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1. Description of the sample of interviews

The sample comprises 9 people, 4 women and 5 men. Interviewees’ average age is 40, with 5 individuals in the age range 35-45, 2 under 30 (26 and 27) and 2 over 50 (50 and 53). Most interviewees are Italian citizens except for one who is a non-Eu citizen from Senegal; however, he has been living in Italy for five years with his family. 5 interviewees are married or cohabit and these are the largest households with four members (two of them are sons or daughters), with one exception. Two people are separated, one of them with a family unit of 3 members (two fostered sons/daughters) . The remaining 2, the youngests, are single and still live with their parents. Therefore, only 5 interviewees have sons or daughters and only 2 have children under 6.
Interviewees have a middle-low level of education. 4 of them did not continue their education after completion of compulsory school. Afterwards they took vocational courses funded by local public administrations. Most of them hold a technical secondary school certificate. As we will see, they all changed job many times acquiring different work experience.

At the moment, 3 are employed in a big agro-industrial company based in Northern Italy that produces fresh and frozen vegetables; this company works mainly for its brands (that, by the way, are well known) and it has a diversified and quality focused production. Products are sold both in Italy and abroad. Moreover this company is particularly careful to employees’ problems and to their involvement within the enterprise as well as to the overall impact of the company’s economic activity on the surrounding area. The remaining interviewees are employed in two small and medium sized agro-industrial enterprises, but these are based in Central and Southern Italy. Both companies work for third parties; both are outsourcing destinations of parts of the production process of big multinational corporations; one produces frozen vegetables, the other soft drinks. One has about 40 employees (two interviewees work for this company), the other has about 110 employees (four interviewees work for this company).

The sample also includes individuals with different job contracts. Most employees interviewed have a fixed-term contract, that is “typical” in rural jobs and now also in the agro-industrial sector; only 2 interviewees have a permanent job, while 2 have a temporary job; they are the youngests and they are both males and Italian citizens. They work for the same company, the one with 110 employees. The other interviewees belong to different contractual categories.

The sample is entirely made by skilled or semi-skilled workers; they all work in  production departments, often as machine operators or as machinists and foremen. Both permanent employees are machinists, those who have a temporary contract are semi-skilled workers. There are no women among machinists. Women are mostly manual workers. The structural and technological context in which the interviewees work is different. Therefore, according to the company they work for, duties of interviewees change as well as parcelling out of work and  procedures needed to carry out each task. In some cases (especially for workers of small and medium sized enterprises) tasks are still manual and repetitive; and sometimes the situation described matches with the “classic” idea of assembly line. Other interviewees, on the contrary, describe different situations, with a broader range of less repetitive tasks, that mostly require ad hoc actions, such as control and monitoring.

2. Work biographies, career construction, trajectories

Described work experience is never consistent, and includes various jobs; some individuals in particular have very fragmentary work biographies, with many “pieces” of work that often can hardly be recalled, easily described or properly reconstructed. At this point some differences emerge, especially for what concerns age and employment: the youngests with non-standard contracts (and in particular temporary contracts) have the most fragmentary experience. However such differences are less significant than those found in other sectors and organizations because most workers in the agro-industrial sector usually have a one year contract; this is the most common work contract in agriculture that is now subject to regulation and adopted by all the organizations of the sector, even those that have an industrial connotation. This is the type of contract arranged by the national collective agreement of agricultural cooperation. However, the contract is actually modified every year. This is also due to the fact that some agreements ratified by social partners force companies that want to recruit new personnel to privilege people previously recruited with a temporary contract.

As a matter of fact, many interviewees have been working for the same company for many years, some since more than 15, with an average of 7. To some extent, this reduces sense of instability and precariousness; but not completely: “still, it may happen that contract is interrupted for long periods” (int. 5). Most senior workers are usually foremen; they were recruited as unskilled workers, they worked in the assembly line, throughut the years they trained themselves on the job acquiring new skills until they took charge of a whole department. Both men and women belong to this group.

Before current employment, almost all of the interviewees did at least 2 or 3 jobs that usually were not related to current job. A few of them did more jobs in the same sector and with the same task. Some worked for other industrial sectors (such as the textile), performing similar tasks as machine operator or machinists; others have a completely different experience: they were shop assistants, hairdressers, bricklayers. Interviewees with temporary contracts performed many and more diversified jobs of a shorter duration. While other interviewees described jobs that were never shorter than one year,  interviewees with a temporary contract had short or very short jobs. “I’m 26, I’ve been working for the agency for about six years with temporary contracts. I worked at X for one year, then I worked at Y for a few months; then I worked for a lot of companies: one month, one week, two days […] I started working for this agency three months ago, I’m doing fine, I hope they will keep me on”(int. 8). Most interviewees started working when they were 18-19 years old, but some started even before, at around 15 years of age. They started shortly after getting a diploma or after completion of compulsory education. Nevertheless, some did their first jobs while at school, doing summer jobs especially in the agricultural sector.

