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1 Description of the sample of interviews
1.1 Short profile of the interviewees (professional, personal and familial) and their working situations and organisational contexts
Respondents differ with respect to function, professional training, gender and perrsonal/family life. As concerns function content and level, 2 workers involved in the primary process (i.e. truck drivers) and 6 logistical managers are interviewed. Of these managers, one did not have a higher professional education in management. He however built up the required skill level by additional training and courses and experience. All the other logistics managers were formally schooled, at higher professional level in the logistics area. Of the truck drivers, one has a higher professional education degree, which was in physiotherapy. Both drivers have truck driving licenses and additional certificates. Out of eight respondents, a single respondent is female. She works as the head of the logistics department in a textiles company. All respondents are married. Five have children still at home. Six of the respondents are the primary breadwinner. One respondent, female, shares income responsibilities, and one other, part-time truck driver, provides an additional income in his household. These same respondents share household responsibilities with their partners. In the cases of the other respondents, their partners have primary household responsibilities.

The key data questionnaire was filled out for each interviewee and annexed to the case study report.

Work biographies, career construction, trajectories
1.2 Career profile(s) in the occupational group (OG) – Characterisation of trajectories –Changes and driving forces.

The career profiles of the truck drivers differ – expectedly – from the careers of the logistics managers. Truck drivers need to overcome an important barrier at the start of their career. Before being hired as a truck driver, they need to make investments in a truck driving license. Respondent LOG-3 could apply as a part-time truck driver, because he had gotten his truck driving licenses during his army draft. He is a trained physiotherapist, who works independently. Because of his independent work status, he felt he needed additional income security. The other truck driver (respondent LOG-4) started working as a cash register operator at a gas station. He had always wanted to become a truck driver, but he had to start in this other job, in order to be able to afford the training for the truck driving license.

Respondent LOG-4: ‘I always wanted that. But you need to get your licenses and attend to courses to be able to become a truck driver. I first finished that. That costs a lot of money and you need to earn this money first to be able to afford that.’

Upward career development is unlikely. There is no clear career trajectory for truck drivers. Their superiors (logistics managers) have strongly different skills that are not normally developed during the work as a truck driver. There are differences with respect to the conditions and regulations related to specific types of goods that are to be transported. Generaly, in spite of the relatively large investment truck drivers need to make at the start of their career and in spite of the general application of a collective labour agreement in the branch, price competition is strong and truck drivers’ salaries are under constant pressure and only increase minorly. There is some career development possible as a truck driver, though. Truck drivers are to some extent able to improve their position by taking courses in relation to the transport of special, dangerous chemicals and goods. Because certificates are legally required if drivers transport such goods, this improves their position somewhat.

The logistics managers in the sample generally have a higher professional level degree in logstics. In one case, LOG-5, the respondent is an autodidact in logistics. His career is currently at a dead end, because he feels he cannot keep up with technical developments in the logistics sector (IT-based planning), while he is not stimulated by his employer to take relevant courses. Up until recently, his career does seem to resemble the normal pattern. Most logistics professionals enter the logistics departments of a wide range of companies after graduation and develop their careers to a differing extent. Depending on the employees’ capacities, the careers develops to higher levels in the organisation.

Respondent LOG-1: ‘I just turned into it. I got a chance when I was 25, just a year after graduation. And by trial and error, actually. I was not really experienced in handling problems situations, how one takes the emotion out of it and this kind of things. [...] The tricks and theories one learns at school are nice, they a re a good base, nothing wrong with it. But it does not predict where you get to and how far you come. It’s the extent you are able to handle problems. And that is what is developed during the career.’

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

The impact of organisational restructuring appears rather limited. Most respondents experience a high level of job security. A logistics manager (LOG-2) argues that truck drivers, because of the strongly increased demand, can earn ‘gold’ nowadays. This is not corroborated by the experience of the truck drivers in the sample. This does not entail that truck drivers experience high job insecurity. Instead, job changes and career shifts are more a result of individual choices made by the drivers, e.g. in order to be more able to combine work and private life, than of organisational changes. Respondent LOG-4 argues he transferred to another employer, because he wanted an improvement of work atmosphere and working hours: ‘too much away from home and the work became too impersonal. You have a truck with number 139 and you were person number 1248. [...] And three weeks away from home. This had to do with the children.’

Career shifts because of changing organisational demands do not occur often and do not appear possible. There are changes in techniques and regulations that require additional training, but this cannot be seen as up-skilling, nor down-skilling. Respondent LOG-2, who is a manager, argues: ‘This is a step sideways, but this is of course also a kind of development. But that you can make steps inside the company, no.’

