at home. The only woman that has support at home by her husband is a sector manager «It is very complicated to conciliate everything, especially when I have to come earlier and leave after work time. If my husband hadn’t flexibility at his work and my mother didn’t help with the kids I couldn’t do what I do. I think that is one of the reasons why I still keep this position. It takes a lot of us. I work more, so I see less my children but it is a choice we make and it isn’t every day, just when is needed.» [OCC_PW_1-avs] 

In terms of salaries women believe to earn less than men to perform the same tasks because although they do the same kind of work, the work categories men belong to  (machine specialist; stamp specialist; store workers) have subsidies of risk that women categories don’t have (seamstress; embroiderers). 

One last reference in what concerns the working conditions has to do with accesses to work. Women are less open to night shifts not only because of household responsibilities but also because of the difficulty to go to work and the danger they assume to work late at night. Men, on the other hand, are more open to night shifts because of the shift subsidy and the less intense workload during the night.  

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

Younger workers see training opportunities as a chance to get more knowledge and adapt to different contexts, inside the company or not. According to them training is important to keep competitive in the labour market. They assume that working in the textile industry as a production worker is a reality that may change and they feel important to keep open the opportunities of training (for example computers training). In this sense, younger workers value training in a different way the older do. Older workers see training opportunities as chances to keep their work or to upgrade in the career.

Production workers ahead of sectors highly value training actions and are the only group that goes to training courses every time they have opportunity to. Curiously they do not incentive their workers to do so. 

In terms of role and use of ICT in their work only production workers ahead of sectors have access to computers to control production where Internet is available. All the other workers have no access to computers and don’t have email. These workers consider important that everyone have ICT knowledge but never had opportunity or personal interest to participate in a training action mainly because it is not essential for their work. «I think it is very important for everyone to know how to deal with computers because we never know the future, but here if we learn it we forget because we don’t train it. Our functions have nothing to do with computers. Even when there is a problem with the machine we must call technicians to fix it. Maybe one of these days we don’t need them» [OCC_PW_9-avs]

It is interesting to realize that all the interviewees consider that ICT is the future and sooner or later all workers in all sectors will have to deal with computers to communicate with clients, colleagues, headships and that knowledge will allow them to control specific machines. According to them only with technologic advanced machinery allied to experienced workers will be possible to keep competitive in the market.   

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

Generally they have low schooling. Only one of the interviewed workers has more than the obligatory schooling, the twelve grades, all the other has between the sixth grade and the ninth grade (obligatory level). In this sense we can assume they have low basis qualifications.   

In terms of training opportunities the interviewees lay the responsibility of training in the organisation they belong to. They are open to new experiences of training if the company proposes it to them, if not they don’t search for it. Only the production workers ahead of sectors search for new opportunities of training. Nevertheless workers show interest in learning different and new things, something they consider more possible now with the merging of functions.

In the last year only two of the interviewed workers had one opportunity of training in one of the companies they worked in about security in work. This training action was financed by the European Community and during working hours. All the other interviewed never experienced training except to adapt to their functions in the beginning of their career.  

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

Women with household show less interest in training actions, not because of lack of interest but due to family obligations. «I would like to learn other things, because here I think I know everything I have to know but all the training actions are after working hours and quite far from my house. I spend so many hours away from home that when I get there I need to organize everything. I don’t have time. If they [employers] want us to do those training actions they should give us conditions, but I don’t think they care much about it. What they [employers] want is production, as long as we are productive they don’t change anything.» [OCC_PW_4-avs]

The interviewees show us that the major difference between woman and man in terms of training has to do with access to training for personal reasons. All the workers agree that formal and informal skills aren’t always recognized (especially with the «sector crises» independently of the gender. 

