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OCCUPATIONAL CASE STUDIES OF PRODUCTION WORKERS IN THE NORWEGIAN FOOD AND BEVERAGE INDUSTRY

INTRODUCTION

This was an occupational case study in the Norwegian food and beverage industry, which is the second largest industry in Norway. In year 2000 the number of enterprises was about 1.650 with 55.000 workers and 45.000 man-labour years. The development in the 1990's shows that a concentration has taken place, which means that the enterprises have become fewer and grown bigger - the average size per enterprise has increased from 25,8 to 31,2 employees. A dominant cause for this development is that the large producers merge. 

Import and export tied to the food and beverage industry have been subject to strict and regulating systems. In the past years we have, however, seen a strong globalisation and increased competition from both the Asian and the European continents. Especially important is the amplified pressure from the retail market with a shift of power from the industry to the main four retailers: The Reitan Group, the Hakon Group, Norwegian Confederation of Trade Unions and NorgesGruppen, who control almost 99 percent of the grocery trade in Norway. The end-users also change their consumption patterns, acquiring more continental food habits. In addition the focus on food safety is strengthened.

The work environment in the food and beverage industry is assumed to be physically demanding with, to a certain extent, a significant risk for a diversity of injuries and health problems. Workers are in various degrees isolated from communication with each other, and the work tasks for the majority of the workers may be perceived as monotonous and repetitive - a lot of routine work with high physical loads. The food and beverage industry is a sector partly characterised by seasonal fluctuations, implying large variations in workloads and thus in the need for manpower throughout the year. The food and beverage industry experiences in general a relatively high frequency of accidents compared to the average of Norwegian working life, with approximately 25 accidents per million person-hour. Assembly lines steer the everyday work of 2 out of 5 employees, with a high degree of pressure from customers. As a counterweight, the psychosocial work environment stands out as very supportive, with a high level of mutual respect between managers and employees, low levels of conflict and advantageous possibilities for personal learning and development. On the other hand there is a strong demand for achievement and participation - problems tied to working speed seem a significant source to unwanted consequences.

More specifically, the Norwegian food and beverage industry is characterised by:

* Well organised working conditions, with mainly permanent employees and written contracts

* A physical work environment with quite some ergonomic challenges and more noise than the average of Norwegian industry

* An organisational work environment typified by assembly lines and strong customer influence

* A well-functioning psychosocial work environment when it comes to social relations, mutual respect and relatively few incidents of harassment, but harassment represent serious strain for those concerned 

On the other hand, there are problems tied to:

* Time pressure and high work pace

* Work tasks demanding constant attention

* Harassment

* Work-family conflict

* Ergonomically demanding work

Potential consequences of these problems are stress, reduction in well-being and health condition, increased absenteeism, and reduced motivation and commitment. There were only minor differences in employees' and managers' conception of the work environment. 

THE CASES

The sample consists of two cases - that is two enterprises with highly different types of production, both when it comes to production methods and their finished products. The first is a family-driven fish farming and fish processing company. The establishment can be traced back to 1977. The company had its own slaughterhouse/abattoir from 1980 and started fish-processing and fillet production in 1996. In 1998 the company merged with two other companies. The second company is a brewery first established in 1856 with approximately 220 employees, and packed with tradition. They started out with production of beer and expanded to mineral water/sodas in 1910. In 1899 another brewery was established in the city and hence increased the competition, but in 1966 the two breweries merged. In 1987 the Brewery merged with yet another company, and is today part of a Norwegian Brewery Group, which again is owned by a global Breweries Group. What signifies both of these companies is that they over the past years have been subject to a range of organisational changes. For the Fish Farming Company, as an independent enterprise, the changes have been more or less voluntary all though they are tightly linked to the changes in and demands of the market. For Ringnes E. C. Dahls they have been linked to survival pronounced through centralised owners situated in Oslo or in Denmark. We will say a bit more about the historical background important to the organisational changes in these two enterprises, because it will help to explain and interpret the employees' experiences and attitudes tied to the change itself, the way it was handled, as well as their evaluations and comparisons of their past and present occupational identities.

The Fish Farming Company Group exists of four companies/divisions 1) The Fish Farming Company, 2) The slaughterhouse and processing, 3) Bindalssmolt AS and 4) Department for hatchery-produced fish for stocking. The Fish Farming Company is mainly the division for fillet processing and to some degree slaughtering that is included in this case study. The Fish Farming Company has its own salmon production from fish farming, hatchery-produced fish for stocking to a complete processed product.