This is different for the logistics managers. They more and more need to develop managerial competencies and need to invest in a network. Companies normally have long term partnerships with customer companies. Respondent LOG-2: ‘If you stay in your chair, nothing happens; there is no-one who comes to inform you of new ideas. There are only people who want to sell you things.’

More and more, career are based on formal training. Before, one could make a career starting as a logistics assistant with only lower professional education and becoming a logistics manager. Respondent LOG-5: ‘the old fashioned thinking has disappeared. Lower professional training and being clever is enough to work here at the company, but with better qualifications you get further.’ Nowadays, companies more and more require formalised capacities and a strong personal effort for the development of competencies. Respondent LOG-6: ‘The company has become more dynamic. Plus that we have the requirement that you need to take a new challenge after four to five year to stay focused, to have some innovation.’ Even if logistics managers have strong formal qualifications, it seems they cannot reach the top levels of company hierarchies. They miss the connection to these levels, where not so much logistical, technical, but instead social, communicative and managerial capacities are in demand. Respondent LOG-1: ‘Yes, I have a division head above me, and this level, this gap becomes bigger. These people indeed get much more management training opportunities, other courses, there job rotation programmes are already actually in effect, one notices that. Then you notice that the gap becomes bigger. That career opportunities to that level become more difficult.’

The logistics sector does not seem to show strongly pressured employment relations. Employment continuity appears important. This is shown by the relatively stable employment relations of the logistical managers in the sample, but also by the understanding of employment relations of some of the companies. Respondent LOG-7: ‘The goal of the company is making a profit. Of course that is true, but a personal goal is to offer people some continuity. People who work here for 20 years want to still be working here over 10 to 15 years; they want to work here until retirement. And for them, it is not sufficient to only consider the profit. [...] If I move the company from [...] to Poland, then I save money. Then I have fulfilled my goal, making profit. But for the man at the machine and for me personally this is not sufficient; I go for a bit of continuity.’

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

The logistics sector is covered by various collective labour agreements. The collective labour agreement for the ‘professional goods transport’-sector (beroepsgoederenvervoer) regulates the salaries and work requirements at the level of truck drivers. Also the logistics managers who work in transport firms are covered by this same collective labour agreement. Logistics managers who work in firms that do not have transport as their primary activity are covered by the applicable sector-agreements, e.g. respondent LOG-8, who works in a textiles company is covered by the collective labour agreement of that particular sector.

A recent change in the collective labour agreement is the increased emphasis upon training and development among the workers in the primary process, i.e. the truck drivers. This is a result of efforts made by labour unions to prevent that the EU expansion and the entrance of Eastern European workers and companies at the market would result in a downward pressure on wages. As a result, the Dutch logistics sector would be developing into one with activities at a higher level of specialisation. Downward pressure on wages did indeed occur to some extent (wage increases were lower than inflation for some years). This occurred in spite of the fact that not only supply, but also demand for transport services has strongly increased after the accession of new member states to the EU.

1.5 Gender and diversity dimensions of the career profile(s) and trajectories (ethnicity dimensions).
Most workers in the sector are male. This goes for the truck drivers as well as for the logistics managers. This is reflected in our sample of respondents, in which only a single female worker is included. She is a logistics manager who had a relatively quick upward career in her company. The sector is strongly male dominated.

Changes in occupational identity
1.6 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 occupational identity among logistics managers seems not strongly developed. They see themselves as office workers who happen to be involved in logistics. Different from employees in, e.g., the ICT-sector they do not seem to feel a strong individual responsibility for the own career and skill maintenance. The pseudo self-employed status that prevails in the ICT-sector is less developed in the sector of logistics. As respondent LOG-1 mentions: ‘I don’t see colleagues who have a desire to change, plus that changing is a specifically different direction of work and in our top their are also no very large changes. People, especially in logistics, remain very long in their field.’ This may be related to the well developed industrial relations in the sector. To the extent logistics managers show a professional identity they emphasise that their position in a company allows them and requires the oversight over a broad range of business processes and requires that they combine the knowledge of various fields of expertise.

Respondent LOG-6: ‘Knowledge of logistics, knowledge of production, and production is a world apart. A bit of planning, justification. And, well, what else? Well, a bit of business administration, the analysis of numbers. [...] And a bit of leadership, situational leadership. That is particularly responding to what happens on the floor, where the first one is satisfied with a nice word, while the second needs a kick in the behind.’

