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1.
Description of the interview sample 

The occupational group is defined on the basis of the restructuring of the global value chain and the differentiation between business functions. The occupational group of Logistics employees has been selected within the business function logistics in the Food industry. The interviews cover 8 employees engaged in the logistics process. According to the article of Vendramin & Valenduc (2007) interviews should cover skilled and semi-skilled workers. It concerns storekeepers, warehousemen, buyers, supply chain supervisors, product line managers, and chief line managers, involved in both virtual and material logistic work – either in the food or the clothing industry. 

Table 1.1
Profile of the interviewees

	Number
	Personal

(marital status, age, ethnicity, citizenship)
	Professional

(present position)
	Organisational

	1.
	V.B., Male, Married, 40 years old, Bulgarian, 2 children
	Storehouse manager
	Managers of the primary depots in three locations, based in the Factory in Central Bulgaria

	2.
	T.S., Male, Divorced, 38 years old, Bulgarian
	Shift Manager Logistics
	Storehouse in Central Bulgaria

	3.
	N.S., Female, Married, 42 years old, Bulgarian, 2 children
	Invoice preparation employee
	Storehouse in Central Bulgaria

	4.
	L.M. 
, Female, Married, 32 years old, Bulgarian, 1 child
	Employee dealing with orders of the distributors
	Logistics – in Central Bulgaria

	5. 
	L.L., Female, Married, 29 year old, Bulgarian, 1 child
	Employee dealing with orders of the distributors
	Logistics – in Central Bulgaria

	6.
	M.M., Male, Married, 63 years old, Roma, 2 children
	Owner of Subcontracting company, providing low qualified labour 
	Owner of Subcontracting company 

	7.
	K.M., Female, Divorced, 47 years old, Roma, 3 children, 2 grandchildren
	Employee in the subcontracting company, since one year and a half she is every day in the logistics of the beer plant
	Employee in the sub-contracting company

	8.
	A.M., Male, Married 60 years old, Bulgarian, two daughters and one granddaughter
	Employee
	Manager of the store ‘ready production and wrapping’ in South-Western Bulgaria

	9.
	E.Z., 35 years old, married, 
	Manager
	Responsible for the logistics and the relations with distributors in L Beer (between 1999 and 2005)


Work and organization context

The main part of the interviews was carried out in the autumn of 2006. The organisational case studies in the Food industry in Bulgaria have been realized in a subsidiary of a large multinational (it will be called Maltko
). The plant was located in a big town in Central Bulgaria. Additional interviews have been made in February 2007 with employees in a subcontracting company related to the logistics function. In total 7 interviews have been carried out within the above-mentioned company. Additional information was gathered through an interview with President of the Trade union of brewers and similar branches of the food sector (within the Confederation of Independent Trade Unions in Bulgaria) as well by interviews done with managers of the production within the framework of the organizational case. Additional interviews with employees of the logistics in other brewing companies were planned
. However because of problems related to the access to those employees who wanted to have the agreement of their managers only one interview was done in June 2007 in a city in South-Western Bulgaria (this plant is called by us Maltberg). In July 2007 one more interview is done with a respondent in North-Western Bulgaria – this respondent used to work in a brewery which also experienced significant restructuring without being part of a global chain. Other interviews were cancelled because employees in breweries in other areas of the country were afraid to be interviewed – some of them declared that they have signed declarations of confidentiality and could have problems even if they speak about their biography.

1.1. The Restructuring processes

The production of the plant BEER AD started in XIX century. The plant was built in Central Bulgaria. In 1947, BEER AD was nationalised, becoming part of the state-owned enterprise “Alcoholic Beverages”, and later on in 1952 of the state-owned holding “Vinprom” as all the other breweries in the country. In 1964 it became a part of Balgarsko pivo SO. During the socialist years (1944 - 1989) the planification of sales was made in Sofia, in the HQs of Balgasko pivo, as well as the investments decisions. The enterprise became autonomous again in 1991 where state-owned enterprises in the country were demonopolised. During the beginning of the 90s the company established its own logistics system.

After the privatisation in 1995 by Maltco, BEER AD become one of the main players on the local market. After the acquisition of BEER AD, Maltco bought 3 other plants in the country – HAS, BRS and Pl. The acquisitions has been followed by mergers – in 2000 BRS and HAS merged in BEER AD, 2 years later PL merged with BEER AD. The new company opened a head office in the capital, production of beer in BEER AD and HAS and logistics activities centralised in BEER AD. During this intensive restructuring processes from 2001 the number of employees in the BEER AD decreased from 1200-1300 to 620 in the year of 2006.

In the specific business activity of the logistics first of all there is a process of merger of the logistics systems and departments of the formerly independent companies. The HQs of the company in Bulgaria were located in Central Bulgaria, but after it was moved to Sofia, were actually most of the staff of the general management, of the sales force, the departments of marketing, purchasing, etc. are concentrated; only logistics direction stood in Central Bulgaria together with the production management responsible for the 2 breweries and the malting production unit in PL.. 

During the last 2-3 years Maltco started a new wave of restructuring. On a the level of the value chain it refers to reduction of the decision-making opportunities for the national subsidiary companies (such as BEER AD) and increasing the decisions coming from the respective zone (in the case of Bulgaria the decisions are taken in Moscow). It includes the so-called Global Project as well as a HR policy for rejuvenation of the staff.

In summary the work within logistics underwent significant changes – first of all the logistic function was ‘centralised’ at the level of Bulgaria – before each of the plants acquired by Maltco has its own logistics department and distribution chains. Second, the optimisation of activities of the plant in Central Bulgaria in 2003 (after the intervention of external consultants) led to decrease of personnel and to the changes of the organisation of work. The restructuring process within the company BEER AD included also externalisation of numerous activities, part of them are sub-contracted by small companies. The company “Support” is established by a former employee of BEER AD and it provides the company with low qualified labour at a daily basis.

2
Work biographies, career construction, trajectories

2.1. Career profiles in the occupational group 

The majority of the career profiles in the occupational group have career path within the examined case for the organisational study. V.B. (40 years old) started his carrier in the company 8 years ago. He has a significant internal job record – he started as a technology engineer in the bio-production, he has been quality manager for two years (in the branch in Northern Bulgaria), after that he was bottling manager in Central Bulgaria in order to move to the logistics, first as a manager of the storehouse for ready production, after – as a manager for the stores for all the country. Another respondent, working in the unit which receives the orders from the distributors and “prepares” the trucks says that she is already 11 year in the company, having been first in the laboratory, replacing a person in motherhood leave, after that 3 years in the cashiers office and since 1999 in the unit “Works with clients” within the logistics department. Another interviewed person responsible for the invoice preparation is saying that she had graduated the Economic Professional School, she had an internship in the plant in 1987, by that time there were jobs and she applied and was selected. 

The other type of profiles consists of people who entered recently the company, having career development in other organisations. S.M. is a typical example. He entered the company 3 years ago. Before he was an army officer and decided to quit the army because of his disagreement with some practices. He started as a driver – “I’ve just applied for a job, I had not pretentions what I’ll work”. He was first a driver, after that he was an administrator, after that he started to organise different events before coming to the logistics as a shift manager with ‘informal responsibilities on the store’. Another representative of this group is L.L. who used to work for a small company as an administrative employee before finding a position within the brewing factory. 