6. Work-life balance

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

There aren’t family friendly policies for the occupational group of the production workers. The family policies are the national policies such as pregnancy and maternity support in the first year of the child, unemployment support and access to National health care. Nevertheless the interviewees have a private physician at the company they work in that they can take their family to. It seems to be a common policy of textile companies. Some companies where two interviewed persons worked in had even nursery care, a kind of service they find needed ad that would help workers in this sector, especially production. «Sometimes when my wife has to work late at night and I have to stay late at work we have a big problem because one of us must be with our children and we have no conditions at work. If we had 90% of our problems would be solved, especially with the youngest that has 4 and can’t be left home alone. » [OCC_PW_2-avs]

An implicit idea, very interesting, is that women shall not make the night shift and men are the most apologists of such idea. «I wouldn’t like to have my wife working all night because she is needed home to be with the family and do all the housekeeping. And women don’t resist so well through the night like men. We don’t have women working during night and I think it is the correct» [OCC_PW_3-avs]

One measure that workers would like to see implemented is to obligate institutions (private and public) to stay open before 9:00 and after 17:00. «How is it possible to leave my children in the nursery if I have to be at work at 8:00 and the nursery opens at 9:00? It is impossible. My husband will take [the interviewee is pregnant] her [the child] to the nursery and my mother will pick her at 17:00. But, my mother is an old woman and I can’t count always on her. When that time comes, if these institutions aren’t called to responsibility I don’t know what I will do. But probably they will have to be more flexible at work» [OCC_PW_1-avs]

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

According to the interviewees the relation between work and family it is not a complicated relation. All the interviewees live nearby the factory and have an important social support network (parents, neighbours) that help them to conciliate better family and work. 

The major difficulties have to do with conciliating different schedules and the reduction of time spent with the family since restructuring. «Some days I don’t see my daughter at night because I need to stay at work more one or two hours and instead of getting home at 19:00 I get there at 21:30, she is already at bed so I don’t see her. And sometimes I have to come to work at 23:00 just to check things and go back home at 0:00, and that isn’t very good but it must be. It wasn’t like this before, we had more fixed schedules. But in compensation in those days I come later in the morning and take my daughter to school in the morning. And, problem solved. » [OCC_PW_3-avs] Like this interviewed others experience the same kind of problems mainly to conciliate family schedules with schools, nurseries, free time occupation centres and other places where they leave their children during the day. One facility expressed by them has to do with lunch hour. Since they work near home most workers have the possibility to have lunch at home with the family.

When we analyse the relation between work and family it is important to understand it in financial terms. According to one interviewee production workers of the textile sector have more difficulties to get a loan at a bank to by a house than any others. First, because the wages are very low. Secondly, because to work in the textile sector is considered a risk, i.e., a not stable activity. For these reasons when production workers want to get a loan to buy or build a house they need a surety, what is not easy to get. In this sense production workers get more and more dependent on their social support nets.

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

Generally women have more family responsibilities than man. Although young couples share responsibilities with children (taking to school/nursery and picking up) the housekeeping is a woman responsibility. For this reason both women and men consider that women are prejudiced in their career. According to them, women can never give so much to a career than a man. 

From all the women interviewed only one (the worker in charge of the stamping department) has support at home to perform all her tasks and to stay late at night if needed. More interesting is the fact that all the other women think they don’t have to give as much to a company as a man because they have household responsibilities, a woman responsibility. «I don’t mind to stay late if needed but not often because I have my things to do at home and if I don’t do it no one will. I like what I do but during my hours and when I can » [OCC_PW_8-avs] 

In the same way the single woman interviewed considers work important but admits she will change rhythm when she gets married and when she has children «Now I don’t have much things to do at home, my mother takes care of everything but when I get my own family I will have more responsibilities and I will have to share my time in a better way. Now what I need is to get some money to think about having a family.» [OCC_PW_9-avs] The opposite doesn’t happen because the single man interviewed doesn’t consider that his work rhythms will change after having his family. 

7. Conclusions

7.1
Basic characteristic of the case study.

All the interviewees belong at the moment to the same company and most of them had other experiences in other companies from the textile sector. Only one of the interviewed production workers worked in a different area (shoes factory) «I worked in a shoes factory but only for six months, it was a punishment that my father gave me because I was to lazy at school. » [OCC_PW_8-avs] Most of the workers have family involved in the sector and is natural to work in the textile, specially in areas where family used to work in. «My mother was a seamstress and I started learning with her at home and I used to help her with the orders, then I was invited to work in a confection and since then I work in this field. But, this is the natural process, when companies are searching for a seamstress she must have experience at home at least, or a professional training, other wise no one higher her. » [OCC_PW_4-avs]