Due to increased market demands and the desire to make the fillet production more efficient, the Fish Farming Company carried out a gradual but considerable upgrade of their technology park, and in order to make the most of its potential - also due to the high costs this upgrade had inflicted on the company, they implemented shift work for the workers in their fillet production and -processing. Using the machinery equipment more hours per day is equal to raised productivity, and thus this would increase the number of fillets produced per day without increasing the costs too much. The management also wanted to reduce the use of overtime, lower sickness absenteeism and make the Fish Farming Company a more attractive workplace, and therefore implemented shorter workdays for employees in the fillet production. The reduction from eight to six hours a day compensated the shift allowances. The change in working time arrangements was implemented in October 2005 and the company increased their staff approximately 100 percent in order to reach the new production estimates. They organized the staff in three shifts rotating every week. One shift lasted from 06.00 to 12.30, one from 09.00 to15.30 and one from 12.00 to 18.30. After an evaluation of the arrangement and due to feedback from the employees, they reduced the shifts from three to two (06.00-12.30 and 12.00-18.30) and one ordinary 8 hour shift (08.15-16.15) for workers who couldn’t be part of the shift arrangement due to family situation and opening hours in day-care centres. The work time arrangements and the rotation of meal breaks resulted in a continuous production from 06.00-18.30 and thereby an improved utilization of the production line.

As a company the Brewery Group has consolidated its position as Norway's leading Brewery during the past few years by increasing its market share to more than 60 percent. The Brewery's biggest challenge is to create growth in a stagnating beer market. This makes consumer and market cultivation an extremely important issue. They themselves define innovation to be a prerequisite for growth, especially within areas such as product development, packaging, design and sales solutions. Striving for quality, the Brewery was the first in Norway that was certified in accordance to the ISO 9002 standard. Norway has the world's highest beer taxes and this has resulted in border trade establishing itself as part of a new trade pattern. The very strict marketing rules in Norway, which prohibit advertising for alcoholic products in public media, also pose a major challenge to the beer business in relation to foreign competitors.

The Brewery is a corner stone company with a production of approximately 80 millions litres of beer and soft drinks per year, and it delivers from the south middle to the upper north of Norway. In the mid part of Norway the Brewery's market share is 77 percent when it comes to beer and 40 percent of soft drinks, producing among others brands the Pepsi products.

As outlined by its history the Brewery have been subject to a range of mergers, involving a series of organisational changes. More specifically the Brewery has subdued so called market adaptations and organisational restructurations, often involving down-sizing in connection to a variety of improvement programs and general "everyday rationalisation". In order to remain competitive the Brewery Group sees it as imperative to have a streamlined workforce proportional to the activity level. Also they want to maintain a degree of flexibility in order to handle seasonal variations as well as particular situations which may arise. In 1998 due to the loss of the Coca-Cola products, 150 employees lost their job. In 2003 the company got message centrally that either they managed to substantially reduce their costs and thus equally increase their profits, or they were under threat to close the plant. By massive reorganisations based on and rationalisation they managed to cut their operational budget by between 1,8 and 2,4 million Euros. The Brewery has recently been awarded one of the world's most quality oriented Brewery within the global Brewery group, based on their work with semi-raw materials to finished product - their products also getting prices for outstanding quality.

Description of the sample of interviews

In order to accurately describe the sample of interviews it would be beneficial to first present interviews from the two production companies separately in order to be able to evaluate and compare them.

The Fish Farming Company

The employees at the Fish Farming Company in terms of professional, personal and familial profiles represent a rather unanimous sample. When it comes to working situation and organisational context there are few major variations. The company has been visited five times between March 2005 and October 2006 in connection to observational and quantitative studies, as well as qualitative interviews. The point of departure for contact between SINTEF and this company was an interdisciplinary cooperation between NHO - Confederation of Norwegian Enterprise, and the Fishery and Aquaculture Industry Research Fund, who wanted to map the challenges tied to health, environment and safety in the Norwegian fish industry. When this project ended we maintained our contact with the Fish Farming Company for a study of the reorganisation of working shifts - in this case from 8 to 6 hours. This implies that we at the Fish Farming Company on several occasions have conducted observational studies from a socio-technical perspective, we have conducted four rounds of quantitative surveys - twice to all production workers and twice to a sample of ten among them, and all together 18 interviews with leader, personnel manager, individual production workers and groups of employees up to three persons. We have conducted five interviews at the Fish Farming Company related to the WORKS project, in October 2006.

Demographic details of the Fish Farming Company respondents

Gender
Age
Family status
Children
Ethnic origin

Female
34 years
Cohabitant partner
2 cildren, 10 and 12 years old, partner's children part-time
Norwegian

Female
37 years
Cohabitant partner
5 children, ranging from 6 to 20 years
Norwegian

Male
46 years
Married
2 children, 18 and 22 years old
Norwegian

Female
46 years
Married
2 children, 25 and 28 years old
Norwegian

Female
41 years
Married
3 children, 14, 16 and 18 years old
Norwegian

Table 1 Demographic details of the Fish Farming Company respondents

A characteristic of the Fish Farming Company that differs from most other Norwegian fish plants and processing companies is that almost all employees are ethnic Norwegians. In general the Norwegian fish industry has a majority of workers from other countries; among others from our neighbours Sweden, Finland and Russia, as well as Estonia, Lithuania, the Philippines and Sri Lanka. This is due to the seasonal character of the fish industry; the companies need more workers in certain periods of the year than they do in others. The Fish Farming Company has chosen a different strategy, namely to keep all workers throughout the year, and be competitive due to other factors, such as upgraded technology and better exploitation of its potential, which is why they have introduced shift work in stead of a 7.00 to 15.00 hours schedule.