The interviewed respondent in the city of B. has started its career in a textile factory in the 60s but in 1984 he moved to the brewery and had a position in the logistics. This move was due to the fact that in the previous job the respondent was asked to travel a lot but at that period his two daughters were small. He received a promotion in 2005 when he was appointed as a manager of the store for ready production and emballage. 

Another type of carrier trajectory is the one of the low qualified Roma population which are employed in the logistics through a sub-contracting company. K.M. used to be a cleaning lady in a meat producing company which closed some years ago. After a long period of unemployment his chance was to be recruited within the subcontracting company of M.M. M.M itself is represents an interesting profile. He used to be a low qualified worker in the factory all his life. But it seems that it was a person with growing influence in the Roma community. In the early 90s he became owner of the plant’s shop for beer in the Roma quarter. He continued to combine the employment in the factory and the small business where he was helped and gradually replaced by his son. As he is saying, the last years he is one of the most respected people in the Roma area, he is called “Baba” which means father in Turkish language. His sub-contracting company is providing low qualified personnel to the plant, mainly to the logistics and the bottling units. Probably through this his family is gaining more and more importance in the community – they ensure jobs to people who could hardly find. This influence is shown also in the political activity of M.M., as well of his family – actually his son is Vice-president of the Municipal Council of one of the largest Bulgarian cities. This case is also showing the importance of the research on the individual trajectory in cases of restructuring – an analysis on the organisational consequences could outline only a person which suffered seriously by the fact that he was fired by the plant 3 years ago, but not this important parallel activity.

2.2. Relations between restructuring and changes in career trajectories

In order to understand the occupational group and the different trajectories which could be a consequence of different organisational developments but could also a result of different personal (family) situations within the same organisational context we need first to briefly present the context of the industry where the occupational group is working.

The beer industry in Bulgaria experienced an important and continuous restructuring since the last 15-16 years
. The enterprises became autonomous again in 1991 where state-owned enterprises in the country were demonopolised. During the beginning of the 90s the companies producing beer, still state-owned, including the one under examination in the organisational case study, established their own logistics system. Since the mid 90s the privatisation was launched in Bulgaria. Three multinationals gradually acquired the majority of the Bulgarian breweries; some of them have been privatised directly by them, other through reprivatisation
. The acquisitions were followed by mergers and closure of production facilities among many other significant change processes – such as modernisation of technologies, introduction of modern HRM techniques, etc. In the case of the enterprise where the respondents work the multinational enterprise have bought four breweries in the country in order to close two of them some years later. 

In this context we have interviewed persons which career trajectories have been subject to these important changes. In the case of V.B. we could observe that his career is in direct relationship with the restructuring – as the factory in Northern Bulgaria was closed, he moved to the factory in Central Bulgaria and changed his professional activities within the same company twice – first as a bottling department manager, second – as a logistics manager responsible about the stores of the company. Another person, who experienced career development as a result of these changes, is T.S., who used to be in the Army before joining the company. For him the restructuring was an opportunity for career development and promotion within the company.

At a difference with the case of Maltco the respondent in South-Western Bulgaria had a promotion within the same function after a long period (more that 20 years) when he was a responsible for a store. However his promotion in related to a new HRM policy of the multinational company which is searching to ensure conditions for the transfer of experience.

However the restructuring had less impact on the career of other respondents within the occupational group. An example is a woman having started her career in the company in 1987 in the examined company. She fulfilled the same function all the time. All that changes for her is her place within different structures – she used to be part of the financial department in order to be in the logistics after. In some cases the restructuring was at the origin of changes in the way of working - in the case of those respondents that are responsible for the distributors’ orders their careers are impacted by the restructuring. As one of the respondents says “It was different at the beginning, when I started here there was sales department here and in every brewery belonging to Beer AD – in H***, P***, B**, there were stores in Sofia, Blagoevgrad, Rousse, etc. Small by small things changed, breweries have been closed, one after the other and actually they did a centralized reception of orders and this department was made with 4 operators”. 

The restructuring had also serious impact on the low qualified jobs which since then are part of an external company and in this sense their career development within the company was made impossible
. As we will show it later in the text, the case of M.M. shows clearly a process of exclusion from the factory he used to work for decades of the low qualified manual workers. According to him with the coming of the foreign investor there are few chances for the minorities in this factory “They did in such a way, they chose some young people and there are no people to wok from the minorities, it does not matter Muslims, Armenians, there in nobody. But before, in the communist time 40-50% were our people”
. The same respondent is saying that he is ‘admiring’ the foreign company for their way of managing change: “Now, with my company we do good work and a lot of work and they do not have any engagement to these people. We work where their workers work, at the same place. But their workers have free yogurt, ours not, ours do not receive working clothes and so on. We don’t have any social benefits at the expense of their worker…”.

The last respondent has had different trajectory – in his case the enterprise in which he used to be employed had no experience how to deal with the new challenges for the logistics and he had the opportunity to innovate. These opportunities made the experience of the individual positive for a given period of time. 

2.3. Influence of institutional arrangements on the evolution of the career profiles

The institutional changes in the post-communist transition period had serious impact on the evolution of the career of the employees in the Bulgarian industry in general. The demonopolisation and the autonomisation of the enterprises in the early 90s were accompanied with massive layoffs and efforts of the enterprises to develop ‘survival strategies’. This processes influenced negatively a lot of jobs not directly involved in the production: some functions were thought to be useless for the enterprise. The privatisation process which marked seriously the Bulgarian economy (and society speaking in a larger sense) also impacted the careers within the enterprises. The inflow of FDI and the restructuring in the privatised enterprises contributed to the emergence of new departments/functions/professions such as HRM, sales, marketing, etc. or the serious transformation of other units/functions/professions such as finances, etc. These processes were often accompanied by optimization of personnel (considered to be too numerous) in the production and externalisation of activities to sub-contractors.  

In the concrete case of the examined multinational we can observe a number of direct impacts of the restructuring on the career profiles of the logistics personnel. The logistics in Central Bulgaria becomes a Direction managing the business function for the whole country
. In such a way it is possible to have a number of managerial functions such as the stores manager. The restructuring also allows the establishment of a new function – the shift managers. The former secured places of electric truck drivers have been transformed into mixture of core stable jobs and seasonal employment ensuring flexibility. The maintenance of the electric trucks which used to be ensured by a team hired by Maltko is nowadays done by an external company for the more complex operations while the easiest tasks are done by the drivers themselves. The low qualified employees are actually part of a subcontracting company. 

We should add that after the privatisation in the company acquired by one of the leading European multinationals the work seems prestigious and wages and working conditions contribute to this image in a difference of the situation of the privatised by local investors or still state owned enterprises (SOEs). However this seems to be less true some years later – many of the interviewed respondents witness that they are not satisfied with the remuneration level in the company compared to the intensification of work, the new skills required and the changing environment in the other enterprises in the town.

Within the interviewed respondents we have also cases of persons which have been employed by the Army forces. T.S. represents an example of the persons who were obliged to leave or who left according to their personal choice the Bulgarian Army
 and need to re-start their career. As the respondent says “And you are a military, an ex-specialist, you are able only to work as a security guard, you do not have any working experience on your speciality, but I had the advantage to have a professional driving licence and I saw an announcement that a driver is sought”. But this concrete case could be examined in a broader context where a lot of Bulgarians were obliged to search for a job in a completely new sphere after massive lay-offs
.

A last remark related to the institutional arrangements concerns the general situation in the city where the case study took place. The inflow of FDI was not as important as in other regions of the country and the subjective attitude of people is that they are in stagnation. 