The occupational identity of truck drivers appears relatively clear, when compared to that of managers. They emphasise the freedom and autonomy of the occupation, the responsibility for the large truck they drive and the need to work in a precise way and deliver in time. The downside of this is also emphasised. There is little contact with colleagues and a lack of time for social interaction with friends. The assessment of the work is mixed.

Respondent LOG-4: ‘Sometimes I like it and sometimes I do not. Sometimes you think “what a stupid job” and sometimes you think it’s nice to do. Especially in this period, you find it unpleasant, around Christmas. Or if someone has his birthday, you’re not there.’

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

Logistics managers do seem to feel increased work pressure, because of the increased emphasis on just-in-time delivery and the associated complications of the logistical function. This is combined with the introduction of ICT-applications that support this. As a result of this, new capacities are asked that primarily the older logistics workers cannot fulfil.

Respondent LOG-5, who is 57 years of age and does not have a qualification in logistics, states: ‘new capacities: a new computer system and new communication options. The transfer from fixed to mobile phones was a large transition. From telex to telefax to e-mail. The development of technical means goes on, by means of an on-board computer that the customer company can also log into. The application of techniques makes work in certain areas easier and we make less mistakes. But now, the company wants a commercial planner who also looks at other opportunities. [...] For example, by looking to the destinations of colleagues, who also go somewhere and by combining freights.’ Further in the interview the respondent mentions: ‘Now, I work in the background of the organisation. [...] I go into early retirement, because I cannot work halfway.’

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

Two changes are important. In the first place the increased use of technical, IT-based applications in relation to increased just-in-time requirements of customer companies. This makes the work of logistics managers more difficult for those workers who cannot keep up with the new requirements. On the other hand, it is experienced as a strong increase of work substance and quality by some of the other respondents. Respondent LOG-8 is involved in the restructuring of the marketing and sales activities of her company. She is expected to adjust the supply chain logistics in order to come up to the requirements of this restructuring process. As a result, she is a full member of the restructuring team that is formed in this company. Respondent LOG-8: ‘my department makes scenarios for the rate between never out of stock production, the core collection and incidental production runs: do we produce buffer stocks? Do we keep stocks of this or that product? This is exiting to design. It has strong impacts on the work of the logistics department. But our ICT applications can do much more than our older system. Because of this, the planning improves and the relation to the production department becomes less tense.’

For truck drivers, the opening up of the European market is important. Initially, it was feared that this would lead to a deterioration of the competitive position of Dutch truck drivers. In order to contain their position, the collective labour agreement now shows increased emphasis upon training and development among the truck drivers. Although market demand increased, wage pressure did indeed occur. In the Netherlands, truck driver wages rose slower than inflation. Respondent LOG-4: ‘We didn’t get extra money the last ten years. About a half to 1 per cent at most. Not really alongside inflation. So it didn’t get better.’

Quality of work

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

For truck drivers, the main work condition issue is working hours. Especially in international transport, drivers make very long hours, up until 16 hours per day, and are away from home for a long time. Working hours become more demanding because of increased demands for just-in-time delivery and relatively late submission of transport assignments by customer companies to the transport provider. Respondent LOG-5, who is a logistics manager, argues: ‘85% of the assignments is submitted nowadays at the day of loading. In the past, you knew everything at least one day ahead. [...] Larger grocery companies demand loading and unloading at more difficult hours, with smaller stocks. Therefore loads are smaller and rides have more combined delivery points.’

The work itself becomes less physically demanding. Technical innovations lead to easier work. Respondent LOG-4: ‘It all becomes easier work, because the material you work with becomes better. The automatic clutch for example, so that you have less work changing gears. And better brakes. Also the material you transport becomes lighter and easier to handle.’

The restructuring of organisations does not strongly affect logistics managers. They have relatively stable employment positions. What does affect these employees is the increased complexity of logistics issues, because of the increased emphasis on just-in-time delivery of goods and the integration of the logistics function in the overall business process. This growing complexity and integration goes along with the increased use of ICT-based applications for the logistical planning. This is assessed as a deterioration of the work by some, but instead positively assessed by others.

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

Truck drivers are strongly dependent on their employer organisations as concerns the management of working time. Not they themselves, but instead the delivery routes planned by their managers determine their working hours. This is exemplified by the turnover rates. Respondent LOG-3: ‘The turnover is rather high, because working hours may not suit you.’ Some of the regulations concerning working hours are considered unfair. The collective labour agreement prescribes that driver have an hour break in a ten to twelve hour working day. This hour is subtracted from their paid hours, but often, drivers spend the full day working. As both truck driver respondents (LOG-3 and LOG-4) mention, truck drivers are not fully familiar with the regulations concerning working hours in the collective labour agreement.

