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Occupational case studies
Guidelines for empirical work

This note reminds and clarifies some aspects concerning the occupational case studies. An extensive description is available in the deliverable 6.3 (part 2 – point 6) downloadable on the web site of the project. This note develops three points: a synthesis definition of an occupational group, guidelines for the selection of individuals and guidelines for interviews.

1. Occupational groups

An occupational group must be understood as a group of persons who are doing the same activities or having the same professional status. It is not a professional group in the English meaning of the term “profession”.

An occupational group is a fuzzy, segmented and evolving set of individuals, gathering people who have the same “name”, a relative social visibility and a political legitimacy on a significant period. For examples, engineers, teachers, nurses, drivers are visible and legitimated occupational groups even if they are subject to deep changes.

An occupational group is neither a collection of individuals nor an administrative category (socio-professional categories). It is the result of a process that has to do with 1) social organisation, 2) the functioning of the labour market and 3) individual subjectivity (meanings of work). An occupational group is both a way of defining oneself and a social process.

Three items are relevant for the identification of an occupational group: similarity of position in the work sphere, regardless of specific organisation or territory; the existence of some kind of collective feeling and an ability to engage in specific and coordinated interventions in the social sphere.

An occupational group is not a collection of individuals, it is a specific group with a specialised place in the division of labour and collective dimensions and capacities.

2. Guidelines for selection of individuals

We have selected the occupational groups within the business functions
 however, this does not mean that all the interviews for the occupational case studies have to be done in the organisations that are part of the organisational case studies. Practically, researchers have different options: when it is possible (very large organisations or large occupational groups) all the interviews can be done in one organisation; if it is not possible, a part of the interviews will be done in the organisation and a part outside the organisation in other organisations that have a similar profile. So practically, some interviews of workers that are part of the organisational case studies can also be useful for the occupational case studies provided that the topics of the occupational case studies are covered in the interview.
Criteria for the selection of individuals are listed in D.6.3 (pp. 60-61).

The links between restructuring and occupational case studies has to be understood as follows. We are looking for people who experienced changes in their own work due to the restructuring of their organisation. For example, if a public administration is redesigning his services to clients, than the occupational case study will focus on the front office employees that are concerned by this redesigning of services. For example, it can concern front office employees who become specialised with on line services or others with back office work, new division of work between employees, internal or external mobility, etc. 

3. Guidelines for interviews

The interviews are semi structured, this means that the interviewees have to covers a range of topics. However, the interviews must not be too structured; they have to remain open provided that the five main topics are covered. The interviewees have to be free to express their views more or less extensively in the fields that they find the most relevant from their own situation.

The following guidelines intend to help each team to define their own list of questions. 

· All the questions refer to personal situation, not to the situation of other workers or other categories of workers in the organisation. Everything relates to personal matters: concrete situation, personal work story, personal opinions, personal feelings…

In the interviews for occupational case studies, the impact of the restructuring process is approached as follows: we select individuals that are concerned by the restructuring process in the organisation and we include in our questions a temporal dimension (before and after the restructuring process in the organisation).

The starting point of the interview is the current job (description …).

In the following table, 1) we remind the research questions under the five topics and 2) we suggest possible questions for the interviews.

1. Work biographies, career construction and choices

Under this topic we ask the interviewees to tell their personal “work story”, starting with their current job and looking back to former work experiences. In the perspective of a trajectory we also ask them to talk about their perspectives for the future

The research questions are:

· Does restructuring favour boundaryless careers and contribute to the decline of organisational careers?

· Which personal profiles in each career type? What are the characteristics of the organisational contexts?

· In the context of the restructuring of global value chain, can national policies impact on career trajectories? How?

· Do new career paths have an impact on diversity management (women/ethnicity dimensions)?

Possible questions to interviewees:
· Can you describe your job: position, tasks, skill requirements?

· Did you have other jobs before? Job history in the same organisation/in another organisation/experience of transition periods (unemployment or others). Changes and reasons for them. Good and bad moves.

· What are your perspectives for the future? In the organisation/outside.

· Did you benefit from specific policy measures during your career? Support from national policies along the career trajectory.

2. Changes in occupational identities

The occupational identity is the way different occupational groups at work identify themselves as regards peers, superiors and others groups. Occupational identity is constructed by a community of workers in the light of the responses of others and workplace interaction.