2.4. Gender dimensions of the career profiles  

As it was already said, the logistics workforce in the examined enterprise is dominated by men (about 4/5 of the total number of the employees in the logistics). It is difficult to claim with a certainty but we may see that male prevail in the management functions – director, stores manager as well as among the electric truck drivers. Women prevail in functions such as the shift managers and in job places related to distributors and to invoice preparation. The situation in the plant in South-Western Bulgaria is similar – women occupy positions of invoice preparation officers and storekeepers and they represent less than 20% of the personnel employed in the logistics. But if this is the case in the factory itself we need to add that in the HO of the company in Sofia the responsible for the logistics is a woman. In this company used to work also a woman – driver of electric truck but she left to work in Greece. We could see that women engaged in the logistics are working during the day and not on shifts with few exceptions. Part of the work done in the stores used to be very heavy in the past, with more manual operations and probably this also explains the fact that more of the employees are men.

Examining the career development we might see that men such as V.B. or T.S. could benefit from quick promotion while women are more likely to stay within the same position. One of the interviewed persons (woman) declares that she has tried to apply for three positions during the last two years but she was ‘stopped’. The same respondent continues that she tried to take more responsibility and initiative in her work but again she has been stopped by the management. 

The new requirements for flexibility, both in space and in time, probably impact career development, together with the fact that knowledge of English language is seen as an important element of advancement. One of the respondents tries to explain to his subordinates that English language is essential for advancement in the company. Even if there are English language courses offered by the company, some female employees could not follow them because of the need to be home for family reasons. We might observe that this trend (for English language as a determinant of career development) is less present in the case of Maltberg, probably because of the company policies and of the fact that the acquisition was more recent. On the other hand those, which career seems to be blocked are often in clerks’ positions however they are engaged in a routine work – there is neither creativity nor prospects for hierarchic improvement of a professional position. All of them are women. Some of them seem to have used long periods for maternity leave. One of the interviewed respondents from the customers’ orders says that she has used 1 year and 7 month for maternity leave and when she was back, there was a significant change concerning the personnel in place: “there was a change in the labour collective, because I left with other colleagues and I found other girls I did not know”. 

In the logistics occupational group there are elements to formulate a hypothesis for horizontal and vertical gender segregation. Some operations are ascribed to women, others to men. The hierarchical advancement of women is more difficult because of the traditional division of the care work in the family and the expectation that women take the primary responsibility for children and care work.

The restructuring has a different impact over different categories of women labour force within the occupational group. The first category consists of women, involved in invoice preparation or orders treatment. The second - are the women involved in the packing of bottles of different brands. Both task are routine – the first one however is routine clerk work, which makes women part of the working class. The second one is routine physical work, the women are not part of the permanent staff of the firm (but of the subcontracting company) and presumably their interest is not represented from the trade union.

The first category are employed on the regular contract with the factory, the second is selected and employed mainly by the subcontractor firm. The first group has full social security rights (maternal leaves, free days when the child is ill, etc.). The second category does not have this type of security - they take the risks of the irregularity and fluctuations in the work operations. They come and leave, working for a small periods of time. This group consists of Roma women. For the first category the problem is to be hired, to avoid discrimination in the selection procedure. Once hired, they can rely on the trade union to secure their social rights. For the second group the work is highly insecure – they incorporate several types of exclusion.

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 logistics function was not a prestigious function within the socialist enterprise where for a long time the engineer and the qualified worker were the most ‘valorised’ persons. As it was already mentioned, the logistics function was centralised within the head office of the economic group before 1989. With the emancipation of enterprises in the beginning of the 90s there was a factory based development of the logistics. As it is evident form the organisational case study, each brewery, belonging to the multinational has inherited its own logistics system developed in the early 90, after the demonopolisation. However at the beginning of the current decade started a process of merger between the breweries belonging to Maltco and this merger was followed by a centralisation of the different business functions, including the logistics.

We can formulate a hypothesis that the identity of the management interviewed is based on the belonging to the company. Since 8 years V.B. has a career within the company. According to him, the change is a challenge for the individual; he is against those who are “doing the same during 35 years”. This respondent is not searching himself for a career development, instead he has received ‘offers’ by the company: “All this are offers, made by the management, I have not demander for them, I have not applied, they have decided…”. For T.S. it is important that such company can give really opportunities for development of the career. He appreciates the fact that the company is changing in order to follow the market, the clients, etc. In both cases we have persons that appreciate the opportunities that are given to them and rarely have initiatives in front of their chiefs. However T.S. is saying that once he had informed the factory that he has a proposal to go in Brazil to work as a cook. The company was reactive and he stood in place. This respondent declares that the company evaluates and appreciates its personnel: “Maltko is a company which respects people. The director is coming to say “We are satisfied from you…”. 

The professions in the logistics itself seem to be also interesting for development of the career in the upper positions. The example of V.B. is not typical for the period before the privatisation and the acquisition by a multinational enterprise. But in this case we might see a move from the production itself which could be seen a more symbolically valorised function via the bottling to the logistics. The respondent in South-Western Bulgaria is trying to make a symbolic range the functions within the brewery in order to outline the importance of the logistics: “OK, I will not say that we are the most important because the production is also important. But we are important because we are logistics. This production, we should convey to the clients”. The same respondent makes a comparison of the perception of the logistics within the socialist enterprise and nowadays and concludes that it is much more appreciated at the present moment. 

There are persons involved in invoice preparation, in driving the electric trucks or in ‘preparation’ of the trucks for the customers. Their occupational identity is influenced by the belonging to the company but also by the belonging to other networks, mainly the family one. Three of the interviewed respondents are women; they are married, having children, etc. In the interview with one of them she is saying that she would like to be more involved in trainings but she could not allocate time for such activities. The work itself seems to be interesting even if in some cases there are not many opportunities for career development.

3.2. Changes in occupational identity (nature of changes, concerned workers, explicative factors)
The restructuring impacts in different ways the examined population and its occupational identity. First, there is a group of low qualified persons which are outside the company and come back only as an employees of a subcontracting company with an ethnic character. We need also to consider the fact that this group is probably bigger when the company started to use different bottles for the different brands of beer produced
. As the representative of the sub-contracting company is saying “These people are almost illiterate”. For these representatives of the Roma population in the city often the work on a daily contract within the company of M.M. is the only way to have some kind of stable job. As M.M. says: “There is such unemployment. They (Roma, note V.K.) are not accepted by employers - first do not have any qualification and second are illiterate. And employers chose their employees. It is not as once upon a time. In the communist period they were forced to work, even with police. Nowadays there is no work for them. Most of the people come to my home. If you come in the evening you will see, each 15-20 minutes there is a woman coming and starting to cry – my husband is in prison, my child is operated, take me to work.” The owner of the subcontracting company providing low qualified labour to the plant is also a former employee who suffered from the last restructuring. He interprets this fact with a bitter feeling of having been a victim of serious injustice: “It was the heaviest strike in my life. Three years before retirement – I had the length of service but not the age, I was 60 years old and I was fired. At that moment the **** (name of the people of the owners) changed all the management and a lot of people which worked here. It was not deservedly. I gave so much to this plant. I have been always on Holidays. Very often I used to work on the New Year’s Eve.”