There is a clear overweight of women among the production workers - with exception of those who kill the fish when it comes in, who for the most part are men. We do not have other explanation for this than pointing at the traditional aspect here. The district where the Fish Farming Company is situated, is a small district, which historically and statistically would be more traditionally bound than urban geographical sectors. And being a typical industrial workplace, characterised by manual labour not heavy in itself along assembly lines, this has traditionally been "women's work". In the administration and in the part of the enterprise that handles the farming aspect of the company - implying working on boats and on plants out sea, most employees are men.

The age of the interviewees range from 34 to 46 years, which is quite representative of the average age of the production workers which is 37 years, ranging from a minimum of 22 to a maximum of 60 years. 7 in 10 workers are married/cohabit with a partner, while almost 3 in 10 are unmarried. The remaining 1,6 percents are widow/widower. 54 percent of the employees have responsibility for children, and 8,5 percents say that they to some extent are obliged to take care of adults in need of care. 

Regarding academic training, 25 percent have completed elementary school (9 years), while 62 percent have completed college. 13 percent have taken one or more subjects at a university or a university college. Only three persons do school related activities in addition to work. The average employment seniority is 4,3 years, with a minimum of 1 year and a maximum of 45 years. There seem to be a position-wise stability, workers most often stay in the position they were hired into, although a few advance to production manager whenever there's an opening. The main responsibility of the production managers is to organise the work tasks and personnel throughout the day. Most workers, 85 percent, are permanent employees, almost 100 percent (98,4) work full time and all have written contracts. 1 in 2 participate in the two-shift arrangement, working from 6.00 to 12.30 and from 12.30 to 18.30 every other week. 

The numbers referred to are all from the survey conducted among all employees at the Fish Farming Company November 2006, which rendered 61 responses.

The Brewery

The Brewery is a production enterprise in the Norwegian food and beverage industry. Despite a range of similarities with the Fish Farming Company there are some noteworthy differences.

Firstly, our approach to the Brewery was of a completely different character. The Fish Farming Company we knew well through several visits. The Brewery was contacted for the purpose of doing the WORKS interviews. As much as we see the Brewery as an interesting and exciting case, especially with regard to the restructurations and reorganisations in order to rationalise and increase effectivity and thus productivity, we can not claim to hold the same knowledge and extensive amount of information on this company as we do on the Fish Farming Company. Our description of the Brewery will thus necessarily be less rich and complete compared to the Fish Farming Company. The case consists of one visit made in January 2006, including interview with the administrative manager (not included in the analyses, as the analyses should be based on interviews with production workers) and four production workers. Two researchers visited the plant, and conducted all interviews together in order to ensure a satisfactory level of data quality, especially by reducing intersubjectivity. The interview with the administrative manager equipped the researchers from SINTEF with more thorough knowledge about the company's history and the organisational changes that had been implemented the past years together with the actual handling of the change processes. The administrative manager did not hide the fact that some of the change processes had been very tough upon the employees, putting especially weight on the demands for profit from the owning enterprise and the large scale downsizing of employees.

In addition to the interviews with the administrative manager and the production workers, we got a systematic and detailed guided tour both by the manager and two of the production workers, following the value chain and production process as well as looking at the organisation of work and the physical-chemical, organisational and psychosocial work environment conditions.

Demographic details of the Brewery respondents

Gender
Age
Family status
Children
Ethnic origin

Male
51 years
Married
1 child, 18 years old
Norwegian

Female
44 years
Cohabitant partner
2 children, 10 and 13 years old
Norwegian

Male
58 years
Married
2 children, adults and have moved out
Norwegian

Female
41 years
Married
4 children, between 6 and 13 years old
Norwegian

Table 2 Demographic details of the Brewery respondents

Due to the major downsizing in 1998 when 150 employees had to go, a significant aging of the workforce has taken place. As the prevalent dismissal principle was seniority, except for a few persons that were indispensable due to their professional domain or specialised skills, the most recently employed and in most cases the youngest employees, had to leave the company. We do not have the exact number of the average age of the workers in the Brewery, but the administrative manager indicated an estimate around 50 years. As one of the male interviewees said: "We are now a club of old men!". Regarding gender, the workforce of the Brewery consists of an overweight of men, although there are a few women equally spread in the various departments. 

The total workforce is about 220 employees, of which more than 200 are production workers. Most of the employees work full time and have permanent contracts. The exception is during some intensive production periods, like for instance during September, October and November when they prepare for the Christmas rush, and in March, April and May when they prepare for the summer season, when they need to bring in some extra workers, either from an external temporary staff recruitment agency or from other departments in the company where the load is lesser in those periods. A very distinctive trait of this workplace is that most employees have worked there, and most of them having the same position, for a very long time. They themselves said this was caused by a fantastic psychosocial work environment.

When it comes to education, judging from the three "old" employees, "old" in the meaning that they have been employed for about 20 years or more each, they have all completed college but do not have any additional academic training. However, two of them have obtained a certificate of apprenticeship at a technical college or vocational school financed by the Brewery. The "newest" employee has education at the university college level within nutritional physiology and a specialisation in the process-making of beer.