Trajectories also include unemployment periods; sometimes of a few months, others of a year length but no more than that. First unemployement periods occurred shortly after school completion; in following years, many did not work for some periods for different reasons: the contract expired (and it wasn’t renewed), the company downsized its workforce or it shut down: “unfortunately, I had to look for another job because the company I was working for was going through a crisis and decided to downsize personnel and fired quite a lot of employees” (int. 4) 

This is a recurrent risk that interviewees are aware of. And from their stories a general feeling of scant job security emerges; a sense of insecuriy sometimes derived from the contract being temporary, but more often from the fact that employees work in a company and in a sector that are undergoing a crisis. Many hope to keep the same employment in the same company, maybe advancing their career. A few interviewees are clear about future prospects; they use expressions such as “I don’t know”, “that’s hard to say”. Anyway, these employees consider current job as part of a trajectory. That is to say they don’t want to change job, not because they are not fully satisfied with it but because they fear they won’t find another job or that they will only find jobs with poorer conditions. However, there are still some interviewees who state that the job they are doing does not match their interests and they wish to change it in the future. Current job experience is for them part of a “transition path”. This is the case of youngest interviewees, both males and females. “I will be working here a bit longer, but as soon as I save enough money I will resign and try to start my own business” (int. 8)

As stated before, all interviewees have a wide previous experience and worked for different enterprises carrying out various tasks. Shifting from one job to another is never described as the result of personal choices, or consequence of clear and conscious professional projects. On the contrary, this is the result of actions and strategies adopted by enterprises (expiry of contract, dismissal, permanent shutdown of the company). The same can be said about type of contract: a fixed-term contract is never expression of the employee’s personal preference; interviewees claim they did not have different alternatives to choose among. As one of the interviewees explains: “you don’t have a choice, these companies only provide this type of contract [fixed-term contract]” (int. 6). Moreover, choosing a job rather than another often depends from labour market opportunities. Concerning this, it is very important to consider  variables related to areas where people live and work (or seek work): size of business, quality of education, efficiency of job matching agencies, effectiveness of existent labour market policies. Interviews show considerable differences in the opportunities according to areas, in particular between Northern and Central-Southern Italy. Area of residence can determine uneven trajectories, chances of job stabilization and career advancing, as well as length and frequency of unemployment periods, chances to choose and to follow trajectories that match personal interests and skills. Interviewees from Southern Italy describe particularly difficult situations.

The institutional framework determines the way people “live work instability”, that’s to say the way they bear the consequences of job shifting and unemployment. With regard to this, what matters are national policies, labour policies and welfare strategies above all. Unemployment periods have been tough for all participants and more often than not finished with the help of relatives or friends. However, what emerges from interviews is that they had the toughest periods before working in the agro-industrial sector. Employees in this sector, even those with a fixed-term contract, enjoy protection under the collective agreement as well as more expanded social security and public assistance programs (for example, they receive a greater unemployment benefit.) But on the other hand this is the typical workforce of the sector, that has always been composed by seasonal employees. Such workers are historic figures of Italian economy. For this reason their situation has been subject to regulation for a long time. On the contrary, the situation of interviewees with temporary contracts is more complicated, because they are less protected by welfare programs and have to rely mainly on individual and familiar resources. As one of the interviewees says: “my parents’ help is essential; they often supplement my wage, for example when I don’t work a lot.  Moreover I decided to keep on living with them; in this way I have less costs, at least I can afford various things, as well as leisure activities. However my situation is not easy and I don’t really like it” (int. 9).

As mentioned, interviewees work for companies that belong to the same sector, the agro-industrial. However, they differ significantly in structure, culture, market strategies. Just a minority of interviewees work for a big company (more than 2,000 employees) that produces for its brands. This is a special organization context that is characterized by a progressive culture and a greater “social responsibility”. It is a higly flexible company that aims at winning the challenge of competitiveness with high quality and constantly innovation of products. Substantial and growing investment in development and research shows this clearly. Most interviewees work instead for small and medium sized companies that do not produce for their brands but are outsourcing destinations of multinational corporations production. Such companies are sometimes minor and instable elements in the value chain of these groups. Obviously this companies’ structure and dominating culture are different if not opposed to the previous ones. In these contexts, effects of restructuring the value chain and especially outsourcing effects can be better assessed. Here employment trajectories become more instable and there are less opportunities of getting a more stable position, growing professionally, improving career prospects. “The only prospect here is to keep your job; there are no chances of career advancement; what matters is that the company does not shut down and keeps on paying our wages” (int. 5).

Finally, interviews show some differences in career construction and trajectories depending on gender and ethnicity. Specifically, women and foreign workers (especially non-Eu workers) seem to have more problems in advancing within the company. Unfairness in household division of family care tasks leads women to interrupt their careers, sometimes temporarily. Unemployment periods for women (maybe it would be more appropriate to refer to these as inactivity periods, because there is not a real retirement from labour market) derive from the decision to “remain at home” when the burden of housework and family responsibilities increases, for examples when there are small children. This is what happened to one of the employee (I quote): “after my first child was born I didn’t work for about two years, then I immediately found another job but it is always difficult to start all over again”(int. 1). Chances of re-entering the labour market are strictly related to features of territory (where one works and lives). For what concerns foreign workers it is very hard for them to ensure continuity to their trajectories. They suffer from work interruptions more than anyone else.