A second group consists of those employees who had few changes in their work. The population concerned consists of women at posts related to management (shift managers) or relations with distributors, or male electric truck drivers. We can not say that their occupational identities are seriously changing after the restructuring. However there are some indicators that could make us think that this group is more committed to the work than it was in the pre-privatisation period. All the interviewees are saying that they stay at the factory even longer than the normal lengths of the working hours in order to fulfil their obligations. There are also new requirements for the knowledge of all the process which make the work of the occupational group more valuable: “Requirements for our work are growing. Our work at the concrete workplace needs knowledge not only in our domain but we are supposed to communicate with all departments. To have financial knowledge because distributors send payments every day, every hour and in order to do the job we communicate with the store, with the loading, with the production, with the financial department, where payments are tackled. So you need to look all the time around in order to be up-to-date and to do your work with quality”. The new skills are accepted by the interviewed respondents as something normal, but there is no specific enthusiasm about them. If often the company has been itself a motivating factor to start career there but some disappointments happen after – some of them related to the restructuring.

The third group considered is the one of those who received better opportunities with the new situation. Their occupational identity is based not only on the belonging to the company (the Bulgarian brewery) but more and more to the global company (Maltko). The professionalism is an important element in their occupational identity but more and more coupled with the challenges of flexibility, mobility and client based orientation. From this perspective the professions in the logistics itself are seen not as a lifelong path but as a period in the professional career which could be preceded or followed with other professions in the company. Yet it is difficult to say if this modified identity could be impacted by ‘global career’ opportunities within Maltko. V.B. who has a significant career development within the company in Bulgaria is saying that he is not attracted by a job abroad, even if he used to have colleagues that benefited from such opportunity. 

The affective relations among colleagues could be also an important element in the identity at work. In this sense changing relations with colleagues also could reflect changing identities of the occupational group. For the interviewed persons in this group there are some contacts with the colleagues but these contacts are less frequent than before. As V.B. is saying: “Sometimes we see each other in my department. The evening we stay to talk or we go out sometimes but not more than once per month because the rhythm of work is very serious…”. In contrast to this situation we have the statement of A.M. who tells that there are frequent meeting of the colleagues in the logistics department outside work – very often they go to a pub, or to have a meal outside the town, there are also 3 annual meetings organized by the company itself, and meeting organized by the union. For the meeting organized by the company – there are also the colleagues from a plant in South-Eastern Bulgaria coming, they rent a restaurant, there are sport’s competitions, you may take your children or even grandchildren.

In this changing identity the role of language knowledge is very important and those who could make career without it see the situation as exceptional. A.M. in South-Western Bulgaria says that he appreciates a lot the decision of the company and especially of his superiors to promote him even if he has no higher degree diploma and he does not know a foreign language: “I do not speak foreign language; you know for our generation it was not something which is required from us”. We could formulate the hypothesis that the knowledge of English language makes easier for the employees to identify with the global company and to allow them to communicate when visiting other plants of the group abroad or discussing with foreign experts at the home plant.

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

The restructuring clearly has an ambiguous impact on the examined occupational group. We might observe part of the actors who seem to be appreciated and valorised by the company and who could benefit positive career development after the restructuring. V.B. could be given as an example. We could suppose that these profiles could even having ‘global’ career later, in other branches of the company abroad. 

There are persons from the same group who could not handle with the new working conditions and the intensified work and decided to leave. We might see that the restructuring is influencing also the relations between colleagues. As one of the respondents is saying, during the last years most of the contacts with colleagues are at the workplace: “We make birthday parties here because everybody is in shift, everybody has engagements. I have proposed to the colleagues to go out, but how to say, everybody has its own family or everyday life problems and people and in incredible stagnation. It is a reflection of what is happening outside on what it in the framework of the factory, the microclimate. So we have only short party for 10-15 minutes, we take some sodas, some nuts or something of that kind but rarely outside”.

It seems that with the acquisition and the continuous restructuring within the examined company the solidarity among the employees tends to decrease. First of all, we can note that there is almost no feeling of solidarity between the employees of the different production units of Maltko (especially when the plant in Northern Bulgaria was closed). Within the factory in Central Bulgaria the intensification of work contributes to the decrease of solidarity among the employees. But in the same time there are small units where the team principle is being introduced or reinforced within the restructuring. The respondent N.S. is saying that she appreciates the fact that there are no confrontations she likes to work together with her colleagues. The teams of the electric truck drivers also have joint responsibility for the results of everyday work, which was not the case before in the enterprise in South-Western Bulgaria.

The people from this group continue to be members of trade unions even if sometimes they can not explain what is their the motivation. Often the responses concerning union membership tell us that employees feared not to loose some social benefit and nothing other. 

For those in more advanced positions the restructuring and the changes represent a chance for the individual – as V.B. is saying: “All this depends on your wish – to stay at the level you are, to not learn English, not to know how to work with the computer. But when you need to use it in your work in such companies you have been proposed. And it is up to the wish of the individual. But some people do not appreciate this opportunity”

A final remark concerning the changing identities of the representatives of the occupational group is related to second job. In the transition years in Bulgaria the phenomenon of second job was widely spread
. We could imagine that the second employment (or second activities, broadly speaking) will impact the identities of the occupational group. However we could suppose that the work in a factory belonging to a multinational enterprise, where continuous intensification is observed, will be not possible. But to our surprise one of our respondents is saying that she has colleagues which do such work – some of them make the accountancy services for small enterprises. This respondent is arguing that she will be glad to do something similar: “I would search for some kind of additional work, but I do not have such a possibility, really. After my work here, after my family, after my mother and father who also count on me I really have no possibility to do this, but I would like to”. Examples
 of employees who combine paid work within the plant and external activities make us believe that there is a shift in the identities. The owner of the sub-contracting company itself is saying that in the early 90s he got such kind of second job: “I had worked in the plant. In the early 90s I took the shop, I was given the plant’s shop
 and I started to have a second job. My son also came to help me”. 
4 Quality of work

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

All the respondents agree that the way of working has significantly changes during the postprivatisation years even if the content of some of the workplaces seems not having changed. It is the case in the plant in Central Bulgaria, but it is also the case in the plant in South-Western Bulgaria. As our respondent there is saying:  “Before we used to work in a different way”. The key words describing the change are intensification and responsibility. Concretely in the domain of the logistics the changes concern several aspects:

· Need to respond to the increased production of beer, especially after the closure of a production factory in Northern Bulgaria – it makes pressure on the logistics which is with less employees;

· Company policy towards distributors – according to it there is an increase of work at the end of each month - Something more, the company policy of bonuses to distributors makes the ends of the months very busy for the logistics – if in a ‘normal’ day from the store are taken between 600 and 700 pallets, there have been cases when the quantity has reached 1200 pallets;

· Introduction of IT in the process – which impacts the work of the almost all employees and which will further impact the logistics process
;

· Client oriented approach – which requires more attention to the avoidance of queues of trucks from the employees in the store and specific organisation of the management of orders;

· Better utilisation of the store space – but this implies an increased risk of pallets which could fall (or individual boxes could fall). According to one of the interviewed employees, the pallets are put too high – for example the previous year the boxes were per 32, 4 rows each, in 2006 the pallets have been changed with a new model and they have 50 boxes, 5 rows each. This allows gathering more production in the storehouse but increases the risk for the shift managers and the invoice preparation employees which enter the storehouse in order to count. Even if there were not incidents, an interviewed woman insists on the fact that it is dangerous.