All our interview subjects were either married or cohabitant partners, with children. And they were all of Norwegian ethnic origin. We saw some workers of not Norwegian ethnic origin when we were given the guided tour, and was told that these were hired labour for a limited period of time, working in the sorting department (sorting of empty cans and bottles brought back to the Brewery for recycling and re-use). This because the Brewery only needs a more elevated number of workers in peak periods and thus does not offer these employees permanent employment. The conclusion on this field is therefore that the Brewery have none or very few workers of ethnic origin different than Norwegian.

Key data questionnaires

For the key data questionnaires; see annex 1.

Work biographies, career construction, trajectories

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

We see that the career profiles of the production workers both in the Fish Farming Company and in the Brewery are quite similar. Most have college education - only one of the interview subjects has completed higher education at a university college. About half of the interview subjects have during their work in the company acquired certificate of apprenticeship through formal theoretical courses and practical training paid by the employer. Some of those that have not acquired their certificates of apprenticeship but would like to do so have the impression that there is less room - both regarding time and economically - for this now than it was ten years ago. This fact does not, however, make the workplace less attractive in the eyes of those who are concerned.

There are few possible career paths within the two organisations. At the Fish Farming Company a production worker might become a line manager or a production manager, while at the Brewery there is a relatively flat structure; there are no line or production managers. At our visit to the Brewery we saw some evidence that there were a couple of tasks that seemed to be evaluated as being "less worth" - probably tied to the lack of necessary formal skills in order to perform these tasks, but also because of the lack of production outcome and the monotonous characteristics of this work.. The sorting of empty cans and bottles received from the retail dealers, individuals and restaurants is seen as typical such a task. At the Brewery each worker has a schedule and can control hers or his work accordingly, while at the Fish Farming Company the volume and speed is determined by the production or line manager, who also has the responsibility to make the workers exchange tasks and positions every once in a while in order to prevent the work from becoming too monotonous.

The most common thoughts behind the wish of acquiring a certificate of apprenticeship is to have a document proving that they have a formal education tied to the work they perform, as well as the fact that a certificate of apprenticeship involves a wage increase of some Norwegian Crowns per hour, and thus it means a higher monthly salary.

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

We know that the restructurings that have taken place at the Brewery are more a direct result of continued survival than the changes that have taken place at the Fish Farming Company, although related. And while the workers at the Fish Farming Company perceive the company to care for them, their personal economy and their health, they do not seem too committed or attached to their workplace and to the company. For example, even though they know and appreciate that the organisation focuses on healthy working conditions both physically and psychologically by keeping the production running all year round - on which it actually looses money, the normal procedures among fish companies is to close down the production and accept temporary redundancy among their workers. In the Brewery the workers have an overwhelming commitment towards the organisation as such, towards their work colleagues and towards the products they make - each worker feel responsibility and pride tied to the performance of work tasks. Based on these different backgrounds, it seems to us that the workers at the Brewery are slightly more willing to adapt to new systems, to accept quite radical organisational changes and by doing so to learn new things, than the production workers at the Fish Farming Company. 

The interview subjects from the Brewery expressed their commitment, all though with a humoristic undertone, by statements like "If I can't work here anymore, I will not work anywhere else". At the Fish Farming Company they perceive the organisational changes in light of themselves as individuals more than based on the organisation's needs in order to be profitable. The workers seem to have a more fatalistic attitude, for example; what happens will happen regardless of me and the things that I could do or could have done. They were rarely concerned about other colleagues than those in their own work group, whereas the workers at the Brewery felt that it was everyone's duty to do their best to implement the changes or they might not have a job to go to in a couple of months.

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

The companies have as a policy that they will give employees the opportunity to acquire certificates of apprenticeship by paying them wages for hours spent in obligatory classes as well as paying the fees. However, as mentioned, the workers experience a certain tightening-up of this possibility, in relation to the companies' current financial state and the demands of the market and various owners.

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

We have not detected any noticeable gender differences tied to level of education or to the acquirement of certificates of apprenticeships. The only person with a university college university was a woman, but this foundation is too narrow to base any conclusions upon.

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

The grand majority of the workers are ethnic Norwegians, there are few non ethnic Norwegians working in these two companies. 

Changes in occupational identity

Characterisation of the occupational identity for this OG: from its position in a social and economic organisation; from the individual subjectivity point of view

As mentioned earlier, we found that the workers at the Brewery almost without being asked expressed an unreserved pride tied to the product they made and thus we can assume that the employees in this organisation within the brewery industry possess a rather highly developed sense of a positive occupational identity, both from an individual point of view as well as from a collective point of view. They perceive that they are well informed of organisational decisions and implementation both through local and central managers, as well as of governmental resolutions that will have impact on their everyday work and the workplace. Moreover these workers seem to have a strong sense of social commitment at least within the workplace context towards their colleagues and thus a strong occupational identity also socially speaking.