The analyzed group seams to be a heterogeneous group (most interviewees, except workers in charge of departments) don’t know each other’s). Although they consider to be working in the same industry there isn’t a collective spirit. Problems are solved individually between employees and employers even when the problem is the same. Most of the worries concerning the future of textile industry are centred on the maintenance of the work place. «What I want is to keep my workplace, it is very difficult to find a work in this sector nowadays and the company is going through a bad phase, they need us here, they will not fire us as long as we are good workers». [OCC_PW_4-avs] Workers consider that production workers in the textile industry can’t have complaints in the current days because the companies can shut down easily and if they ask for more money or other conditions their work place can be threatened and they can’t afford it. So they must be good workers «a good worker is a productive worker that arrives at work on time and stays if needed, that works wherever is needed without decreasing productivity and that never gets sick. » [OCC_PW_3-avs] 

The major differences found in this group in terms of qualifications/training interests and opportunities, work conditions and knowledge use are between different hierarchical positions, gender and age/work experience.

In terms of knowledge use the interviewees don’t see it as an essential aspect. They believe that in future it will become more important but can’t figure the model in which such will happen and what they shall do to keep up. «The market is very competitive, mainly with the east European countries having so many benefits and will need to change our way to work to be competitive but that is something the company owners must take care of. We, what we can do is wait for what they decide and then do what is needed in training, changes of working hours, I don’t have a clear idea on that subject. » [OCC_PW_6-avs] 

An interesting remark lies in the absent of support on training activities by the companies. According to the interviewees’ experience, this is a general tendency. Production workers don’t have much access to training/qualifications information and the companies don’t try to change these mentalities (the line/sector managers don’t make an effort so that workers upgrade their skills). Basically, n the textile sector training is seen as a non-structural aspect because the major importance is given to work experience.

One last aspect has to do with experience with unemployment and implementation of specific policies. The interviewees believe that the sector is not well seen in the market and that is a problem to their careers in the sector. The textile sector is going through a crisis and according to their perspective there are many unemployment workers in the sector. Curiously, their experience with unemployment is almost inexistent. In terms of policies they find their positions very fragile (competition between employed workers and unemployed in the same kind of work) and consider flexibility and productivity (quality/time) the main factor to keep competitive.   

7.2
Global evaluation of the relation between restructuring, work organisation and quality of life for this OG.

With restructuring workers agree that work conditions changed. Companies had to adapt to the new market demands and that increased the workload, turned working timetables unstable and functional flexibility became decisive. 

It terms of influence of the new organisation of work and quality of life there are some interesting remarks. On one hand, the increase of workload and unstable time tables turns more difficult the balance between work and private life: Less time to be with family and harsher the balance between work and institutions such as school and nurseries. On the other hand, functional flexibility allows workers to learn new tasks that they can use in other companies. «I have a Security, hygiene and health in the work place but now I am not performing that kind of work. I would like to work in that area but I don’t mind having to do other things because I learn and after, when I have to go to another company I have more competences, and that is very important today. A few years ago was the opposite, we should be good in a specific area, because they would be recognized as a good in that. Now we need to be good in the most areas we can». [OCC_PW_5-avs] In this sense, to have more competences allow production workers to become more competitive in the labour market and guarantees employment.

With the importance given to flexibility in terms of competences it can be seen as an handicap the lack of training and interest in so by the companies and workers to accompany the structural changes. There aren’t training actions disseminated at the companies and workers don’t feel much recognition of formal competences by employers. 

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

The regional aspect it is of high importance to analyze this case study in the occupational structure.  Most textile industries are seeded in the north of the country, around urban areas, where life has a different rhythm, social support nets are very present (parents, grandparents, neighbours…), the distance from work and home isn’t much and where factories workers conciliate their work with other functions such as agriculture and raise of animals. Two of the interviewees (man) expressed that allied to their factory work they have other functions in agricultures (for own use). 

7.4
Importance of the case study results for the WORKS research questions

In what concerns the occupational group analyzed workers careers tend to be focused on the organisation. The tendency is to work to a company and never to several companies in specific tasks. Evidence of such is the flexibility of competences that workers think to be important to be useful to the company.