· Diversification of beers produced and of their bottles - in the peak periods the logistics could deal at the same time with 20 to 28 trucks, to load from 8 to 20 types of beer to each of the trucks and this could cause problems and confusions.

· Overall continuous modernisation of the working places.

We could note that the changes are numerous and they have diversified impact on working conditions. In order to summarise we might outline two main trends – on the on hand the work is more and more, the deadlines are more and more strict and the distributors should be prioritised. On the other hand the company is really taking care to improve the health and safety conditions (e.g. in 2005 the lightening and the whole lay-off of the storehouse were replaced in Central and in Southern Bulgaria and employees have been consulted), there are more modern and performing protective clothes and equipment, etc.

The evaluation of the changing working conditions is ambiguous. As already mentioned, there are persons from the same group who could not handle with the new working conditions and the intensified work and decided to leave. As one of the respondent says about one of those who left: “She was in maternity leave and when she came back, the company has changed so much that at one moment she was not able to cope with the new rhythm. At one moment she has a leg broken, so she went again home. She was a rather plump, I do not want to say something wrong but here we need energetic, dynamic people. Let’s say she needed two or three times to climb, after that to go down and at one moment she said “I leave…”. She could not stand…”.
For those who are in place and who have management positions the changes are positive, they make comparisons of before and after. As V.B. says: “I have seen how people work in some enterprises and how in others. Not speaking about the state institutions. What is their motivation, today you may go home at 16.00, tomorrow at 17.00. And that was the problem for us, how to motivate people…”. According to the same respondent the mobility is ‘normal’ - “The change of the workplace or the place you live is not a problem if the conditions that the company offers you good conditions”. The centralization of the logistics function introduced new tasks for the management in the Logistics direction – they are responsible for stores in other sites and it means that they need to travel in order to supervise those workplaces. In this sense the management work in the company is related to travels, something which was not true in the period when the company was not part of a multinational enterprise but an autonomous enterprise.

We need also to add that sometimes multinationals come with their own social policies which could not fit with the expectations of the local population in both senses. Numerous examples could be given from the two plants.

4.2. Management of working time 

After the restructuring the production of beer requires a 24 hours non-stop process through the whole week. That is way in all of the production departments three separate shifts with a duration of 8 hours each are introduced. There is almost no room for temporal flexibility because the operations performed in the different departments have to be strictly synchronized. 

The restructuring in the logistics is related to the intensification of the production. The working time of the logistics in Plovdiv depends on the work of the bottling lines: “When the bottling lines function it is compulsory for us to work”. From April to November the storehouse has no stops. There are 4 working shifts (in such a way 3 shifts, 8 hours each are covering the 24 hours of the day, the fourth rests). People work about 160-168 hours per month during this period, according to the number of days in the respective month. It does not mean that there are no extra hours. On the contrary - it happens and the company pays for them. But it is very rare to occur outside the “season”. This organisation also impacts the holydays of the firm’s employees – it is easier to have a rest in the winter season. There are number of influences on the working time. They concern the seasonality, the working day, the rests and the leaves. The shift work for some occupations also becomes more intense – in some cases there are 3 shifts instead of 2.

During the busy season the situation in the logistics is characterised with strong pressure. It has impact on all the jobs in the business functions. According to the customer service “We have one stationary and one mobile phone, all telephones are ringing, it is something terrific, all speak at once and we start to do our purely technical work after 17.00 or 18.00, it is everyday life for us”. The manager of the store is saying that it is a period when he is at home about 22.00 in the evening. Another employee with managerial functions is saying that he is staying often 15-16 hours and sometimes is coming also during weekends to see is everything is OK – “This is question of organization. I will not stay 100% of the time (note V.K. – the respondent speaks about coming to the factory during weekends) because we have no right of extra hours. I’ll just pass through the plant or I’ll call if there is a problem, our mobile phones are given by the office, we do not switch them off 100% of the time”.

The new intensification of working time and the optimization of functions have an impact also on the organisation of holydays. In Central Bulgaria people in the logistics are expected to take the main part of their leave outside the busy season. One of our respondents is saying: “I take this into account. In summer I take one week, because somebody needs to do the work, when I am back I try to compensate my absence, in winter I may take one or two weeks. January and February are the less busy months; normally I take two weeks in this period not to make problems to the other in more busy moments”. There are also specific constraints for particular groups. As one of our respondents says: “Our work is not distributed in time evenly, there are days when it is very difficult when one person is absent another to take his work. So I prefer to take leaves at the beginning of the month, then is more calm and we may take 3 or 4 days, not more”.

The new situation related to the working time management makes pressure on the individual and there are cases of persons who leave the company. As one of the respondent says about a shift manager who left after a maternity leave:-“things changed radically, she could not fit in the new situation…”).

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

While there is a process of intensification of work and of strong flexibility required for some positions (travels, 100% telephones switch on, coming during weekends, etc.) we might formulate the hypothesis that the restructuring contributes to a gender unequal approach of working conditions. Probably this is the reason that some women left the company. Another gender specific condition is the hiring of women on positions which do not suppose career development and where work is routine and not very well paid.
5 Learning and skills development

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.

Some of the respondents have been obliged to change their skills profile in order to adapt to the new skills requirements. These changes included also the introduction and/or development of IT skills. But most of the respondents report that they learned to deal with the software products by themselves. A respondent in the customer service says: “Simply you learn things in the process of work”. The introduction of IT technologies in the plant in South-Western Bulgaria is accompanied with more formalised training, according to our respondent A.M. The SAP based system in the plant he works made necessary the training of the invoice preparation employees in the headquarters in Sofia for one week.

As already mentioned, there is a divergence of the opinions of the interviewed persons about the role the company should play in the training of the personnel – some respondents such as V.B. claim that the individual himself should be responsible for the development of his skills.
Management of learning and skills changes for this OG (learning opportunities, formal training…)

As it is mentioned in the interviews, there was almost no formal training of the logistics employees after the restructuring. Some of the new skills required, related to IT or to the new way of reporting, or to the maintenance of the electric trucks are learnt at the workplace. 
In the case of the employee E.Z. from L Beer the company has paid part of its study of management. He appreciates highly this programme “There I did bookkeeping, management, logistics and management of the supply. All the things that were useful… I used to learn in the very process of work”.

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

Some of the interviewed persons comment their wish to learn more. However for a female employee this was not possible because of a double constraint: “I wanted to learn more but I had nor the financial possibility, nor the time. I have no possibility to go to study after work, it was a minus for me but the circumstances were such. I envy people that know perfectly English language”. In this case the family situation could be a barrier for learning. 

6 Work-life balance

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

The company under investigation does not have any specific ‘family friendly policy’ for the occupational group under investigation. As it was already discussed, the interviewed managers in the logistics witnessed that they should be very flexible concerning their working time but they seem to accept it. However we need to stress that still one of the interviewed respondent, L.L., has had 1 year and 7 months maternity leave, something which could not be possible in the majority of the Bulgarian companies, even if such a legal opportunity exists
. In general the interviewed employees having responsibilities to care after children or elder people are trying to arrange their personnel schedule according to the working schedule of the plant. For men there is an understanding that work should be a priority – V.B. is saying that if he is home after 22.00 his wife start to ‘mumble’.

As already mentioned, in the case of Maltberg plant there is a policy encouraging joint events with families, company offered GSM for cheap calls with 2 persons from the personal environment, etc.

In the case of E.Z. the company L Beer was not offering specific policies for reconciliation of work and family life but the efforts made by the respondent were seen by him as ‘temporary’.  