When it comes to the workers at the Fish Farming Company we saw that due to the reorganisation of working time into shifts, the previous permanent working team was split into three instead of one team. In addition one common break was removed. Workers expressed that this led to a fragmentation of the social bonds that had formed until then and that they, by this reorganisation into different shifts, were deprived of contact with colleagues that they earlier might have been very familiar with. Several of the workers indicated that they had lost some of their identity that was socially tied to their work group. When it comes to organisational occupational identity, they do not express any particular pride tied to production outcomes. Although they appreciate the fact that the company has a policy that gives them continued employment throughout the year, unlike many companies in the fish industry, they do not experience a particular deep-felt loyalty towards it, at least not as individuals. They also expressed that they would have liked to be more informed, both on matters internal to the company as well as on market changes and governmental regulations. As a group they feel a commitment towards the amount of fillets that they have to produce during the day, and they collectively do an effort to reach the production goals and might feel some pride and thus a certain degree of occupational identity tied to achievement.

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

The restructurings the workers at the Brewery have gone through have been triggered externally and thereby from outside the physical organisation situated in Trondheim. As such their occupational identity, individually and collectively, seems to have grown stronger. They perceive the local management (which only consists of 3 persons) as having been very supportive throughout the change processes, for instance putting a great effort to find alternative solutions for those who lost their job five years ago. This was done when the owners decided to outsource the staff of service workers working at the canteen and the local management made the new runners of the canteen employ the canteen staff so that they were able to keep their former positions in the Brewery staff restaurant. Despite the workers expressing some concern about new measures of rationalisation bound to come sooner or later - as they already feel they have been rationalised to the bone - the prevalent attitude is that they will deal with these as they have done in their past. They are focused "survival", not merely as individuals or for the sake of the company as such, but also of their social work environment which they describe as "high quality".

The workers at the Fish Farming Company perceive themselves in a somewhat different situation. As earlier described the workers in the Fish Farming Company experience a weaker sense of occupational identity than do the workers in the Brewery. We believe that this at least partly due to differences in restructuring and organisational working conditions, as well as to the different strategies chosen by the management in the two different organisations. They feel that they do not receive enough information that would enable them to react more independently to the challenges that generates the restructuring, and as such it might be difficult for them to build a strong sense of occupational identity either organisational or social. In addition, the workers at the Fish Farming Company have experienced a social fragmentation by being divided into three different teams with different working hours which also may have caused a decline in their occupational identity. They also have a weaker sense of occupational pride tied to their work performance which can be difficult to explain, as both beer and fish can be presumed to be strong "Norwegian products".

Relations between restructuring and changes in occupational identity for this OG

The traditional distinction between occupational identity and organisational/work group identity merits a closer look. Occupational identity is the feeling of commitment and belonging to a particular occupational group, for example the overall "production workers in the food and beverage industry". Organisational identity can be described in the same way, but connected to a specific organisation rather than an occupational group as a whole. An organisation can usually be seen as more or less representative of a particular occupational group. Identification is when the adoption of attitudes and behaviours occurs in order to be associated with a satisfactory self-defining relation to another person or group. Ashforth and Mael (1989) suggest that work related identification is a specific form of social identification. 

Social identity theory (Tajfel, 1978) postulates that merely by being part of a defined group, individuals will draw a shared identity from this group membership. It is then nearby to propose, in line with Becker (1992) and Reichers (1985), that social identification will take the form of work group identification rather than an overall occupational identification. This is also supported by other researchers (e.g. van Knippenberg & van Schie, 2000; Oyserman & Packer, 1996; Moreland & Levine, 1991). People have a need both for belonging and affiliation, which will be sought satisfied through motivated social cognition and will meet reciprocity not in the perception of an abstract organisation or occupation, but among other members of the work group. An eventual socialization of newcomers will take place in the work group and it is therefore logical that the work group becomes the primary focus of identification. A work group will normally have its own set of formal and informal norms, which also encapsulates the work group's goals and values, which are tied more closely to the employees' actual work situation and adapted to the interests of the group's members. 

A suitable question tied to this deduction is whether "occupational" is a valid label for workers' concept of and understanding of their work identities, at least in a relatively young occupational group such as (any) industry, implying mass production and assembly lines. This is not to say that occupational identity is an invalid concept in itself, but that when studying workers' work identities one needs to start at the most basic level which is to what extent workers identify with their work group, their work as such or as a limit their organisation, as overall occupational identity is something that rarely can be directly observed other than in extreme situations like for example during strikes involving whole occupational groups. Groups should be studied at the group level, which represents a challenge for future research on occupational identity. The studies conducted within these two companies show that although they can be said to belong to the same occupational group and have undergone restructurations partly due to comparable causes, the outcomes regarding organisational and work group identity are highly different. So, while considering both The Fish Farming Company and the Brewery as belonging to the same occupational group, it would be an oversimplification to evaluate them together and on an overall level.