In terms of careers and equal opportunities the major differences are between men and women. Generally women have more family responsibilities than man, an idea reinforced by women and men speech. Although young couples share responsibilities with children (taking to school/nursery and picking up) the housekeeping (for example) is a woman responsibility. For this reason both women and men consider that women are prejudiced in their career. To the women interviewed this seems to be a natural process, that men reach higher positions inside the company because they can give more to the company then them. 

When we analyze work recognition and commitment to work/organisation it is interesting to realize: 

1) Informal competences/knowledge is more recognized by organisations that formal competences/knowledge. «My husband sells stamping machines. That is how I got to know that this company was searching for a stamp worker. I came here and show what I could do and I was invited to stay and few month later I was in charge of the section because I was the most qualified person to the job, I know well the machines we wok with.» [OCC_PW_1-avs]      

2) Female workers are more committed with the organization and men are more committed with work. Men are more open to change company for better conditions than women. Women are more concerned with the workplace and less with work conditions.

Knowledge should play a dynamic role in the transformation of this occupational group but it only does in an indirect way. Worker think that access to knowledge and communication are important but don’t know how to apply it in their work context. 

In this case study flexibility, instability and reorganization seem to have an impact on occupational identity. Promotion and recognition lays mainly in informal qualifications, work experience and work attitudes (stay late if needed without monetary compensation, functional flexibility and speed).

8. Key data questionnaires

	Personal information 

	Name/Code
	Pw_1 

	Gender
	Fem

	Age
	34

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married

	Responsibilities in the family/support (short description)
	She has the responsibility of the housekeeping and taking care of the children but has high support of her husband;

	Children (number, age)
	Mother of 2: a girl with 18 and a boy with 10. She is pregnant.

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	6th degree

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. Changed from the other textile company due to family reasons. They moved from one city to another and the present job was nearest home;

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	The interviewee is in charge of stamp department since 1996. One year after she entered the company. That was due to her knowledge and experience on working with stamp machinery (her husband is a technician of those machines). Perspectives are: remain in the same position in the company;

	Short description of tasks (changes due to restructuring)
	In 2005 – was a worker of the stamp department; In 2006 – was invited to be in charge of the department; 

	Working hours
	Per day ( 8 hours + extraordinary hours when necessary. The established is 40h per week;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	Was promoted due to restructuring because new machines were introduced that she was the only one who knew how to deal with them (experience in the other job the interviewee had before);


	Personal information 

	Name/Code
	Pw_2

	Gender
	Male

	Age
	38

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married

	Responsibilities in the family/support (short description)
	He is responsible for taking his children to school every day and he shares some of home responsibilities with his wife, but he recognises his wife has most of the work;

	Children (number, age)
	Father of 2 daughters (7 and 10)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	9th degree

	Job history (changes, perspectives, experience of unemployment)
	Was unemployed for 3 months. He considered that time off. He worked in another company for 10 years, he was in charge of a department of embroidery and moved to the present company because of he was better paid;  

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	The interviewee is in charge of the embroidery department since 2000 and her perspective is to progress in the professional career and to be well paid;

	Short description of tasks (changes due to restructuring)
	In charge of embroidery department (distributes work and is responsible for the work that is done) and works has an embroider (with machinery whenever is needed) 

	Working hours
	Per day ( 8 hours + extraordinary hours when necessary. The established is 40h per week; Usually doesn’t stay after hours;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	Was invited to work in the company for the position that he has now;


	Personal information 

	Name/Code
	Pw_3

	Gender
	Male

	Age
	41

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married

	Responsibilities in the family/support (short description)
	The only responsibility is to take his child to the school and pick her up in the end of the day;

	Children (number, age)
	Daughter with 13 years

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Sixth degree. All the rest is based on experience;

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. Works has supervisor of machinery since 1979. The perspectives are to keep his position;

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	The interviewee is in charge of the machines fabrics production 

	Short description of tasks (changes due to restructuring)
	Since 2003 the interviewee is working on the company. He is responsible for the function of the fabrics production machines; he is also a tuner of the machines; 

	Working hours
	Per day ( 8 hours + extraordinary hours when necessary. The established is 40h per week;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	Was promoted due to restructuring because he was the one with more experience;