3. Changes in occupational identity

All interviewees describe good relationships and interaction with collegues and are well satisfied with it. There is no competition, on the contrary, cooperation prevails and somebody talks about collegues as if they where friends. “now we all know each other and we have friendly relationships”(int. 5). These are cross-cutting relationships and interactions that involve gender, age and structural features of the company. On the other hand, the small sample of interviews does not show any relevant difference. However, some interviews can lead to speculations. Although mentioned by everybody, there seems to be less cooperation among youngest employees and in big firms. Regarding this, an employee states: “there has always been a strong solidarity here, especially among workers, but I  admit this has been decreasing lately; that’s because now we are a lot and it is hard to get to know each other” (int. 2). Some differences can be found in relationships with temporary employees. First of all, they are less enthusiastic than other employees, even though they describe a good organization climate. Probably a short-term experience, often perceived as a probation period, leads them to pay less attention to this aspect of their job and they seek interaction/cooperation with workers to a lesser extent. However, what seems to be important is that often workers show different feelings about employees with temporary contracts. To cite an example: “Temporary workers are more submissive and this is wrong; well, maybe they behave like that only when they are temporary workers to gain employers’ confidence; but for this reason it is not always possible to discuss problems with them” (int.6). The same happens with non-Eu employees. The same worker admits: “they are too submissive as well, sometimes they really can’t say no”.  A Senegalese interviewee explains: “it’s true, there is a strong sense of solidarity among workers, but at first it’s difficult to become part of the group, to be accepted” (int. 3).

Cooperation among workers includes different aspects. Collegues are the main interlocutors for discussing and sharing possible problems related to the job. Knowledge and information are shared with collegues; collegues are the main source of knowledge to learn how to carry out a task or “the tricks of the trade”, or to find a solution to a specific problem concerning the carrying out of tasks, the functioning of a machine, etc. Cooperation (and solidarity) lead to join a trade union and participate in its activities. But this does not emerge from all interviews. Most employees belong to a trade union and participate in its activity but this is not the case of other interviewees. For example, one of them states: “I don’t trust the union, I don’t think it is able to do something” (int. 8). Very often these people internalize the idea (or the prejudice) that a trade union is part of bureaucracy and its activity aims at its maintencance rather than at protecting workers. As mentioned before, these people are not in favour of individual activity and protection, on the contrary they tend to act together, but they privilege “weaker forms” of joint action (to discuss and act only among collegues). This is a common attitude of youngest employees, temporary workers and non-Eu citizens. On the other hand, there are no gender-based differences.

Relationships with executives are different. In most interviews, managers are perceived as detached. Especially in big organizations, employees complain about an excessive bureaucratization and a growing gap between executives and workforce. This results in a limited dialogue opportunities and limited concrete and direct participation in decision making process. “Managers are always in a hurry, even when they organize a meeting they don’t really listen to you, they stay for a short time, they talk and then go away” (int.1). Moreover: “they put stress on communication and cooperation, but then they do little” (int. 2). Concerning this, an important issue is appreciation of one’s work. All interviewees state their manager do not fully acknowledge employees’ work; there are scant explicit demonstrations of positive assessment, etc.. As a matter of fact everybody feels underestimated: “they are grudging in their praise, they are always ready to admonish. Being a little late or working less than according to schedule is enough to be admonished. There has been a day when I worked twenty extra-minutes, but nobody came to say «well done!»” (int. 1). On the contrary, appreciation often come from collegues. As matter of fact, a worker is ironic about it: “we make up for it with our appreciation; we know how much our work is worth and this is important because it generates motivation” (int. 1)

Despite scant appreciation, interviewees show to feel part of the organization they work for, part of a “community”. But this feeling comes mainly from the bond with their collegues. However, time spent together outside working hours is not much. Somebody talks about “some dinners all together” or “pre-Christmas party”. Most of interaction happens at work, during working hours, while working, at the canteen, at union meeting. On the contrary, a real identification with the company, its products, its culture has not been noticed, not even in the biggest firms that produce well-known products. This may depend on the professional profile of interviewees who are skilled or semi-skilled workers. Restructuring seems to have a marginal impact. In interviews there is no mention of significant changes in identity. Restructuring is only perceived in the relationship with trade union: for example in the amount of employees who join the union and participate to its activity or in disputes. Workers information and consultation procedures are different in companies destination of outsourcing of production parts from big firms. Social partners debate less about labour conditions and sometimes affiliation and participation to trade union decreases as well as conflicts. As some employees say, “we are almost invisible  so it is normal that trade union’s relationships are more complicated” (int. 4). The hub of the network of companies, that usually is the owner of brands, tries to maintain a good relationship with trade unions, especially with the aim of creating a positive public image. In these companies there is often a good social dialogue that deteriorates as moving towards the edges of the network. Moreover, unions’ strategies in smaller firms are weak and ineffective.