Logistics managers generally work at normal business hours and they may vary their working hours between around 7 o’clock AM to 6 o’clock PM, provided that htye make their hours. Most do not feel a strong need to work overtime. Respondent LOG-1: ‘I can determine my own hours. So, if I think it gets too much, then I say at five o’clock, save yourself with the issue, you should have moved faster over the day.’ Respondent LOG-7 sketches a comparable picture: ‘Considering overtime: of course you make your hours and a bit more, but I’m not a regular overtime worker. Well, you have your normal home situation. I try to be at home at normal hours. [...] In the end there’s only one thing important and that is home.’ Only in exceptional cases overtime work is expected. Respondent LOG-7: ‘Then you need to work overtime. [...] I don’t have strong problems with it and neither my family. If you look at my normal week, I always get home in time and I see the children.’

1.11 Gender dimensions of the approach of working conditions in this OG.
The truck drivers in particular rely on a partner who take care of the household responsibilities. They have long days and they are not available for any homework during the day and, because of the specific nature of their work, they cannot jump in in the case of situations at home that require immediate care. This is different to some extent for the logistics managers. They work at normal office hours and are able to spend most of their time after business hours at home. Most of the respondents however are breadwinners with non-working or part-time working partners at home. The male dominated occupation in the logistics sector have households in which females are predominantly responsible for the household tasks.

Learning and skills development
1.12 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.

Skill requirements for truck drivers essentially have to do with dangerous substances and transport regulations. In our sample, we did not see that information and communication technology was implemented in the truck drivers’ primary process. E.g., no navigation systems and the integration of route planning with driving management, stock keeping and the like was implemented. As the truck drivers mention, employers consider these unnecessary and they fear that these systems may be stolen.

Respondent LOG-3: ‘Well, you might want to learn the transport of dangerous substances. Well, this is education. Yes, and the traffic rules, you just learn them while doing, mutations in these rules.’ As concerns new technologies, Respondent LOG-3: ‘If I want something, I just go to them. Consider safety shoes, telephone cards, that kind of things. Some things you get, others you don’t, like a navigation system. That is too expensive and they are afraid it will be stolen. The employer should research the economic interest of it, because now we have to use the map, the time for searching a location is also paid for by the employer. [...] But it is sensitive to stealing, if you forget to lock the door, there may be someone who thinks, let’s have a look in the cabin and he can just take it with him.’

While the implementation of new technologies and the increase of skill requirements appears limited for truck drivers, logistical managers report a strong increase of the use of ICTs in the transport planning process. Systems are being linked through ICTs, so that information on customer demands and stock levels, the own stock levels, driving schedules and trajectories and the management of relations with stock providers are all integrated. This implies that logistical managers need to be handling considerably more information than before. The result is, as respondent LOG-2n argues, a shift from one-sided logistical planning to ‘partnership’.

Respondent LOG-2: ‘New systems are linked. Yes, in transport you see a lot of GPS, at this moment we see KPI’s: the measuring of trajectories, talk to providers if something goes well of goes wrong. Thus, you get more information. So, you get a shift by this information, because it gets more important, that you go to partnership. Just a long-term co-operation with your provider, building things together and this performance is more and more measured and controlled and you get to do something with it.’

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

For the truck drivers involved in the transport of dangerous substances, learning opportunities are adequate. Various regulations demand that that drivers have certificates for transporting these substances. Specifically for drivers with a permanent job in the company who have to do with dangerous substances, it is considered that additional training and education is definitely possible.

Respondent LOG-3: ‘That would be definitely possible, this is for permanent drivers with specific tasks, like the transport of dangerous substances, like special clothes, there are strict rules for that.’

Other skills are not acquired by formal training, but instead through learning by doing and training on the job. Respondent LOG-3: ‘Yes, this has developed better over time. The biggest challenge is to precisely turn backwards with the trailer. This is a skill. Those who do the work already for a longer period, they can do it with their fingertips, where I need my full hand, so to speak. But, it improves over time, you develop, you get a feeling for it.’

The logistics managers get support by their companies for the development of specific skills. This has to do with the changing nature of the work substance, the increased use of ICT and the increased importance of management skills. Respondent LOG-2 did a higher professional level economics and administrative study, which was partially paid for by the employer.  As he argues: ‘At a certain moment, you just need to jump in. Also the company, because the company cannot use people with outdated skills.’