In the introduction of this report we pointed at some organisational aspects characteristic of the Norwegian food and beverage industry. We know that the psycho social work environment typically is strong here. We do not have statistical data on these aspects for the Brewery, but the workers in the Fish Farming Company scored lower on solidarity than the average. We also see that there are substantial differences in what may be called organisational or work group identity at the Brewery than at the Fish Farming Company. It seems clear that today's organisational reality may be seen to be contributing to the perceived decrease of organisational identification and thereby occupational identification. As stated by Arnold et al. (1998, p. 19): "Will this trend toward stable insecurity, freelance working and virtual organisational life continue? Individuals may question their need to commit to organisations that do not commit to them". It is probable that what is currently showing of negative outcomes like absenteeism and turnover are consequences of the fact that workers have realised that the increased individualisation and flexibilisation, caused by demands for higher productivity bring upon substantial changes in their everyday working life. The individualisation trend adds pressure to the disrupture of social relations and contributes to the impression that egoism and selfishness are crucial factors for the workers' continued survival in the organisation. Self-esteem is no longer drawn from membership in an organisation and the adaptation to organisational goals and values, but from personal success.

Whereas this description might fit the food and beverage industry as a whole, we also see that there are exceptions to the rule, like the Brewery who more or less perceives the entire organisation as their extended work group and not just their team. So we see that the attitudes prevailing at a particular workplace together with management strategies chosen, together with type of restructuring and the organisation's history, have a large impact on the degree of work group/organisational identity regardless of what can be said to be the customary occupational identity.

Quality of work

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

As mentioned; the work in the food and beverage industry can in many cases be defined as physical demanding, whether it has to do with the handling of heavy loads or with the often monotonous nature of work. Both of these aspects raise ergonomic challenges. An overall impression is that there is a continuous focus on ergonomics, at least among the serious actors of the industry, and that they seek - for example through upgrades of their machine park - technological and physical solutions that minimise ergonomic burdens all while increasing the potential for productivity. This might be from simple measures such as softer floors through the use of specially designed carpets that lessens the physical strains on the legs or the back in the cases where such a measure does not conflict with the requirements of the Food Standards Agency, specially designed clothes or footwear to ergonomically designed machines that are more adapted to human movements than the previous solutions. There is likewise an increasing focus on health, environment and safety, with a goal to remove or at least minimise the occurrence of dangerous working conditions.

At the Fish Farming Company this is definitely the case. Through upgraded technology and machines the ergonomic conditions have become better, and also the change from 8 hour to 6 hour shifts has made the working day less tiresome for the employees, both physically and psychologically. The Fish Farming Company also sponsors part of the yearly fee of attending a gym where workers can get physical training to counteract the ergonomic strains of work. When considering the psychosocial work environment the workers feel, as earlier described that this change into shifts has caused a fragmentation of the social relations of the workplace, as it has divided the workers into teams that does not work at the same time and thus has reduced the social arena where the workers earlier had the opportunities to meet.

At the Brewery we could not see any sign of upgrades in technology in the past few years that have influenced the physical working conditions, but at the same time the interview subjects did not mention these or any particular ergonomic challenges tied to it. It could also be that these workers perceive their tasks as less monotonous and automated than is work at the Fish Farming Company. The psychosocial working environment has however, as discussed earlier, been strengthened rather than weakened by the various restructurations in terms of perceived challenges.

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

In one of these two cases - the Fish Farming Company, change in working time was one of the restructurations in itself, and has been discussed earlier in this report. Apart from that we can not see that working time is an issue relating to restructurations in this occupational group. The norm is 8 hours work per day, and we must assume that companies do not to an extended degree adapt their employees working time in order for them to get time to handle the restructurations in a "satisfactory manner", both individually and collectively. 

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

No particular gender dimension/differences were detected with regard to working conditions in this particular occupational group.

Learning and skills development

Changes in skills requirement for this OG - Place, role and uses of ICT in the skill processes 

As the organisational restructurings that takes place in the food and beverage industry often involves a more or less continuous upgrade of technology and of the machine park, workers need also to adapt to and learn to handle this new technology and these new machines, which often involves increased use of ICT-based steering systems. In general no formal upskilling is given, the principle is normally "learning by doing". These learning processes are usually gradual, however the biggest leap for many workers is the very first time - often from not ever handling a computer to managing computerised production systems.

ICT-based technology becomes more and more usual in the Norwegian food and beverage industry, which adds to heightened employee competencies in this area. For those, however, who feel that mastering new technology, especially ICT-based, is an insurmountable challenge, it is easy to be slowly marginalised and in the end excluded from the work and the workplace. There also might, in some cases, be a certain degree of resistance towards starting to use new technology as one might feel that the new technology makes superfluous some of one's own expertise which in some cases has been laboriously built up over several years. 

Management of learning and skills changes for this OG 

In general no formal upskilling is given, the principle is normally "learning by doing".

Gender dimensions in the changes in skills requirement for this OG

No particular gender dimension/differences were detected with regard to changes in skills requirement in this particular occupational group.

Work-life balance

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

On an overall notice there does not seem to be any generally applied family friendly policies especially for this occupational group other than those regulated by law.

