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1. Outline for thematic report on global value chain restructuring – WLRI, HIVA and FORBA

1.1. Introduction

Drawing on the definitions and literature in WP3, this chapter will introduce the concepts and summarise some research questions to be addressed later in this report:

These include:

1. Introduction/ summary of literature on GCV typologies, also include a summary of research on mergers and acquisition

2. are new value chains are emerging in the supply of business services?

3. do they follow the same logics and power relations as value chains in manufacturing?

4. are they getting longer?

5. how are they intermediated?

6. are we seeing the emergence of ‘a new breed of multinationals’?

7. do different positions in the value chain translate into different sosrts of conditions for workers? (here, in particular, we would examine in particular the proposition that has been put forward in studies of value chains in manufacturing, that the lower down the chain you go, the worse are the conditions, and the more likely that the work will be low-skilles, repetitive, taylorised & carried out by women & people from subordinated ethnic groups. Is this really the case in manufacturing? And does it apply also in services?)

1.2. Empirical evidence on value chain restructuring in the EU

This chapter will summarise the evidence from the quantitative pillar, looking in particular at any survey results that are available on the extent and characteristics of outsourcing, and on the evidence on intersectoral shifts from the lfs. in doing so it will look at national differences (to the extent that this is possible) and, in particular, highlight any results relating to the business functions and sectors addressed in the WORKS qualitative research. The report will particularly draw on HIVA’s work on the LFS  - HIVA will draft this part.  WLRI will also investigate the DG ECFIN data on mergers and acquisitions to see what can usefully be includes. 

1.3. Methodology & a typology of value cahin restructuring 

Based on the analysis of a matrix, this chapter will summarise the WORKS case studies and attempt to fit the forms of restructuring found in them to the various typologies of value chains that have been developed by Gereffi, Sturgeon etc. We will try to look for common patterns – for instance in relation to particular sectors, national contexts, company size categories, whether the restructuring is in-house or involves outsourcing and processes of value chain  restructuring (drivers, role models, temporal aspects, actors etc),  the power relations in value chains  and/or workflows across organisational boundaries. 

The report will draw on the value chain analyses already carried out by FORBA and ISF in their synthesis report on the organisational case studies.  Cases will be coded by sector: 

-
FORBA: public service (IT) & R&D/IT

-
HIVA: clothing 

-
WLRI: Public services ( customer services) & food

The GVC thematic report needs a systematic analysis of the WORKS cases studies to see how they fit in with existing typologies. If they don’t fit in, the need may arise to adapt existing typologies or develop a WORKS specific typology, this may be necessary in relation to public service sector or others that are very different to the production sector.

In order to approach the analysis, coding/classification has to be fairly restricted and other issues (e.g. skills, relationship between changes and company size) need to be covered by the other thematic reports. 

A coding matrix will be used as a dynamic system to code WORKS case studies, the matrix will create a base to analyse patterns btysector. 

Codes used for up- and downstream relations will include: 

Trigger for restructuring

1- m/a = merger/acquisition

2- cost = strategy to cut costs

3-market = strategy to reach new markets/internationalisation

4-market: speeded up market/ shortened innovation cycles

5- market: intensified competition

6-innovation = development of new product/service

7-policy = public policy e.g. introduction of competitive tendering for public services

8-increased control

9-efficiency

0-other - please spell out

form of restructuring

1-R=relocation

2-D = spatial decentralisation/dispersion

3-C = centralisation/concentration

4-T = new technology/system

5-S = change in skill  requirements/work organisation

6-P = privatisation/ introduction of public/private partnership or SLA

7-I= integration (vertical integration – forward or backward)

8-F = fragmentation (concentration on core  functions/outsourcing/ subcontracting/increasing numbers of suppliers)

9-R= rationalisation

0-other – please spell out 

coordination

1 =market  (short-term, transactional)

2 = hierarchy (longer term, either in company or partly integrated)