Respondent LOG-7 observes the increased necessity of management and communication skills. He mentions that his company has a training budget that can be applied, among other things to come up to these requirements: ‘Absolutely, there is a training budget and I also ask my people to tell me what study programme would form a work-relevant education for you and what is it that you need. [...] Especially communication; if you have for example external contacts and we are the customer, than you need to be able to do that. Therefore, additional training is required.’

1.14 Gender dimensions in the changes in skills requirement for this OG (trends in the recognition of formal / informal skills)
Gender and diversity issues in relation to training opportunities were not found. The only female respondent (LOG-8), who has relatively recently become the head of the logistics department in her company has ample opportunities to follow training programmes and education in order to come up to the increased skill requirements for this job. She has taken courses in various logistical IT-applications and in management. These were paid for by the employer.

Work-life balance
1.15 Family friendly policies for this OG – Existence, access and interest.

The growing size of transport companies has enabled more flexibility in working hours. As respondent LOG-5 argues, because more persons are involved in a single task, people can take some time off in the case of family requirements. Logistics managers are allowed to compensate for over time work by taking additional time off.

Respondent LOG-1: ‘Overtime is only in peaks. We have a busy period right now, the end of the fiscal year, new tariffs, we are working in a new planner, employee assessment talks. [...] So, now, you get to see less of them and on the other side, next month when the new planner has worked himself in, you may well be home nicely in time again. Or that you start working a bit later for a week or so.’

The other way around logistics managers may take time off in order to respond to family demands and compensate that later on. Respondent LOG-2: ‘Yes, if there would be panic and I don’t have an appointment, then I just go home for a while and I return a few hours later and I make up for these hours later on.’

These opportunities do not exist for the truck drivers. They have difficult working hours and naturally, as a result of the character of their job, they cannot skip work for a short while and return later on. Truck drivers argue that they have a working schedule that is determined externally, by logistics management, and that the work does not provide the opportunity to deviate from it. Also prt-time work is difficult for this group. In the first place, because hourly wages are relatively low. In the second place, because employers are allowed to deny requests for part-time work if this does not fit the company interest. For the truck driving occupation, this is actually the case.

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

Truck drivers feel the pressure of a trilemma logistics companies find themselves in. Because the customer company requires just-in-time delivery and sometimes the integration of various functions by the logistics company, including the management of relations to goods providers, truck drivers’ jobs tend to become more demanding as concerns the time investment and flexibility. Generally, the driver, the driver’s company and the customer need to maintain a balance.

Respondent LOG-1: ‘They are in a dilemma. On the one side, there’s me who says more goods are to be put in those trailers. And the driver on the other side says, there should be less in the trailer. And the customer wants to have everything in time. So, they are in between three fires and they actually need to try to have the work remain doable for everyone. So that we make a bit of money, that the driver can still be doing it with a smile and that the customer is happy.’

As a result, truck drivers need to work at difficult hours more than before, in order to be able to deliver the goods at hours that fit the requirements of the customer company. Respondent LOG-5: ‘Load and unload schedules are more complicated nowadays. Retail companies demand services on more complicated hours with smaller loads. In the past, stocks were bigger.’ As a result, truck drivers have more difficulties to maintain their work-life balance. Respondent LOG-4: ‘You’re never at home. I would like to have the weekend for the kids and the family. But for the rest, I’m never home. Mostly, you are busy with your work for five days long, 24 hours per day. Driving, stopping, sleeping, eating, taking a shower and driving again.’

For logistics managers, working hours correspond fairly closely to normal business hours. Overtime work is required only incidentally. Respondent LOG-7: ‘Then you need to work overtime. [...] I don’t have strong problems with it and neither my family. If you look at my normal week, I always get home in time and I see the children.’

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

We did not find gender differences among employees in logistics, primarily because the sector is strongly male dominated. Most of the managers and the truck drivers alike appear to be breadwinners, who have non-working or part-time working partners at home. This implies that the sex segregation of the occupation is mirrored at home.

Conclusions

1.18 Basic characteristic of the case study.

A number of observations of the logistics occupational group stand out. In the first place, there is a strong difference between employees involved in the primary process (truck drivers) and the employees involved in management. While the latter have relatively comfortable working hours and are able to some extent to autonomously adjust or determine them in response to private considerations, the former do not have these options. There working hours are often at non-standard times, the hours are long and truck drivers are not able to autonomously adjust these hours.