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

The situation in the examined occupational group seems to be modified after the restructuring (and after the privatization and the entrance of foreign direct investors in broader plan). Work seems to take more and more importance at the expense of family life. A comparison with the years of socialism or even with the public owned enterprises during the 90s shows that if then many employees were able to ‘fulfill’ only part of the working time
, now more and more requirements for intense work. In the examined case the majority of the employees have children which are already living alone (having their own families). However it is clear that after the restructuring this group will have more difficulties to reconciliate work and family life. On a lot of work places works one person instead of two or more before. This makes individual arrangements and mutual help less possible (for example N.S. is telling that before there were two employees preparing invoices and it was possible for her to make ‘arrangements’ with her colleague). The working pressure for a lot of jobs is such that people are expected to stay at work more than the usual length of the working day to finish their tasks (as it is the case of the employees L.M. and L.L.). Those persons who have more management responsibilities are also expected to be deeply ‘involved’ in the process – they come to see how work is during the weekend, etc. For those who need to look after a pet, like T.S. it is not a problem, but this respondent admits that such a rhythm will make the live of people with families difficult.

As it could be seen from the interviews, those who make career in the occupational group are expected to work harder and harder, for those who need to care for the families (children, grandchildren, elder parents) sacrifice opportunities for advancement, learning, etc.

As a general conclusion we might claim that the restructuring ‘brought’ and ‘designed’ by the MNEs that acquired the Bulgarian beer plants has important consequences on the relation between family and work. Actually more and more choices should be made by individuals. 

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

As described in the paragraph 6.2., there are gender dimensions in the relation work/family for the occupational group. The ratio between men and women has not changed. The logistics in the enterprise BEER AD employs 80% men and 20 %. This ration could be observed also in the production unit of the company Maltberg. The ratio men – women does not change much after the restructuring. What is interesting to mention is that in both cases these breweries are production units of MNE with HO in the capital of the country and ‘upper’ decision making levels. This could suppose interesting opportunities for career in the occupational group but as we see from the case of Beer AD – these positions are taken by men coming from other enterprises/occupational groups within the same enterprise. 

If during the socialist period ‘whole families’ used to work in the plant (according to M.M.), the privatisation ‘cancelled’ the full employment rule and opened the door for a continuous rationalisation. This impacted at first the low qualified Roma employee, some of which work ‘in family’ in the brewery. 
Conclusions

The examined occupational group experiences a number of impacts after the restructuring. There are a number of processes which are important in order to understand the changes within the occupational group: 

· Autonomisation of the SOEs in the early 90s;

· Privatisation of the breweries;

· Acquisition by foreign investors, and optimisation of the acquired production facilities and logistics together with ‘imported’ HRM policies;

· Organisational restructuring often decided somewhere in the headquarters or the regional management centers of this industry which becomes more and more ‘globalised’.

Professions in logistics are affected by the changes in different ways. But in general we might conclude that the content of the work is enriched – employees doing invoice preparation or entertaining relations with the distributors are supposed to have an understanding of the processes in the company, IT is entering more and more in the work of the stores, production is more and more diversified. However we could see that the evaluation of the individuals in the occupational group differs. On the one hand we have profiles that appreciate the fact that jobs are enriched, on the other there are people who seem to be less committed to the company and the concrete work and accept changes without enthusiasm. Something more, those respondents are not satisfied with the fact that new skills are required by the company but the remuneration is seen as insufficient for such efforts.

At the same time the work in the logistics is becoming more and more intense. Less people are responsible for more work. Time pressure and flexibility are two key words that described the changing situation after the restructuring. Again, there are two positions towards change. For part of the respondents in the group this is the way the work to be done and all the rest in heritage of the socialist and state-owned past. They appreciated what is done by the MNE. The restructuring is something ‘normal’ in a company which wants to be competitive. They see the company as just and offering opportunities but it is up to the individual to seize them. The other part are the ‘losers’ of the restructuring – the Roma employees which do not work or work for a sub-contracting company, the women in blocked position, etc.

These changes impact the occupational identities within the group. On the one hand we have persons who benefit form the restructuring and for whom the identification with the global company. For the identity model of this profile the profession itself is not so important, it could change in the course of carrier. The conception of work is related with the flexibility, the commitment to the company, but in exchange of good conditions and career development.

Even if the occupational group is male dominated, we could observe that there are more chances for career development and management responsibilities for men for a number of reasons – they could be more flexible concerning working time, necessity to come in weekends, to do shift work or to learn outside the working time. 

The other group is the one with gender or/and ethnicity dimensions and the accumulation of exclusion, risk, insecurity, low payment. These respondents speak about the negative effects of the privatization and of the restructuring and about the nostalgia of the past.

Having been a group with relatively low symbolic ranking during the socialism, the last year the logistics occupational group seems to be more and more appreciated, probably also because of the entry of the multinational companies.

Annex 
Key Questionnaire N1

	Personal information

	Name/Code
	V.B.

	Gender
	Male

	Age
	40 years of age

	Ethnic origin (native, migrant …)
	Bulgarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Shopping, home reparations, taking care after children during weekends

	Children (number, age)
	Two, 12 and 8

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Master Degree,  Sofia University, Biotechnology 

	Job history (changes, perspectives, experience of unemployment)
	Food technology engineer (Food processing enterprise in North Bulgaria) – 8 years

Technologist in the bioproduction (Company North Beer) – 4 years

Quality Manager (Company North Beer) - 2 years

Manager of the Bottling Department (Beer AD) – 6 months

Manager of the Store for ready production (Beer AD) – 2 years

	Current job

	Type of organisation (name and short description)
	Beer AD, brewery, belonging to the MNE ‘Maltko’

	Present job (job title, position, perspectives)
	Storehouse Manager, responsible for the stores in Bulgaria

	Short description of tasks (changes due to restructuring)
	The respondent was promoted to this position after the restructuring, he is coming from another production unit of Maltko which was closed in 2005, Responsible for the storehouses of the company, located in 3 different towns in Bulgaria, frequent travels to the other locations after the restructuring

	Working hours
	8 hours officially, but the respondent is rarely at home before 22.00

	Access to training (formal and informal)
	Learning by doing; Specific training offered by the company

	Experience of restructuring (main changes in personal job situation)
	Positive experience from the restructuring, highly evaluates the opportunity to change places and profession within the same company 



Key Questionnaire N2

	Personal information

	Name/Code
	T.S. 

	Gender
	Male

	Age
	38

	Ethnic origin (native, migrant …)
	Bulgarian

	Family status
	Divorced

	Responsibilities in the family/support (short description)
	No

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Army higher education

	Job history (changes, perspectives, experience of unemployment)
	Army officer – 12 years

Unemployed – 6 months

Driver in Beer AD - 1 year

Administrative employee in Beer AD (6 months)

Shift Manager in the storehouse of Beer AD – since 1 year and a half

	Current job

	Type of organisation (name and short description)
	Beer AD, brewery, belonging to the MNE ‘Maltko’

	Present job (job title, position, perspectives)
	Manager of the store in Beer AD, shift manager (since 1 year and a half) - 

	Short description of tasks (changes due to restructuring)
	Responsible for the shift – made of drivers of electric trucks, invoice preparation employee, low qualified employees from a sub-contracting company – overall coordination of the store activities, control of production ‘going in and going out’

	Working hours
	8 hours per day according to the job description but normally he works longer, usually the respondent starts at 7.15 in the morning and stays till 18.00 – 18.30. At least one of the two weekend days the responds pass through the factory to see if everything is OK. His mobile telephone is always switched on. 