3 = relational /professional (project-based/consultancy)

4 = market-hierarchical (internal markets & tendering systems)

5 = hierarchical-relational/professional (hierarchies tempered by mutual consultation and adaptation)

6 = market-relational/professional 

(markets tempered by mutual consultation and adaptation)

7= market-relational/professional: long termrelationship (because of capabilities supplier, high mutual interdependency)

8 = legal/bureaucratic (e.g. tendering systems and service level agreements, public private partnerships)

9= relational-bureaucratic hierarchical (e.g. workers’s co-ops)

0 = other (please explain)

dk = dk - insufficient data

control

upstream 

downstream 

unit (in the surveyed unit)

contested or in transition (e.g. newly outsourced to large company

unclear/don’t know

employment impacts

job gain

job loss

no changes

insufficient information

sourcing status

traditionally in-company 

newly in-company (‘insourced’)

traditionally subcontracted

newly outsourced

both outsourced and in-company

other (please explain)

1.4. Conclusions and policy implications

This final chapter will summarise the general conclusions and draw out the policy implications looking in particular at:

· Value chain governance. What should be the role of regional, national and EU level government bodies (if any)? What is the role of the social partners?

· Transfers of personnel. Do we need a revised TUPE?

· What are the implications for skills and training policy?

· If we are seeing the emergence of ‘a new breed of multinationals’ is there a case for changing the competition laws? And how can the interests of SMEs be protected?

· What are the implications for the future of public services in Europe?

2. Changes in worker organisation and representation at the workplace – ISF/ ATK... need updated version? 

2.1. Regimes of regulation – policy concepts regarding restructuring across the value chain


Differences in regulation strategy-targets


Participatory potential in restructuring

The role of existing institutions in the determination, implementation, and enforcement of policy under the changing conditions of value chain restructuring

2.2. The role of industrial relations organisations/institutions in restructuring processes

Main Determinants (sector, business function, workers position)

Developments and trends

2.3. The role of restructuring and the development of global value chains on industrial relations

How industrial relations forms/strategies change

Explaining deviations between regulatory frameworks and outcomes at the level of the workplace

What is happening at the workplace due to restructuring and what influence do employees/workers and their representatives have?

2.4. Representation and effects on employees/workers scope of action and effects on aspects of work at the workplace

Levels of influence

· Operational work process and work flows

· Team issues

· Terms of employment (contract, time use and flexibility, HR strategies)

· Quality of worklife – worklife balance, autonomy

· Skilling

· Gender

Variations by sector, business function, worker type

2.5. Workers /reps of industrial relations role in (ability to influence) the change process 

Company decisions (business development, organisational structure, IT investment, outsourcing or offshoring decisions)

Work organisation 

Transfer of workers

Retraining  

Strategies to reach flexibility in organisation – FORBA/ USPS
DRAFT THEMATIC REPORT: FLEXIBILITY

Stavros P. Gavroglou

Based on quantitative data provided by WP9 and WP8, we cannot possibly “trace” or “follow” flexibility along the processes of restructuring of value chain. We cannot measure the extent to which the restructuring of the value chain involves a process of passing on risks and costs to weaker links in the value chain in the form of flexible, insecure or deskilled working conditions. The relationship between restructuring and flexibility can be better gauged through our case study data which will be analysed by Jorg et al. The secondary analysis of major data sets by WORKS reveals important dimensions in which work is changing. Some of this change is expressed in various types of flexibility. This draft report presents the empirical evidence supplied by the WORKS research that is relevant for a quantitative assessment of the evolution and dynamics of flexibility in the European Union. It is intended as a background for the qualitative analysis of the case studies that will follow. We will try to adhere as much as possible to the report outline headings presented in Sofia.

2.6. Drivers of change:
Economic and societal context, company strategies

What accounts for the extent and type of flexibility is a complex set of company strategies, social conditions, technological and economic growth, and social preferences. 
2.7. Value chain restructuring and external flexibility: position in the value chain and forms of flexibility (passing on risks ...)