In the second place, employment in the logistics sector appears relatively stable. An important number of our respondents have worked in their companies for relatively long periods and they report an emphasis on continuity of companies and employment relations. This implies, as concerns the employment relation, restructuring processes do not seem to strongly affect the position of employees.

In the third place, related to both the first and second issues, we see a differentiated change in working hours and employment conditions. Restructuring does affect the working conditions and primarily their working hours of truck drivers, while it does not or only limitedly affect the working conditions of management functionaries.

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

An interesting outcome of the case study is the differentiated impact of the restructuring of work in logistics companies for the working conditions of managers and primary process employees. While working hours for managers do not deteriorate, for drivers they do. This primarily has to do with the increased integration of functions in logistics companies. While before, these companies primarily transported goods, now more and more they manage the supply chain of customer companies. For truck drivers, this implies increased flexibility required with respect to the actual transport and delivery of goods. For managers, this implies the use of more complicated IT applications, but only to a limited extent the increased necessity to work at non-standard hours.

At the same time, logistics companies do not seem to put strong pressure on their employment relations. Even in a context of growing competition from abroad (e.g. because of the accession of new member states to the EU), employment relation remain relatively stable. This may have to do with the strongly increased demand for transport and logistical services, as well as with the reported lagging salary development of truck drivers.

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

Manager respondents do not mention regulatory requirements that support the relatively high level of stability in the sector. More than, e.g., the ICT-sector, the logistics sector seems stable in itself. This may have to do with the importance of networks and trust between provider and customer companies. For most customer companies, the logistics chain is – on the one hand – very important for their own primary processes, while it is – on the other – not a part of their core activities. There seems to be a high level of mutual dependency between the customer company and the logistics service provider. This may partially explain the relatively high stability of employment relations in the sector, also in a changing context where functions in logistics are increasingly integrated.

National regulations do strongly affect the skill requirements made upon the workers in the primary process. While obviously, driving licenses are required, additional legal requirements are made if drivers transport dangerous substances.

1.21 Importance of the case study results for the WORKS research questions
The case points out that there is no one-on-one relation between the restructuring of business functions (in this case the integration of various functions in logistics companies, apart from only the actual transportation of goods) and the flexibility of work and the work relation. Instead of increasingly flexible employment relations, we may argue that the integration of business functions in logistics has contributed to employment relation stability. The more functions are integrated in the logistics process, the more customer company and the logistics service provider company become mutually dependent. This may well contribute to the stability of employment relations remaining relatively high. This is an important finding in the framework of the WORKS research project.

In the same context, we do see strong differentiation of work conditions. These deteriorate for truck drivers, while they do not strongly change for logistics managers. Truck drivers need to deliver at more difficult hours, because the logistics company becomes responsible for the management of relations with goods producers, the just-in-time delivery to customer organisations, stock keeping and administration, and the like. While this does translate into difficult working hours for truck drivers, it does not for managers. While the former need to deliver material goods at a given time at a given place, the latter work upon information in order to schedule this material work. While the former is bound to place and time, the latter is not. Logistics is actually a very interesting case for the WORKS research questions, exactly because of the difference with respect to the importance of place and time between groups in the profession.

Key data questionnaire
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	Personal information

	Name/Code
	Respondent LOG-1

	Gender
	Male

	Age
	37

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Main breadwinner, partner has part-time job

	Children (number, age)
	2 (6; 7)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Professional master logistics

	Job history (changes, perspectives, experience of unemployment)
	Worked in several logistic jobs at the same employer, first in the supporting staff, later in operational and management positions. 

	Current job

	Type of organisation (name and short description)
	HST transport; provides services in all areas of transport

	Present job (job title, position, perspectives)
	Manager logistics, responsible for organisation (and results) of transporting packages throughout the Benelux

	Short description of tasks (changes due to restructuring)
	IT-systems have made the planning tasks a lot easier; however, market pressures have increased which may cause stress and discontent at the side of the truck drivers; therefore, the communicative aspects of (logistic) management have become increasingly important

	Working hours
	40 (contractual, plus overtime (5-10 hrs a week)

	Access to training (formal and informal)
	Training is facilitated by the employer if this is in the interest of the firm 

	Experience of restructuring (main changes in personal job situation)
	Main changes concern working with temporal work agencies, due to labour shortages in the truck driving branch;  personal job situation changed from technical management to ‘people management’. Perspectives in the branch are favourable


	Personal information

	Name/Code
	Respondent LOG-2

	Gender
	Male

	Age
	44

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Main breadwinner

	Children (number, age)
	2 (13; 16)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Logistic training in the army, supplemented with special logistic courses and, recently, a professional master business economics. 