4. Quality of work

Restructuring of the value chain (outsourcing of parts of the production process) never implied a relocation of personnel from source to destination company. Such practice is subject to legal constraints and trade unions clearly oppose this and imposed further constraints through collective agreements. In the agro-industrial sector “expulsion” of redundant workers took place by means of retirement and early exits such as early-retirement, ordinary and extra unemployment benefits, mobility. Or, in the case of “Typical” workers of the sector, those with a temporary contract, the expulsion happened by non renewal of contracts. Therefore, impact of restructuring the value chain on labour quality cannot be assessed properly by considering work conditions of each employee “before” and “after” restructuring. However, some information can be inferred from differences in work conditions of outsourcing destination  companies employees. Such information should be treated with caution because it has to do with completely different organization frameworks; differences depend on the company’s position in the value chain but mostly they depend on structural and organization features, trade unions presence, cultures, different management styles. Minimum wages – provided in the national collective agreement of agricultiral cooperation – are obviously the same. Permanent workers minumum wages range from 897 to 1.162 euros per month, according to their vocational qualification (unskilled, semi-skilled, skilled workers). Wages of seasonal workers with a short term-contract are similar to these. Minimum wages are increased by contracts of inferior level, both local and company’s contracts. Here significant differences start to come out. In small firms, usually destination of outsourcing, the increase is inferior. Moreover, there are lower productivity bonus, that is bonus given to employees for reaching a production objective. Finally, working hours are different as well as overtime work and this has an impact on final wage. Interviewees working for small companies describe less strict regulation on overtime work; sometimes employers do not consider it as overtime work and even if they do so, the increase in wage is lower. Talking about salaries, a fundamental element comes out: notwithstanding differences in salaries, all interviewees are far from being satisfied with their wage and they admit that it is not enough and barely sufficient to meet their needs or those of their family. An employee of a bigger company states: “there has been an increase, but wage is still low, at least if compared to prices, rents, cost of living […] If my husband didn’t have his own I wouldn’t be able to make ends meet” (int. 1). 

A low level of job satisfaction is another common feature among interviewees; this is often due to repetitiveness of tasks, few responsibilities, limited autonomy in organizing one’s work, low or nonexistent involvement in the company’s decision making process as well as limited opportunities of professional growth and advencement of one’s career. Most interviewees think their job is “very repetitive” and sometimes even “boring”. What is more, as an interviewee explains: “you don’t have the chance to take initiative and choose something, to modify the process of carrying out a task even if it seems better to you” (int. 5). There are minor differences among groups of workers interviewed. However, employees of big companies that produce for their brands seem to be in a better situation. In this companies there are more opportunities of training, retraining and increasing competences; there seem to be more internal flexibility and the opportunity to build up a multi-functional profile; moreover, there seems to be more innovation, both technological and organization (such as team working and job rotation). Differencies in level of autonomy and involvement are strictly related to differences in management culture and in the management of human resources that prevails in the company. More “progressive” cultures, that are more attentive to participation, quality of products, processes, organization atmosphere, ensure highest levels of autonomy and involvement. According to collected materials, this is a feature of big companies only, those that produce their own brands.

Standard working hours of interviewees is 7-8 hours per day. Work is divided into shifts (usually 6am-2pm, 2pm-10pm, 10pm-6am). Weekly hours are 39-40 and are divided into 5 days (monday to friday). Actual working hour can reach 45 or 48 hours per week in peak productivity periods, when the company can ask for overtime work usually on Saturdays and Sundays. At this stage some differences arise between source and destination companies; employees of destination companies work more hours. “it often happens that we are asked to remain more hours because there is a lot of work; we agreed some flexible hours to be done on Saturdays or Sundays but when these are over they ask for extra-hours” (int. 7). Regarding working hours it is important to stress distinctive features of labour relations that concern the majority of employees of agro-industrial companies: a short-term contract that includes a certain amount of working days (151 or 101); employees have the duty to work for this length of time, but it is also their right to be able to work that amount of days during the year. Therefore, the amount of weekly (and monthly) hours is variable. There can be five working days in a week, just two, one or even none during another; this depends on the company’s productive needs. Interviewees evaluate differently their working hours. Some, especially men, give an overall positive judgement. On the contrary, others, this time especially women, give a rather negative judgement. They complain about length and lack of flexibility. Employees have a low degree of autonomy in this respect “there is no flexibility at all and this may give us the opportunity to organize at best  our days” (int. 5).. and also: “some weeks there is too much work, there is no time left to do something else” (int. 7). Strictly connected to working hours is the issue of workload. Many insist on the problem of saturation of time, heavy burdens in production peak periods and consequences related to a high level of stress. 

5. Learning and skills development

Employees interviewed describe slight changes in required competences and, as a consequence, scant opportunities of training within the company: “the firm does not show you how to do things” (int. 9); “they told me nothing, they put me at work to see if I could make it, I managed to do it and now I am still working” (int. 3). Competences are mainly acquired on the job; new employees are often placed side by side with a more experienced worker. New employees often learn with the help of a collegue, by asking to a senior. Many interviewees state that new skills can only be learned thanks to colleagues. For what concerns this aspect there is again a minor difference between big source companies and small firms destination of outsoucing of parts of the production. Workers of source companies mention formal and structured periods of training, both at the beginning, when they’ve just been hired, and afterwards. Usually these are usually vocational courses on quality of product, use and cleaning of machinery, health and safety in the workplace: “there are more chances to retrain on productive cycle, quality of products (int. 1). But even in this case, organization culture, human resources management styles as well as attention to quality of products play a  greater role than position in the value chain. The same factors have an impact on the use of ICT on the job. Anyway, ther is a minor use of such technologies. This has to do with the professional profile and type of job done by interviewees. Slightly  superior to what can be considered as the average level of interviewees is the use of equipment and ICT for employees of big firms, that invested to a greater extent in process innovation, introducing machinery with increased automation. Moreover, the amount of skilled interviewees who are equipped with and use ICT (usually foremen) is slightly superior. There are no significative differeces according to gender, age or other socio-personal variables.