	Personal information 

	Name/Code
	Pw_4 

	Gender
	Fem

	Age
	45

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married

	Responsibilities in the family/support (short description)
	She has all the responsibility of the housekeeping and taking care of the children;

	Children (number, age)
	Mother of 3 boys: (age: 21,15,6)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Sixth degree

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. Has always been a seamstress (for 25 years) Was responsible for a team in another company (for 12 years) and now the company shut down so she moved to the present company

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	The interviewee is in charge of the seamstress area for less than one year in the company. (the company started having this area only a few months ago, before the dressmakers were outsourced) 

	Short description of tasks (changes due to restructuring)
	The interviewee is a seamstress and organises the work and divides it by the other workers; 

	Working hours
	Per day ( 8 hours. The established is 40h per week;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	The company where the interviewee worked closed and she was dismissed. By that time she came to the present company but other colleagues didn’t have the same luck and are steel trying to find a job. Experience was her main resource.

	Personal information 

	Name/Code
	Pw_5

	Gender
	Male

	Age
	28

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married

	Responsibilities in the family/support (short description)
	He helps but major responsibilities are from his wife. 

	Children (number, age)
	Father of one boy (6 years)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Sixth degree

Quality controller degree during six months

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. First worked in a shoemaker company. Didn’t like it. Changed from another textile company due to the close of it;

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	Works with embroidery but sometimes has to do other functions in other departments;

	Short description of tasks (changes due to restructuring)
	Embroiderer 

	Working hours
	Per day ( 8 hours. The established is 40h per week;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	No

	Personal information 

	Name/Code
	Pw_6 

	Gender
	Male

	Age
	26

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Single

	Responsibilities in the family/support (short description)
	No responsibilities;

	Children (number, age)
	No.

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	12th degree with an informatics technician degree

	Job history (changes, perspectives, experience of unemployment)
	First job. Wants to go to another business function. Doesn’t like production for clothing industry;

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	Works in the storage area. Receives deliveries from the suppliers and send them to the clients.

	Short description of tasks (changes due to restructuring)
	No

	Working hours
	Per day ( 8 hours. The established is 40h per week;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	No

	Personal information 

	Name/Code
	Pw_7

	Gender
	Male

	Age
	28

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married

	Responsibilities in the family/support (short description)
	Responsibilities shared with his wife;

	Children (number, age)
	Father of two girls (age:2 and 9 months)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Seventh degree

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. Changed from the other textile company due to the shut of the company. 

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	The interviewee works in the storage but does everything that is requested ( handyman; the area he likes is quality control and expects to work on it someday (no high expectations)

	Short description of tasks (changes due to restructuring)
	«Handyman» located in the storage department

	Working hours
	Per day ( 8 hours. The established is 40h per week;

	Access to training (formal and informal)
	Yes but individually; and lately because of the family responsibilities had to stop

	Experience of restructuring (main changes in personal job situation)


	No;

	Personal information 

	Name/Code
	Pw_8

	Gender
	Fem

	Age
	43

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married

	Responsibilities in the family/support (short description)
	She has the responsibility of the housekeeping and taking care of the children alone. Her husband doesn’t help that much;

	Children (number, age)
	Mother of 2: a boy with 18 and a girl with 9. 

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Seventh degree

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. Changed from the other textile company due to the close of the company.

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	The interviewee is in the stamp department and in charge of paint mix. 

	Short description of tasks (changes due to restructuring)
	Mix the paints that are used in the stamp department;

	Working hours
	Per day ( 8 hours. The established is 40h per week;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	Moved from the other company to this one;

	Personal information 

	Name/Code
	Pw_9

	Gender
	Fem

	Age
	22

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Single

	Responsibilities in the family/support (short description)
	No

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	9th degree

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. First job

	Current job

	Type of organisation (name and short description) *
	BD (fake name) is a clothing production company that is located in the north of the country. The company suffered a restructuring about 3 years ago. The production unit was reduced and diversified; 

	Present job (job title, position, perspectives)
	The interviewee works in the embroidery department with no specific function;

	Short description of tasks (changes due to restructuring)
	Embroiderer

	Working hours
	Per day ( 8 hours. The established is 40h per week;

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)


	No
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