	Job history (changes, perspectives, experience of unemployment)
	Worked for seven years in the Dutch army as a a regular (professional) soldier and became familiar with logistics; then for seven years as a planer at a concrete factory; next two jobs as a more general manger in small firms; finally (five years ago) the shift to current employer; combined this position with a part-time study business economics at professional master level. 

	Current job

	Type of organisation (name and short description)
	Grolsch Brewery

	Present job (job title, position, perspectives)
	Manager transport, responsible for all transport of products throughout the world;

	Short description of tasks (changes due to restructuring)
	Contracting transporters is main task. Due to ICT and GPS systems, performance monitoring of contracted parties becomes increasingly important, as well as managing partnerships. Participation in ‘transport networks’ and building trust-relations have become main aspects of the job. 

	Working hours
	38 (contractual), plus overtime on a regular basis

	Access to training (formal and informal)
	Ample access to management and logistic courses; employer provides facilities; professional master business economics partly paid for by respondent himself.  

	Experience of restructuring (main changes in personal job situation)
	Job has become more interesting due to rapid IT-developments and new opportunities in the area of  co-operation with transport firms. 


	Personal information

	Name/Code
	Respondent LOG-3

	Gender
	M

	Age
	58

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Both partners work; majority of  household tasks are done by the female partner

	Children (number, age)
	3 (20, 22, 25)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Professional degree in physiotherapy

Truck Driving License

	Job history (changes, perspectives, experience of unemployment)
	Has always worked as an independent physiotherapist, but started to combine this job some years ago with part-time truck driving, for reasons of variation and social security

	Current job

	Type of organisation (name and short description)
	Small transport company (in the area of postal services)

	Present job (job title, position, perspectives)
	Truck driver

	Short description of tasks (changes due to restructuring)
	Tasks are restricted to delivery of packages within the Netherlands; time pressures have increased due to highly competitive market, but respondent does not experience this as annoying.  

	Working hours
	20 hours (plus some work as a physiotherapist)

	Access to training (formal and informal)
	Training is not provided by the employer. Respondent considers to get his licenses for bus driver and/or transport of dangerous materials; in both cases he has to pay for these courses himself

	Experience of restructuring (main changes in personal job situation)
	Changes in job situation are mainly a consequence of personal decisions, related to job satisfaction and relative insecurity as an independent (and relatively older) physiotherapist.  


	Personal information

	Name/Code
	Respondent LOG-4

	Gender
	M

	Age
	39

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Breadwinner

	Children (number, age)
	3 (5, 8, 12) 

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Truck Driver License, including certificate for transport of  dangerous materials

	Job history (changes, perspectives, experience of unemployment)
	Started as a cash-desk employee at a tank station,  switched in 1991 to transport sector as a truck driver; first at a large company, but after some years at a smaller one. No unemployment

	Current job

	Type of organisation (name and short description)
	Colle, transport (especially working for construction and industrial firms; internal transports)

	Present job (job title, position, perspectives)
	Truck driver

	Short description of tasks (changes due to restructuring)
	Tasks have changed after change of employer. Former job implied long periods (three weeks) abroad, which became a burden in the face of family life. Job itself does nit involve many changes in tasks; a relevant change is the introduction of satellites, which implies that the employer can always check the position of the truck driver; affectys the feeling of freedom/autonomy.   

	Working hours
	40 (contract), plus 20-25 overtime weekly.

	Access to training (formal and informal)
	Trainings are hardly the case; if necessary, the respondent has to use his free time for training.  

	Experience of restructuring (main changes in personal job situation)


	Couple of years ago, the emergence of competition from Polish transport firms implied increasing pressures on wages and working times (including illegal work schedules); recently, the situation has changed drastically; the Polish companies have become more expensive and customers ask for more quality; at the moment the labour market is tight. Main changes in job situation follow from personal decision to search for an employer with more opportunities to work in the Netherlands only. 