6. Work-life balance

As mentioned in the first paragraph, only five interviewees have children and only 2 have small children (under 6). Nobody takes care of old relatives. In interviews there are no clear statements about the division of tasks within the family, on interviewees responsabilities or participation in care activities, etc., except for separated parents who have underage children in custody. In this cases, interviews show a high and “tiring” familiar responsibility. “fortunately I’ve got grown-up sons, but I admit that it is tiring anyway, because they still depend on me for many reasons, especially for long movements and school issues” (int.6). This is a recurrent situation in women’s tellings that include features of division of duties within the family. Though not always in a direct way, these elements come out in the description of the various activities of care that interviewed women carry out and try to balance with work: bring children to kindergarden or school, help them with their homework, cook and manage houseworks. “some days I really look forward to the moment when I’ll go back home because I have to do the housework and perhaps help my children with their homework” (int. 5). A few (just two interviewees, a man and a woman) use domestic help such as paid carers. Receiving help from relatives, especially parents and sometimes sisters and/or brothers, is a common strategy and a “great help”.

Work-life balance suffers from the impact of working hours features, not only length but also lack of flexibility. Many, especially women, ask for an increased flexibility of working hours, especially for what concerns clock in and clock out times. Problems increase because of a lack of flexibility in “city times”, that is to say opening hours of services, kindergardens, schools, shops. A female worker (who also is a trade union representative) explains that: “women that have to take their children to kindergarden have quite a lot of problems; when they have morning shifts and must clock in at six they cannot take their children because nobody looks after them at kindergarden or at school. […] each of us tries to sort things out by their own means, if the husband cannot take care of it, because perhaps he goes to work at that time, the mother will do it” (int. 1). As shown by this statement,  problem of work-life balance  is closely related to gender. Those who face and describe greatest difficulties are, in most cases, women. Among interviewees, women are those who complain the most about lack of flexibility in working hours and those who make more negative judgements. Another interesting element comes out in intervews. Many of them try to achieve a good work-life balance by doing night shifts. “there is a competition to obtain night shifts because they allow you to go home on time to take children to kindergarden or school and perhaps to look after them in the afternoon (int. 1). 

Worst situations are found in smaller firms, destination of outsourcing. They are often dependent on the time needed to meet the orders of the source company. Moreover they often have a scant bargaining power; they find difficulties in negotiating different schedules, longer terms, or to negotiate workload, that is parts of the order they could work on. Obviously, this has an impact on workforce, workload, and schedules. There is often a demand for extra-hours that usually have to be done on Saturdays and Sundays. This is an element that shows some of the effects of restructuring value chains, in particular consequences of outsourcing of parts of production. It is important to highlight that there are a few policies about work-life balance. There are a few measures adopted by companies in this sense. Only three interviewees state that the company they work for is taking initiative to solve this problem, especially for what concerns working hours of women with small children. But even in such circumstances there is no specific mention of projects aimed at restructuring the organization of working hours. The mentioned initiative is the building of a nursery in the surroundings of the establishments of the company, designed in cooperation with other companies and local authorities.

7. Conclusions

As well as other sectors, the agro-industrial sector, on which this study is based, is characterised by the instability of demand. This is due to different reasons.First of all consumers more sophisticated tastes, that reduce the product life cycle; secondly growing international competition fuelled by globalization that reduces the size of  markets despite their global shape. Actually the more globalized is a market the more limited it will be because it is more vulnerable to international competition among global producers (market as stage of global competiton). Confronted with these structural changes, enterprises are making desperate efforts to find strategies and new organisation patterns in order to cut costs. The majority of medium-large companies tend to simplify the organization structure by preferring horizontal integration patterns, network structures.  Enterprises focus on what they are best at doing and especially on those strategic assets such as design, marketing, financial management and the production of higher quality products. Other functions, or part of them, are outsourced to third-parties, sub-suppliers that often guarantee lower labour and production costs. This procedure varies depending on the company structure. For example it appears to be less common in those enterprises that go for quality and diversification of products and that are more flexible. But differences in the adopted approaches also depend on another factor which is strictly related to the first one: level of rooting in the territory, culture, knowledge sharing mechanisms and collective learning. What is more, agro-industrial enterprises are generally deeply rooted in the territory where they operate.

The interviews on a sample of employees of the sector show the impact of restructuring strategies on quality of work. And they also make it possible to compare different coorporate strategies. In none of the cases analysed, employees had to be relocated from an enterprise to another as a result of outsourcing strategies. As a matter of fact this procedure is stopped by regulatory constraints and trade unions’ opposition. For this reason it is difficult to assess the consequences of outsourcing in terms of work quality of single employees “before” and “after” the restructuring. This kind of information can be built out by comparing the work conditions of source enterprise employees and destination enterprises employees. It goes without saying that this must be a cautious comparison since the structure of the enterprise is totally different.