External flexibility and the value chain

Based on the available aggregate data, we cannot isolate the forms of flexibility that are utilised at different positions in the value chain. We have no way of identifying forms of flexibility in the “points of origin” of a restructuring process from forms of flexibility in the “points of destination”. Many, but not all of these points of origin are probably countries of the developed North, and some, but not all of the points of destination are New Member States or countries of the European “South”; but a portion of restructuring involves value chains within the same country. Therefore, at this point we can only attempt a very indirect estimation of the extent and types of flexibility along the value chain by comparing the flexibility that prevails in “advanced countries” (assumed to have a larger share of companies occupying a commanding position in the global value chain, such as Denmark, Sweden, Finland) to the flexibility that prevails in less advanced countries (at a lower position of the value chain, such as NMS, Greece, Portugal, Spain).  

Temporary employment, given the difficulties with two other possible indicators of external flexibility, job tenure and job turnover,
 is our key indicator. While temporary employment is easy to measure, it is also an imperfect indicator inasmuch as it does not measure external flexibility in the same way for each country: for a country like the UK with weak employment protection legislation temporary employment in effect it under-counts numerical flexibility by ignoring the possibly high level of churning among regular employees.
 Denmark has low rates of temporary employment yet we know that it has one of the highest job turnover rates, given its weak employment protection laws.

A comparison of the evolution of temporary employment since 1997 confirms the sense that the global restructuring of the value chains which is underway is accompanied by a tendency for companies to adjust their organisation of work in a way that externalises risks and costs to labour and/or society by making employment more precarious and/or flexible for a portion of the workforce. Indeed, temporary employment has increased in the period under consideration, albeit in a modest way. 

However, no pattern seems to emerge with respect to the levels of temporary employment of different countries or of different sectors. Rather than being correlated to inherent production needs or to a socioeconomic type, temporary employment seems to be highly country-specific. Less developed countries do not have consistently higher levels of temporary employment. 

a. Even to the extent to which certain forms of flexibility are more likely to be found in more advanced countries, we find at the same time that other forms of flexibility are also more likely to be found in more advanced countries. Thus Sweden and the Netherlands, for example, have more complex work but also more part-time work than Portugal or Greece.

b. It appears that less advanced countries are not becoming a “back-office” for companies in the more advanced member states; there is no quantitative evidence that the latter do “export” numerical flexibility to the former. Rather, companies in the more advanced countries use both numerical and functional flexibility quite extensively, while in the less advanced companies use mainly numerical flexibility.

2.8. Flexible forms of employment: fragmentation, comparative aspects; dynamics of employment regulation

Here we will focus on temporary employment, part-time work, shift work and work during asocial hours. The general trend for temporary work for most countries is strongly upward; the trend for part-time work is moderately upward; the trend for shift work and for unusual hours for most countries is stable

Temporary employment 

a. A general important increase in EU15 (from 12.2 to 14.2% between 1997-2005), sharp increase in NMS (from 6,6% to 15,7% in 2000-2005)

b. Sectorally, in EU15 one observes the same incidence of temporary work in industry as in services (13,3 and 14,1%), a higher incidence in agriculture (36,7%). In NMS temporary work is 18,9% of agriculture, 17,2% in industry, and 14,6% in services.