Under this topic we focus on interactions between workers, collective feelings and mutual recognition within an occupational group, personal place in the organisation.

The research questions are:

· Are occupational identities more or less sensitive to restructuring? For whom? In which specific contexts?

· In restructuring organisations, from whom comes recognition in work? Mainly from peers and clients or from the organisation? What are the expressions of recognition in work in changing organisations?

· Do commitment to work and/or tasks become more or less important than commitment to the organisations in restructuring contexts?

· Do restructuring lead to more or less solidarity or collective feeling among workers?

Possible questions to interviewees:
· What kind of interactions do you have with other workers in your organisation? Cooperation? Friendliness? Competition? Etc.

· Do you feel appreciated in your organisation? How is this expressed? By whom (colleagues, managers, clients…)?

· Do you sometimes feel excluded in your organisation? By whom? In which circumstances? Specific events/stories? What are the consequences?

· Do workers have a collective life in the organisation? How is it organised? Do you (your group) have experienced conflicts? Stories of conflicts? Resistance capacities?

3. Quality of work

This topic focuses on the diverse characteristics of the current job situation.

The research questions are:

· Are the working conditions in restructuring organisations more or less inclusive? How? Where? For whom? In which circumstances?

· Do restructuring lead to new approach of working time more or less favourable to conciliation of working time and private time, to ageing at work, to lifelong learning?

Possible questions to interviewees:
· Working hours. What are the working hours? Is there some autonomy as regards time use? Part of choice/constraint in the working hours?

· Working time arrangements, pay, reward system.

· Particular features: discretion/autonomy, flexibility (under which conditions).

· How is social dialogue organised in your organisation? Is there a trade union? How is the negotiation culture in your organisation (cooperation / conflict)? What is your opinion about social relations in your organisation? Do you think that something is changing or have changed with the restructuring?

· Evaluation of the present work situation. Does it feel right in terms of type of work, working conditions, social relationships, working time, pay, etc.?

4. Learning and skills development

Under this topic, we focus on the changes in the knowledge content of the job and the individual relation to learning and skills development.

The research questions are:

· Do the restructuring of organisations lead to upskilling and deskilling processes? Who is concerned? In which contexts? Which knowledge types are concerned by which processes (upskilling, deskilling)?

· What is the role of ICT in these processes?

· How do changing organisations manage learning and skills changes?

Possible questions to interviewees:
· Are there new skill requirements for you and your colleagues in the organisation? What about your skills? Do you consider that your skills are more or less adequate to your job?

· Are there opportunities to learn new things at work? How? Through the job? In the organisation? With colleagues? With clients?

· If learning is part of the job, in which ways?

· Do you have access to formal training? How is it organised? Kinds and purposes of training?

· Uses and place of ICT in the present job?

5. Work life balance

Under this topic, we want to appreciate the impact of restructuring on work life balance. What has change? In which direction? Better, worse or equal?

The research questions are:

· Do organisations develop family friendly policies? Which ones? What are their motivations?

· Does work has an impact on family formation (and dissolution)?

· How work impact on diverse family contexts and women trajectories?

· Does the growing flexibilisation of work result in the dissolution of the boundaries between work and private life (opportunities and risks)?

Questions to interviewees:
· Does the interviewee have family – responsibilities for children/household and (lack of) support?

· Are there specific family friendly policies in the organisation? Who benefits from it?

· What are the constraints and wishes about work life balance?

· Does restructuring have an impact on work life balance issues?

4. Guidelines for reporting

Guidelines for reporting will be communicated later.

5. Key data questionnaire

This small questionnaire must be filled in at the end of the interview, making sure that all the key data have been collected. It gathers personal information that is necessary to understand a personal situation. These small questionnaires will also support some quantitative analysis.

Personal information

Name/Code


Gender


Age


Ethnic origin (native, migrant …)


Family status


Responsibilities in the family/support (short description)


Children (number, age)


Skill profile and trajectory

Skills profile (degrees, set of skills…)


Job history (changes, perspectives, experience of unemployment)


Current job

Type of organisation (name and short description)


Present job (job title, position, perspectives)


Short description of tasks (changes due to restructuring)


Working hours


Access to training (formal and informal)


Experience of restructuring (main changes in personal job situation)




�	See deliverable 6.3 for definitions of occupational groups and distribution of case studies between research teams, pp. 61-63.
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