Generally the interviewees working in destination enterprises describe a more instable and difficult employement history with less opportunity to get a more stable position, lower incomes, less training and professional development opportunities. Nevertheless it seems that enterprise restructuring affects working timetable and tasks. Outsourcing destination enterprises, that are the weakest element in the value chain, are suffocated by the schedules imposed by source enterprises. They have less contractual power and they find difficulties in the negotiation of schedules, workload and work costs. This obviously affects labour force, their workload and schedules. Working hours are longer and burden is heavier, this generates stress and difficulties in combining working life with other activities. Intensity of this pheneomen varies according to other factors such as organisation culture, presence and strength of trade unions. Moreover, according to interviewees, trade unions are often morally blackmailed for what concerns restructuring and weakness of outsourcing destination enterprises. They often find themselves at a crossroad: to accept worse working conditions or to be responsible for the shut down of the firm. In this respect a major role is played by local and national legislation as well as regulation provided in collective contracts. More than once, such regulations prevented some negative changes and the worsening of working conditions. 

In the sample analysed it seems that individual and collective identities as well as colleagues relationships and cooperation among coworkers have not been affected, although in destination enterprises there is a lower participation and affiliation to trade unions. As far as the working satisfaction is concerned, findings are comparable; all interviewees say they are not very satisfied with their jobs because of repetitive tasks, lack of responsibilities, low autonomy and freedom to organize one’s own work, the low or nonexistent involvement in enterprise decisions. The low income rate is another common feature. Without comparing rates, all interviewees state that their salary is not enough or it is just adecuate to  meet their families’ and their own needs. These elements are constant in the working conditions of both skilled and unskilled employees in the agro-industrial sector (and also in other sectors) and are ultimately worsened by some kind of restructuring.

8. Key data questionnaires

	Personal information

	Name/Code
	1

	Gender
	F

	Age
	45

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Married, family unit of 4 persons 

	Responsibilities in the family/support (short description)
	There isn’t any “external” support for home duties. Anyway the workloand outside work is not high because of she has grown-up sons, that collaborate to the home duties.  

	Children (number, age)
	2, 21 and 15 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Secondary-school diploma; technical skills, mechanical and organisational aptitude

	Job history (changes, perspectives, experience of unemployment)
	She began to work she was 19 years old. She did 3 jobs: shop assistant in a ironmonger's for 10 years; then production worker in a food industry for 6 years; then production worker in another food industry. Short experiences of unemployment after the secondary-school (about a year) and after the second job (about a year). Perspectives: to remain in current job, improving her position

	Current job

	Type of organisation (name and short description)
	It is it is one of the most important italian groups of the food industry. It produces fresch and frozen vegetables, ice-creams, frozen fish, snacks, jams. It produces for its brands, but produce for other brands too. It has 2.400 workers, about 70% women. A large majority of its workers consists of production workers (skilled, semi-skilled and unqualified)

	Present job (job title, position, perspectives)
	Machine operator. Position: skilled production worker, also workers representative. Fixed-term contract. Perspective: to became a forewoman

	Short description of tasks (changes due to restructuring)
	She controls and supervises a packaging machine, mostly by using a computer and a special software. But sometimes she has to intervene direcly on the machine

	Working hours
	39 hours a week, 7 hours on Monday, 8 hours form Tuesday to Friday. Work shift: on Monday 9.00-16.00, 16.00-23.00, 23.00-06.00; the other days 06.00-14.00, 14.00-22.00, 22.00-06.00 

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job. Sometimes her company arranges more formal and structured training, especially on the quality of the products and on the using of the machines

	Experience of restructuring (main changes in personal job situation)


	Some years ago her company dediceded to outsource a part of the production. The main change in her personal job situation is an increase of  internal flexibility and an increase of  workloads during peak demand periods, with the subsequent increase of stress and psycho-physical fatigue


	Personal information

	Name/Code
	2

	Gender
	F

	Age
	39

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Separated, family unit of 1 person

	Responsibilities in the family/support (short description)
	She is single

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Junior secondary-school diploma, vocational training (of 1 year), ; technical skills, mechanical and organisational aptitude

	Job history (changes, perspectives, experience of unemployment)
	She began to work she was 16 years old. She did 2 jobs: hairdresser assistant and then hairdresser; then production worker in a food industry. Short experiences of unemployment after the primary-school (about a year) and after the firs job (about 6 months). Perspectives: to remain in current job, improving her position

	Current job

	Type of organisation (name and short description)
	It is it is one of the most important italian groups of the food industry. It produces fresch and frozen vegetables, ice-creams, frozen fish, snacks, jams. It produces for its brands, but produce for other brands too. It has 2.400 workers, about 70% women. A large majority of its workers consists of production workers (skilled, semi-skilled and unqualified)

	Present job (job title, position, perspectives)
	Machine operator. Position: skilled production worker. Fixed-term contract. Perspective: to became a forewoman

	Short description of tasks (changes due to restructuring)
	She works to a packaging machine