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

In general the relations between work and family for this occupational group do not differ from other occupational groups in Norway. But from our national surveys conducted in the Norwegian food and beverage industry in 2000 and 2005 we see that there are a significant increase from 2000 to 2005 of employees who find it harder to match the demands of the home life to the demands of work. Likewise there is a significant decrease of employees who firmly states that family comes in first line compared to work. 

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

The restructuration concerning the transformation of an eight-hour workday into three shifts, where two of the shifts were reduced to six hours while the third remained the same, there is no doubt that this change will have implications for parents who are unable to work the six hours shifts with regard to their children. For example in relation to delivering them to and picking them up from day care centers. This will also affect single parents or parents whose spouse either works away from home for shorter or longer periods (for example sailors and fishermen), or who for some other reason are unable to help out with the logistics of day care of children.

According to the sample, most of these restructurations affect in reality the female workers more so than the male workers.

Conclusions

Basic characteristic of the case study.

· Stable working force

· Extremely prone to changes in the market

· There is a difference between companies being part of a global organisation and those who are "independent"; centralised owners that lack local knowledge gives less self-determination and local sovereignty

The relation between restructuring, work organisation and quality of life for this OG.

· There is little room for professional development

· Constant demands for flexibility, especially tied to the changes brought on by the restructurations (new machines and technology, change of working time)

· The restructurations sometimes also request restructuration of family life - not possible for all workers

· Reduction of overtime is positive regarding health and time related aspects, but can be perceived as creating a less attractive employer by workers who are mainly driven by economic motives

· Especially the workers in the fish farming company seem to have a very instrumental attitude towards their work, but this was not the case for the Brewery workers

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

· The taxes are very elevated, especially related to alcoholic beverages

· The market is characterised by strong fluctuations and variations, which makes the companies' income very unpredictable

· For alcoholic products there is very strong regulations for advertising, which for a Brewery is a large competitive disadvantage

Personal information 

Name/code
SBH 1

Gender
Female

Age
34

Ethnic origin
Norwegian

Family status
Cohabitant partner

Responsibilities in the family/support
One of two family supporters

Children (number, age)
2; 10 and 12 years old, partner's child part-time

Skill profile and trajectory

Skills profile (degrees, sets of skills)
College

Job history (changes, perspectives, experience of unemployment)
9  years of experience in SinkaBerg-Hansen, two jobs before that did not require particular skills

Current job

Type of organisation
Fish farm

Present job (title, position, perspectives)
Production worker

Short description of tasks (changes due to restructuring)
Processing fillets along the assembly line

Working hours
0600-1230/1200-1830 every other week

Access to training (formal and informal)
Certificate of apprenticeship

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, change  of working time, rationalisations, introduction of ICT based systems, introduction of new technology

 ANNEX 1 - KEY DATA QUESTIONNAIRES 

Occupational identity case sudies: SINTEF, the Fish Farming Company, subject 1
Personal information

Name/code
SBH 2

Gender
Female

Age
37

Ethnic origin
Norwegian

Family status
Cohabitant partner

Responsibilities in the family/support
One of two supporters, some responsibilities towards parents

Children (number, age)
5 children, ranging from 6 to 20 years

Skill profile and trajectory

Skills profile (degrees, sets of skills)
College

Job history (changes, perspectives, experience of unemployment)
10 years experience in SinkaBerg-Hansen, same position and type of work. Short term jobs before that

Current job

Type of organisation
Fish farm

Present job (title, position, perspectives)
Production worker

Short description of tasks (changes due to restructuring)
Processing fillets along the assembly line

Working hours
0600-1230/1200-1830 every other week

Access to training (formal and informal)
Little

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, change  of working time, rationalisations, introduction of ICT based systems, introduction of new technology

Occupational identity case studies: SINTEF, the Fish Farming Company, subject 2

Occupational identity case studies: SINTEF, the Fish Farming Company, subject 3

Personal information

Name/code
SBH 3

Gender
Male

Age
46

Ethnic origin
Norwegian

Family status
Married

Responsibilities in the family/support
One of two family supporters

Children (number, age)
2; 18 and 22 years old

Skill profile and trajectory

Skills profile (degrees, sets of skills)
College

Job history (changes, perspectives, experience of unemployment)
8 years of experience in SinkaBerg-Hansen, worked as a carpenter before that

Current job

Type of organisation
Fish farm

Present job (title, position, perspectives)
Production worker

Short description of tasks (changes due to restructuring)
Processing fillets along the assembly line

Working hours
0600-1230/1200-1830 every other week

Access to training (formal and informal)
Little

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, change  of working time, rationalisations, introduction of ICT based systems, introduction of new technology

Personal information

Name/code
SBH 4

Gender
Female

Age
41

Ethnic origin
Norwegian

Family status
Married

Responsibilities in the family/support
Husband is a sailor, single responsibility 6 weeks in a row

Children (number, age)
3; 14, 16 and 18 years old

Skill profile and trajectory

Skills profile (degrees, sets of skills)
Some preparatory courses at the university, certificate of apprenticeship at SinkaBerg-Hansen

Job history (changes, perspectives, experience of unemployment)
19 years experience in SinkaBerg-Hansen, before that worked in a flower shop