	Personal information

	Name/Code
	Respondent LOG-5

	Gender
	Male

	Age
	57

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Main breadwinner, partner has part-ime job)

	Children (number, age)
	2 (28; 32)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Autodidact in planning/logistics

	Job history (changes, perspectives, experience of unemployment)
	Worked for 42 years at his current employer; several jobs in transport planning; since seventeen years as head of logistic department 

	Current job

	Type of organisation (name and short description)
	GOES Group, international transports

	Present job (job title, position, perspectives)
	Head of the planning department

	Short description of tasks (changes due to restructuring)
	Planning of transport has become more complex, due to just-in-time demands. Respondent is not able to keep up with the new insights and (IT-based) work methods; he is now working ‘on te background’(special projects) and in expectation of a pre-retirement arrangement

	Working hours
	40 (but in former times 50-50 hours was usual) 

	Access to training (formal and informal)
	Was never stimulated to do any training 

	Experience of restructuring (main changes in personal job situation)
	Developments in logistics have caused decreased employability;  next to that, job is highly demanding in terms of working hours; respondent wanted to work part-time (because his youngest child needed extra care), but this was never allowed. 


	Personal information

	Name/Code
	Respondent LOG-6

	Gender
	M

	Age
	44

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Breadwinner

	Children (number, age)
	1 (16)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Lower vocational training as an electrician, followed by a large variety of courses in management and logistics, both in-company and as a part-time student during the evenings. 

	Job history (changes, perspectives, experience of unemployment)
	Always worked at current employer; started as an electrician in training (after vocational training at the lowest level); followed management courses in the evenings and developed a career in the production as a team chef; finally (from 2000) managerial jobs in logistics, supported by several focussed courses and trainings   

	Current job

	Type of organisation (name and short description)
	Douwe Egberts, coffee factory

	Present job (job title, position, perspectives)
	Unit manager (‘senseo coffee’) logistic operations

	Short description of tasks (changes due to restructuring)
	Changes are primarily propelled by the implementation of ‘lean production concept’. Increasingly, logistics is IT-supported and directed at just-in time principles. Implies increase in both technical and organisational knowledge and skill requirements

	Working hours
	38

	Access to training (formal and informal)
	Is very much supported by the employer, as knowledge of logistics is seen as a critical factor for success. Next to that, employer supports training for career shifts, if this is considered relevant to the firm. 

	Experience of restructuring (main changes in personal job situation)
	Personal and organisational changes coincide. Respondent has profited from increasing business relevance of logistic area and his personal anticipation on this shift.


	Personal Information
	

	Name/Code
	Respondent LOG-7

	Gender
	M

	Age
	39

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Mainly in the role of breadwinner

	Children (number, age)
	3 (between 3 and 7)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Professional master logistics

	Job history (changes, perspectives, experience of unemployment)
	Various jobs in logistics, from planning to managerial tasks; no periods of unemployment

	Current job

	Type of organisation (name and short description)
	Bonar Plastics; industrial firm producing containers, pallets etceteras, European market leader

	Present job (job title, position, perspectives)
	Responsible Manager Logistics

	Short description of tasks (changes due to restructuring)
	Like in many (industrial) firms, the concept of lean-production (just-in-time procedures) has become vital; respondent is in the position to implement these organisational shifts; increasing market demands (in terms of quality, price and speed) require tight planning schedules. 

	Working hours
	40

	Access to training (formal and informal)
	On a regular basis workshops in the area of lean production; ample access to relevant seminars, courses etceteras. Continuous training in new logistic methods is considered crucial to business success

	Experience of restructuring (main changes in personal job situation)
	Has experienced a bankruptcy in the plastic branch (due to increasing global competition), but was easily able to find a new job in logistics within the same branch.


	Personal information

	Name/Code
	Respondent LOG-8

	Gender
	Female

	Age
	35

	Ethnic origin (native, migrant …)
	Dutch

	Family status
	Married

	Responsibilities in the family/support (short description)
	Co-breadwinner, shared household responsibilities

	Children (number, age)
	-

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Higher professional education Logistics degree

	Job history (changes, perspectives, experience of unemployment)
	Various logistic started jobs. Started at Vlisco around 2002. Promoted to become the head of the logistics department around 2005.

	Current job

	Type of organisation (name and short description)
	Vlisco, textiles company located in the Netherlands working for the West-African market.

	Present job (job title, position, perspectives)
	Head of the logistics department at Vlisco.

	Short description of tasks (changes due to restructuring)
	Project leader supply chain restructuring: designing, implementing a production schduling system that corresponds to the requirements of the marketing and sales strategy that is currently being developed.

Department head: daily coordination and maintainance of the developed system.

	Working hours
	Normal business hours, forty hours per week.

	Access to training (formal and informal)
	Respondent was trained in new ICT-based logistics planning systems in working hours and paid by the company.

	Experience of restructuring (main changes in personal job situation)
	Respondent becoming head of the logistics department was a direct consequence of the restructuring of logistics, marketing and sales at the company.
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