	Working hours
	39 hours a week, 7 hours on Monday, 8 hours form Tuesday to Friday. Work shift: on Monday 9.00-16.00, 16.00-23.00, 23.00-06.00; the other days 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job. Sometimes her company arranges more formal and structured training, especially on the quality of the products and on the using of the machines

	Experience of restructuring (main changes in personal job situation)


	Some years ago her company dediceded to outsource a part of the production. The main change in her personal job situation is an increase of  internal flexibility and an increase of  workloads during peak demand periods, with the subsequent increase of stress and psycho-physical fatigue


	Personal information

	Name/Code
	3

	Gender
	M

	Age
	42

	Ethnic origin (native, migrant …)
	Senegalese, migrant

	Family status
	Married, family unit 4 persons

	Responsibilities in the family/support (short description)
	There isn’t any “external” support for home duties. The wife is unemployed and has the majority part of home duties.

	Children (number, age)
	2, 2 years and 4 months old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Junior secondary-school diploma, mechanical aptitude

	Job history (changes, perspectives, experience of unemployment)
	After his migration, he worked as farm worker for 2 years in different companies and different regions; then he worked in a food industry as porter  for 2 years and then in another food industy as production worker. Some unemployment periods among his jobs (but no longer than 1 month).

	Current job

	Type of organisation (name and short description)
	It is it is one of the most important italian groups of the food industry. It produces fresch and frozen vegetables, ice-creams, frozen fish, snacks, jams. It produces for its brands, but produce for other brands too. It has 2.400 workers, about 70% women. A large majority of its workers consists of production workers (skilled, semi-skilled and unqualified)

	Present job (job title, position, perspectives)
	Machine operator. Position: semi-skilled production worker. Fixed-term contract. Perspective: to became a skilled production worker

	Short description of tasks (changes due to restructuring)
	He works to a packaging machine

	Working hours
	39 hours a week, 7 hours on Monday, 8 hours form Tuesday to Friday. Work shift: on Monday 9.00-16.00, 16.00-23.00, 23.00-06.00; the other days 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job. Sometimes his company arranges more formal and structured training, especially on the quality of the products and on the using of the machines

	Experience of restructuring (main changes in personal job situation)
	Some years ago his company dediceded to outsource a part of the production. The main change in his personal job situation is an increase of  internal flexibility and an increase of  workloads during peak demand periods, with the subsequent increase of stress and psycho-physical fatigue


	Personal information

	Name/Code
	4

	Gender
	M

	Age
	53

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Married, family unit 4 persons

	Responsibilities in the family/support (short description)
	There isn’t any “external” support for home duties. The wife is employed too. The home duties are shared

	Children (number, age)
	2, 19 and 16 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Secondary-school diploma; technical skills, mechanical and organisational aptitude

	Job history (changes, perspectives, experience of unemployment)
	He began to work he was 19 years old. He did 3 jobs: production worker in a clothing industry for 3 year, mechanic in the same company for 6 years, then he was fired, the company closed; mechanic in a food industry. A long uneployment period after the firing.

	Current job

	Type of organisation (name and short description)
	It is a small enterprise. It has 40 workers. It works for third parties; it is outsourcing destination of parts of the production process of a big multinational corporation; it produces frozen vegetables.

	Present job (job title, position, perspectives)
	Mechanic. Position: slilled production worker. Permanent contract. Perspectives: to remain in current job, improving her position

	Short description of tasks (changes due to restructuring)
	Ordinary and extraordinary repairs of the production machines.

	Working hours
	40 hours a week, 8 form Monday to Friday. Work shift: 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job.

	Experience of restructuring (main changes in personal job situation)
	Working hours are longer and burden is heavier, this generates stress and difficulties in combining working life with other activities.


	Personal information

	Name/Code
	5

	Gender
	F

	Age
	35

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Married, family unit of 4 persons

	Responsibilities in the family/support (short description)
	There isn’t any “external” support for home duties. She describes an exausting family work; the workload are heavy.

	Children (number, age)
	2, 6 and 4 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Junior secondary-school diploma, mechanical aptitude

	Job history (changes, perspectives, experience of unemployment)
	She began to work she was 18 years old. She did 2 jobs: production worker in a clothing industry for 2 years, without contract; production worker in a food industry. Short experiences of unemployment after the primary-school (about a year).

	Current job

	Type of organisation (name and short description)
	It is a small enterprise. It has 40 workers. It works for third parties; it is outsourcing destination of parts of the production process of a big multinational corporation; it produces frozen vegetables.

	Present job (job title, position, perspectives)
	Machine operator. Position: skilled production worker. Fixed-term contract. Perspective: “to not lose her job”.

	Short description of tasks (changes due to restructuring)
	She works to a deep-freezing machine.

	Working hours
	40 hours a week, 8 form Monday to Friday. Work shift: 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job.