	Access to training (formal and informal)
	Short formal training – for example 1 day to work with the system for the store management. Informal learning by doing, as the respondent says one should be ‘smart’.

	Experience of restructuring (main changes in personal job situation)
	Positive experience – the restructuring allows the respondent to have rapid promotion and to feel appreciated by the company. He becomes manager



Key Questionnaire N3

	Personal information

	Name/Code
	N.S.

	Gender
	42

	Age
	Female

	Ethnic origin (native, migrant …)
	Bulgarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	A large set of responsibilities – talking children from school, cooking, cleaning

	Children (number, age)
	2 children, 16 and 13 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Graduated from an Economic high school in the same city where the brewery is situated

	Job history (changes, perspectives, experience of unemployment)
	Accountant in the invoice preparation department which was part of the Financial department before being attached to the logistics 

	Current job

	Type of organisation (name and short description)
	Beer AD, brewery, belonging to the MNE ‘Maltko’

	Present job (job title, position, perspectives)
	Invoice preparation employee

	Short description of tasks (changes due to restructuring)
	Preparation of invoices for the distributors of the company. 

	Working hours
	8 hours per day, from 8.00 to 17.00, from time to time the respondent works on Saturday and Sunday to make audits in the storehouse (as she explains it is not possible to do this )

	Access to training (formal and informal)
	The respondent has access to training but could not benefit from some of the training (namely language training organized and paid by the company but out of the working hours) because of family responsibilities.

	Experience of restructuring (main changes in personal job situation)
	The work is more intense after the restructuring, before this work was done by two employees; invoices are more complicated because the company produces more and more brands in different packs and there are EU requirements about the way invoices content the reporting of production dates and calculation of excise duties.  



Key Questionnaire N4

	Personal information

	Name/Code
	L.M.

	Gender
	Female

	Age
	32

	Ethnic origin (native, migrant …)
	Bulgarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Taking care after a child, shopping, cleaning, preparation of food

	Children (number, age)
	1 child – 7 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Higher Education – food processing technology

	Job history (changes, perspectives, experience of unemployment)
	1 year – Laboratory employee – (replacing an employee on maternity leave)

3 years – cashiers office

Since 1999 – in the Department “Work with clients” of the Logistics Direction 

	Current job

	Type of organisation (name and short description)
	Beer AD, brewery, belonging to the MNE ‘Maltko’

	Present job (job title, position, perspectives)
	Employee in the Relations with clients’ office. Responsible about the treatment of the orders coming from the distributors and ‘prepares’ the trucks with the ready production.

	Short description of tasks (changes due to restructuring)
	The employee works in a centralised centre for all Bulgaria while before the different factories used to have their logistics departments.

	Working hours
	8.00 – 17.00 but the respondent has cases when she stays longer – if the working days are ‘full’ of telephone calls, the paper work of the orders preparation should be done after 

	Access to training (formal and informal)
	The respondent has sporadically access to training – one of the cases is related with the introduction of the software and the computer system in the year 2000

	Experience of restructuring (main changes in personal job situation)
	Negative – increased workload, blocked opportunities for career development 



Key Questionnaire N5

	Personal information

	Name/Code
	L.L.

	Gender
	Female

	Age
	29

	Ethnic origin (native, migrant …)
	Bulgarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Taking care of a child, all kind of household responsibilities, rare help from the husband or the parents

	Children (number, age)
	1 child – 3 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	High school in the city 

	Job history (changes, perspectives, experience of unemployment)
	Working as a vendor in a small company – 5 years

Operator in the Logistics department – 5 years (including one year and 7 months maternity leave)

	Current job

	Type of organisation (name and short description)
	Beer AD, brewery, belonging to the MNE ‘Maltco’

	Present job (job title, position, perspectives)
	Employee in the Relations with clients’ office. Responsible about the treatment of the orders coming from the distributors and ‘prepares’ the trucks with the ready production.

	Short description of tasks (changes due to restructuring)
	The employee works in a centralised centre for all Bulgaria while before the different factories used to have their logistics departments.

	Working hours
	8.00 – 17.00 but the respondent has cases when she stays longer – if the working days are ‘full’ of telephone calls, the paper work of the orders preparation should be done after, once per month at average there could be a demand for work in Saturday or Sunday

	Access to training (formal and informal)
	The respondent has sporadically access to training – one of the cases is related with the introduction of the software and the computer system in the year 2000

	Experience of restructuring (main changes in personal job situation)
	Neutral attitude towards restructuring, but however an opinion is expressed about increased workload



Key Questionnaire N6

	Personal information

	Name/Code
	M.M.

	Gender
	Male

	Age
	63

	Ethnic origin (native, migrant …)
	Roma, Muslim community, speaks about himself as a member of “The community”, “The Muslims”

	Family status
	Married

	Responsibilities in the family/support (short description)
	Responsibilities for the nuclear family – mainly financials, but also responsibilities about the community

	Children (number, age)
	2 children, grandchildren

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Primary school, started work at the age of 16

	Job history (changes, perspectives, experience of unemployment)
	Beer AD – Pusher of cags – 10 years

Beer AD – General worker in the Pressing department – 17 years

Beer AD – Filter – till 2003 (15 years)

Since the early 90s the respondent has an additional work – he became the ‘lodger’ of the Beer AD shop in the Roma area. For this purpose he established a company which was run by him and his relatives

Since 2004 – President of subcontracting company supplying low qualified labour for the Logistics of Beer AD 

	Current job

	Type of organisation (name and short description)
	Company “Support”

	Present job (job title, position, perspectives)
	President

	Short description of tasks (changes due to restructuring)
	Recruitment of low qualified persons from the Roma community in the town. Organisation of the work of the temporary workers in the logistics, the bottling department and the cleaning activities in Beer AD

	Working hours
	8h00 – 18h00 – normally the respondent ensures the transportations of its workers with a minibus and a car and stays in the factory to supervise their work till the end of the working day. 

	Access to training (formal and informal)
	The respondent talks with nostalgy about the training 

	Experience of restructuring (main changes in personal job situation)
	Very negative experience – he claims that all his family was a ‘brewing family’, he has 43 years within the company, his wife – 28 years – she was obliged to quit when the lines for fermentation became automatic and there was no need of hand washing

The respondent was 60 year old when he was fired in 2003 and he explains that it was the hardest strike in his life -  



Key Questionnaire N7

	Personal information

	Name/Code
	K.M.

	Gender
	Female

	Age
	47

	Ethnic origin (native, migrant …)
	Roma Community

	Family status
	Divorced

	Responsibilities in the family/support (short description)
	Actually all his three children are married and have their own children. They live separately with their families. The respondent helps them from time to time with babysitting activity

	Children (number, age)
	3 children (at the age of 30, 28, 26), 3 grandchildren, the oldest is at the age of 10

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Primary education

	Job history (changes, perspectives, experience of unemployment)
	1983 – 1993 – Cleaner in the Laboratory of a State-owned meat-producing plant in the same city

1993 – 2005 – unemployed, dependent on social assistance and on small works

2005 – employee working for the subcontracting company “Support”

	Current job

	Type of organisation (name and short description)
	Support 

	Present job (job title, position, perspectives)
	General worker 

	Short description of tasks (changes due to restructuring)
	the respondent is doing cleaning work in the stores, she receives daily tasks by M.M.