Current job

Type of organisation
Fish farm

Present job (title, position, perspectives)
Production leader

Short description of tasks (changes due to restructuring)
Organises the work in the production unit - both amount and interchange of tasks, training of new employees, processing fillets along the assembly line

Working hours
0600-1230/1200-1830 every other week

Access to training (formal and informal)
Certificate of apprenticeship

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, change  of working time, rationalisations, introduction of ICT based systems, introduction of new technology

Occupational identity case studies: SINTEF, the Fish Farming Company, subject 4

Occupational identity case studies: SINTEF, the Fish Farming Company, subject 5

Personal information

Name/code
SBH 5

Gender
Female

Age
46

Ethnic origin
Norwegian

Family status
Married

Responsibilities in the family/support
One of two family supporters

Children (number, age)
2; 25 and 28 years old

Skill profile and trajectory

Skills profile (degrees, sets of skills)
College, certificate of apprenticeship at SinkaBerg-Hansen

Job history (changes, perspectives, experience of unemployment)
18 years of experience in SinkaBerg-Hansen, in health care and hotel business before that

Current job

Type of organisation
Fish farm

Present job (title, position, perspectives)
Production leader

Short description of tasks (changes due to restructuring)
Organises the work in the production unit - both amount and interchange of tasks, training of new employees, processing fillets along the assembly line

Working hours
0600-1230/1200-1830 every other week

Access to training (formal and informal)
Certificate of apprenticeship 

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, change  of working time, rationalisations, introduction of ICT based systems, introduction of new technology

Occupational identity case studies: SINTEF, the Brewery, subject 1

Personal information

Name/code
RECD 1

Gender
Male

Age
51

Ethnic origin
Norwegian

Family status
Married

Responsibilities in the family/support
One of two family supporters

Children (number, age)
1, 18 years old

Skill profile and trajectory

Skills profile (degrees, sets of skills)
College

Job history (changes, perspectives, experience of unemployment)
20 years of experience in Ringnes E. C. Dahls AS, mainly short terms jobs before that

Current job

Type of organisation
Brewery

Present job (title, position, perspectives)
Production worker

Short description of tasks (changes due to restructuring)
Mixing and tapping of soft drinks

Working hours
0700-1500

Access to training (formal and informal)
Has not had the opportunity to pass certificate of apprenticeship yet

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, rationalisations, introduction of ICT based systems

Occupational identity case studies: SINTEF, the Brewery, subject 2

Personal information

Name/code
RECD 2

Gender
Female

Age
44

Ethnic origin
Norwegian

Family status
Cohabitant partner

Responsibilities in the family/support
Single supporter

Children (number, age)
2, 10 and 13 years old

Skill profile and trajectory

Skills profile (degrees, sets of skills)
College, certificate of apprenticeship

Job history (changes, perspectives, experience of unemployment)
20 years experience in Ringnes E. C. Dahls AS, same position and type of work. Small jobs before Ringnes E. C. Dahls AS

Current job

Type of organisation
Brewery

Present job (title, position, perspectives)
Production worker

Short description of tasks (changes due to restructuring)
Standing at the assembly line controlling the bottling process

Working hours
0700-1500

Access to training (formal and informal)
Has passed certificate of apprenticeship

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, rationalisations, introduction of ICT based systems

Occupational identity case studies: SINTEF, the Brewery, subject 3

Personal information

Name/code
RECD 3

Gender
Male

Age
58

Ethnic origin
Norwegian

Family status
Married

Responsibilities in the family/support
One of two family supporters

Children (number, age)
2, adults that have moved away from parents

Skill profile and trajectory

Skills profile (degrees, sets of skills)
College, certificate of apprenticeship

Job history (changes, perspectives, experience of unemployment)
33 years of experience in Ringnes E. C. Dahls AS, mainly short terms jobs before that

Current job

Type of organisation
Brewery

Present job (title, position, perspectives)
Production worker

Short description of tasks (changes due to restructuring)
Mixing and tapping of draught beer

Working hours
0700-1500

Access to training (formal and informal)
Certificate of apprenticeship 

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, rationalisations, introduction of ICT based systems

Occupational identity case studies: SINTEF, the Brewery, subject 4

Personal information

Name/code
RECD 4

Gender
Female

Age
41

Ethnic origin
Norwegian

Family status
Married

Responsibilities in the family/support
One of two family supporters

Children (number, age)
4; 6, 8, 12 and 13 years old

Skill profile and trajectory

Skills profile (degrees, sets of skills)
University College, nutritional physiology and beer process-making

Job history (changes, perspectives, experience of unemployment)
20 years experience in Ringnes E. C. Dahls AS, same position and type of work. Small jobs before Ringnes E. C. Dahls AS

Current job

Type of organisation
Brewery

Present job (title, position, perspectives)
Production worker

Short description of tasks (changes due to restructuring)
Standing at the assembly line controlling the bottling process

Working hours
0700-1500

Access to training (formal and informal)
Has enough education for the work tasks

Experience of restructuring (main changes in personal job situation)
More to do in less amount of time, rationalisations, introduction of ICT based systems
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