	Experience of restructuring (main changes in personal job situation)


	More instable and difficult employement history with less opportunity to get a more stable position, lower incomes, less training and professional development opportunities. Working hours are longer and burden is heavier, this generates stress and difficulties in combining working life with other activities


	Personal information

	Name/Code
	6

	Gender
	M

	Age
	50

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Separated, family unit of 3 person

	Responsibilities in the family/support (short description)
	There isn’t any “external” support for home duties. He describes an exausting family work

	Children (number, age)
	2, 18 and 15 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Secondary-school diploma; technical skills, mechanical and organisational aptitude

	Job history (changes, perspectives, experience of unemployment)
	He began to work he was 18 years old. He did 3 jobs: bricklayer for 1 year; production worker in a food industry for 5 years; mechanic in another food industry. Very short experiences of unemployment after the secondary-school

	Current job

	Type of organisation (name and short description)
	It is a medium enterprise. It has 110 workers. It works for third parties; it is outsourcing destination of parts of the production process of a big multinational corporation; it produces soft drinks.

	Present job (job title, position, perspectives)
	Mechanic. Position: slilled production worker. Permanent contract

	Short description of tasks (changes due to restructuring)
	Ordinary and extraordinary repairs of the production machines

	Working hours
	40 hours a week, 8 form Monday to Friday. Work shift: 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job.

	Experience of restructuring (main changes in personal job situation)
	Working hours are longer and burden is heavier, this generates stress and difficulties in combining working life with other activities.


	Personal information

	Name/Code
	7

	Gender
	F

	Age
	40

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Married, famuly status of 2 persons

	Responsibilities in the family/support (short description)
	There isn’t any “external” support for home duties. Anyway the workloand outside work is not high because of she has not children

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Junior secondary-school diploma;vocational training (of 1 year) technical skills, mechanical and organisational aptitude

	Job history (changes, perspectives, experience of unemployment)
	She began to work she was 17 years old. She did 4 jobs: shop assistant in the family shop for some months; check-out clerk in a small supermarket for 2 years; storekeeper in a clothing industry for 2 years; production worker in a food industry. Short experiences of unemployment among the diffeent jobs (no longer than 3 months)

	Current job

	Type of organisation (name and short description)
	It is a medium enterprise. It has 110 workers. It works for third parties; it is outsourcing destination of parts of the production process of a big multinational corporation; it produces soft drinks.

	Present job (job title, position, perspectives)
	Machine operator. Position: skilled production worker. Fixed-term contract. Perspective: to became a forewoman

	Short description of tasks (changes due to restructuring)
	She controls and supervises a bottling-machine. 

	Working hours
	40 hours a week, 8 form Monday to Friday. Work shift: 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job.

	Experience of restructuring (main changes in personal job situation)


	More instable and difficult employement history with less opportunity to get a more stable position, lower incomes, less training and professional development opportunities. Working hours are longer and burden is heavier, this generates stress and difficulties in combining working life with other activities


	Personal information

	Name/Code
	8

	Gender
	M

	Age
	26

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Single, family unit of 4 person

	Responsibilities in the family/support (short description)
	He live with his parents and with his sister

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Secondary-school diploma; technical skills, mechanical aptitude

	Job history (changes, perspectives, experience of unemployment)
	He began to work he was 19 year old. He has been working for a temporary agency for about six years with temporary contracts. I worked at different companies for different periods.

	Current job

	Type of organisation (name and short description)
	It is a medium enterprise. It has 110 workers. It works for third parties; it is outsourcing destination of parts of the production process of a big multinational corporation; it produces soft drinks.

	Present job (job title, position, perspectives)
	Machine operator. Position: semi-skilled production worker. Temporay agency contract. Perspective: ? aprire un’azienda

	Short description of tasks (changes due to restructuring)
	She works to a bottling-machine.

	Working hours
	40 hours a week, 8 form Monday to Friday. Work shift: 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job.

	Experience of restructuring (main changes in personal job situation)


	More instable and difficult employement history with less opportunity to get a more stable position, lower incomes, less training and professional development opportunities. Working hours are longer and burden is heavier, this generates stress and difficulties in combining working life with other activities


	Personal information

	Name/Code
	9

	Gender
	M

	Age
	27

	Ethnic origin (native, migrant …)
	Italian

	Family status
	Single, family unit of 5 person

	Responsibilities in the family/support (short description)
	He live with his parents and with his two sisters

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Secondary-school diploma; technical skills, mechanical aptitude

	Job history (changes, perspectives, experience of unemployment)
	He began to work he was 18 years old. He worked as farm worker for 2 years, then he worked for a food industry as apprentice for 2 years, but he was not hired. He has been working for a temporary agency for five years with temporary contracts. I worked at different companies for different periods. 

	Current job

	Type of organisation (name and short description)
	It is a medium enterprise. It has 110 workers. It works for third parties; it is outsourcing destination of parts of the production process of a big multinational corporation; it produces soft drinks.

	Present job (job title, position, perspectives)
	Machine operator. Position: semi-skilled production worker. Temporay agency contract. Perspective: ?

	Short description of tasks (changes due to restructuring)
	She works to a bottling-machine

	Working hours
	40 hours a week, 8 form Monday to Friday. Work shift: 06.00-14.00, 14.00-22.00, 22.00-06.00

	Access to training (formal and informal)
	Knowledge acquisition occurs mainly on the job.

	Experience of restructuring (main changes in personal job situation)


	More instable and difficult employement history with less opportunity to get a more stable position, lower incomes, less training and professional development opportunities. Working hours are longer and burden is heavier, this generates stress and difficulties in combining working life with other activities
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