	Working hours
	8 hours per day (from 8.00 to 17.00)

	Access to training (formal and informal)
	No

	Experience of restructuring (main changes in personal job situation)
	Positive experience – after a long period of inactivity the respondent succeeded to find a job within the subcontracting company “Support” in the logistics of Beer AD



Key Questionnaire N 8

	Personal information

	Name/Code
	A.M.

	Gender
	Male

	Age
	60

	Ethnic origin (native, migrant …)
	Bulgarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	The respondent explains that he has no responsibilities towards his children because they have their own families

	Children (number, age)
	Two daughters – 29 and 31, grandchildren

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	High school

	Job history (changes, perspectives, experience of unemployment)
	· 1970 - 1984 – Textile Plant – qualified worker (quits because of the frequent travels) 

· 1984 – 2004 – Warehouseman in the brewing company in South-Western Bulgaria which in 2002 was acquired by Maltberg
· 2004 – now - Manager of the store ‘ready production and wrapping’ in South-Western Bulgaria, Maltberg company production unit



	Current job

	Type of organisation (name and short description)
	Maltberg company production unit, South-Western Bulgaria

	Present job (job title, position, perspectives)
	Since 2005 - Manager of the store ‘ready production and wrapping’ in South-Western Bulgaria, Maltberg company production unit

	Short description of tasks (changes due to restructuring)
	After the restructuring the company introduces a system of distributors which comes to replace the direct purchases from the company’s store. 

A direction “Logistics” is established in the HO of Maltberg in Sofia.

In concrete for the respondent it means a promotion – he is responsible for 23 people employed in the Logistics of the factory.  The variety of beer produced is increasing and this makes the work of the logistics more complicated.

Important change in the organisation of work is the introduction of teams

	Working hours
	8 hours, actually the respondent rarely stays after work, only if a transport company is late

	Access to training (formal and informal)
	A lot of training is open after the acquisition of the factory by Maltberg

	Experience of restructuring (main changes in personal job situation)
	Very positive experience – a promotion at the end of the working career, in order to transmit his experience to the younger employees even if the respondent has no higher education and knowledge of foreign languages



Key Questionnaire N9

	Personal information

	Name/Code
	E.Z.

	Gender
	Male

	Age
	35

	Ethnic origin (native, migrant …)
	Bulgarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	The main responsibilities are in the hand of the wife of the respondent

	Children (number, age)
	1 child – 3 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	High school, University diploma in management, distance studies in the New Bulgarian University, Sofia in parallel with the work in the beer factory

	Job history (changes, perspectives, experience of unemployment)
	1990 – 1999 – job in a trading company for food

1999 – 2005 – Responsible for the logistics and the relations with distributors in L Beer – Local Producer in Northern Bulgaria which was privatised in the late 90s

2005 – now – Works as an economist in a Holding company which is the majoritary owner of L Beer

	Current job

	Type of organisation (name and short description)
	L Beer

	Present job (job title, position, perspectives)
	Responsible for the logistics and the relations with distributors in L Beer

	Short description of tasks (changes due to restructuring)
	The company was a regional ‘monopolist’ till the end of the 90s. When other companies started to sell on these markets L Beer tried to diversify its sales and to go to other regions. The job of the respondent was organised around the distributors – to enter into contact with them, to negotiate the transportation to their stores. The enterprise is described as ‘chaotic’ as the job itself, but the respondent is satisfied as he was a ‘participant’ in a ‘guerrilla’ war against the large companies

	Working hours
	Long working hours

	Access to training (formal and informal)
	The company has paid the studies in management of the respondent

	Experience of restructuring (main changes in personal job situation)
	Positive experience for a long time 
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Occupational Case Study on Logistics in Bulgaria








� The employees interviewed are two. They are part of 4 operators; their exact function is “specialist sales”. Each of the employees has a given region and daily receives the orders from the distributors fro the region and treats them. The process is in cooperation with the sales department. They are expected to verify the payments, to combine them on the respective trucks and to forward them to the store – the orders for loading for the next day.


� The company Maltco is examined also in other organizational cases (e.g. of the Belgian team). The Bulgarian organizational case uses the pseudonym ‘VEBIN’. However the problems examined in both cases seem to be very different, probably only the main objective of the company to rationalize the processes. We could however formulate a hypothesis that the already started Global Plan could further have more ‘uniform’ effect on individuals.


� The number of employees which could be of interest to WORKS occupational case were not sufficient in the examined plant. 


� The author would like to thank R. Stoilova, IS, for her valuable comments for the paragraphs concerning gender and work-live balance.


� The restructuring was also important during socialist years. Already in 1947 all the industrial enterprises in the country were nationalized, becoming part of the state-owned enterprise “Alcoholic Beverages”, and later on in 1952 of the state-owned holding “Vinprom”. In 1964 the beer factories became a part of Balgarsko pivo SO. During the socialist years the planification of sales was made in Sofia, in the HQs of Balgasko pivo, as well as the investments decisions. Thus, 2 brands have been sold nationally – Zagorka and Astika, all the other beers have been distributed only on the regional markets


� In some cases there was a privatization by local investor who after sold the respective company to a multinational enterprise.


� We need to add that this policy coincides with the policy to hire seasonal workers for some more qualified positions. In the case of Maltberg it was not the case.


� Our respondent is Roma, from the communities which are Muslims. Some of these communities do not call themselves Roma but the minority or Muslims, note V.K.


� This direction consists of department logistics, department planification (part of it is based in the HO in Sofia), fleet and stores. The planification department is in close relation to the sales department, in this department work there are supplier of “emballage”, supplier “raw materials and auxiliary materials” as well as an employee making economic analyses. The customer service is dealing with the orders of the clients.  The bulk of the requests is coming through telephone or fax and there are dealt, - entered, synthesised and given to be produced and bottled. These employees are also located in Central Bulgaria. There is also a customer service which is responsible about the complaints of the clients via hotline. The company has a system and the work of those employees consists of checks of invoices, transportation, etc. 


� After the fall of communism the personnel of the Bulgarian Army decreased considerably during the 90s – since 180 000 to nearly 45 000. In the majority of cases these people who used to be officers or sergeants have difficulty to find jobs.


� As the national statistics show, only the first years of the transition period the Bulgarian industry lost 1 million jobs.


� We need to mention that all the bottles used in the Bulgarian brewing industry were the same. In the late 90s companies started to introduce new unique-like bottles for different brands of beer.





� There are different estimations about the dimensions of these practices.


� Some of these examples concern employees in the production and they have been found while interviewing for the organizational case study. One of them is a worker in the production who has a truck and who buys the rests of the malt from the factory and sells it to farmers who used it to feed their animals.


� The respondent means that he rented the shop of the beer factory in the area, inhabited with Roma community in the city. 


� In South-Western Bulgaria we were told that in the near future the factory intends to introduce computer managed screens in the stores in order to indicate to the electric truck drivers which pallets to take and how to load trucks or to organize supply of bottles and other emballage.  


� The Labour Code in Bulgaria used to provide up to 3 years maternity leave. The first 3 months parents were paid with their full salary, up to the end of the second year – the minimal salary and the third year – non-paid leave. However employers in the private sector were often reluctant if a female employee would like to be in longer maternity leave.


� There are number of examples of employees making their shopping in working time, etc.
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