i. Food industry: production and logistics are just below the average

ii. IT is significantly below average

iii. Public administration is lower than average

iv. Railways and Postal services in below average

c. With respect to occupational groups, in EU-15 temporary employment is more spread among blue collar (17.6% of the total of employee in 2005) than among white collars (12.2%). Relative to total employment, temporary employment increased among Technicians and associate professionals (9.3 to 11.2%), Service workers and shop and market sales workers (14,4 to 17%), and among Elementary occupations (19% to 22,5%). Skilled agricultural and fishery workers had the highest incidence of temporary work (28,1%). In NMS blue-collar workers experience temporary work more often than in EU15 (19,6%). Elementary occupations have the highest incidence of temporary work (29,1%)

i. In Logistics the incidence of temporary work grew from below average to average

ii. In IT the incidence of temporary work remains significantly below average

iii. In Customer service it grew from below average to average

d. The relative incidence of temporary work in different countries can be misleading as an indicator of numerical flexibility. A country with a low level of protective regulations for regular employees (e.g. UK) in effect allows companies to achieve numerical flexibility by churning regular employees, thus rendering temporary work rather superfluous as a method of achieving numerical flexibility.
 

e. Conversely, we observe that relatively high levels of employment protection for regular workers in a country often do not limit the extent of numerical flexibility for those workers but end up passing  it on to temporary workers. The result is a highly dualised labour market, as companies can and do circumvent high levels of employment protection by making more extensive use of temporary work.

Part-time work

a. Part-time work grew in EU15 from 16% in 1995 to 20,4% in 2005. It is highest among the Netherlands (46,2%), followed by the UK, Sweden, Austria, Belgium, Germany, Denmark (21-24,1%). Greece is by far the lowest at 4,8%.
 In NMS it is much lower than EU5 average and the trend since 1997 is declining: from 10,8% to 8,1%.
 Part-time workers on average work half as much as full-time workers (19.7 hours/week versus 40.3 hours/week)

Shift-work 

It has has increased in EU15 from 10.7% to 15.5% in 2005. In NMS the rates are higher: from 20.9% in 2000 to 27.5% in 2005.

Work at non-social hours 

The figures do not change between 2000-2005 for EU15 or NMS.

Self-employment 

It declined slightly in EU5, and declined more significantly in NMS where it is larger

the dynamics of employment regulation

“There is very little support in [the evidence] for the notion that job flexibility varies in any clear way with national institutional frameworks, let alone of national ‘types’. For instance, the UK, a ‘liberal’ country, has a small proportion of workers on fixed-term contracts. The reason is possibly that with its relatively liberal hiring and firing laws employers have only a limited need for this type of contract. France, with its much higher level of job protection, has a higher proportion of fixed-term contracts. Employers use such contracts to avoid the rigidities of the legislation. Furthermore, in France, agency and temporary work grew three-fold between 1983 and 1998. This increased job insecurity was concentrated amongst young people, women, and the low skilled; female-dominated) clerical work was particularly subject to this change. Here we have a nationally specific ‘solution’ for coping with change, with strong employment laws protecting a large core of employment while shifting insecurity onto specific groups of workers, especially the young (Galtier & Gautié, 2003). Indeed, it has been argued, for instance, that there is a fairly close positive correlation between temporary work and legislative strictness over permanent contracts (OECD, 2004: 87). In Sweden, however, a big increase in temporary employment could be put down to changes in supply rather than demand, as it occurs there also mostly amongst young people who might therefore be ‘job hopping’ (Boje & Grönlund, 2003: 198).

Overall, there is little evidence that countries can be grouped consistently into types. Countries are in fact highly distinctive entities even where changes like globalisation, which might be expected to affect the more industrialised countries in similar ways, are concerned.”
2.9. Work organisation and flexibility: numerical and functional flexibility, new work roles, multitasking

Given the globalisation of value chains we expect a general increase of flexibility; the evidence confirms our expectation, as most forms of flexibility show a marked increase. We also expect different forms of work organisation, industrial relations, and social and political conditions to mediate the extent and form flexibility actually takes. The evidence confirms this expectation, albeit perhaps “too well”: the extent and type of flexibility prevailing in any one country cannot be explained by a single set of production- or education- or geography-related related factors; flexibility seems to be highly nationally specific. While we do find evidence that countries with a heavier reliance on a traditional work organisation tend to rely relatively more on numerical-external rather than functional-internal flexibility, there is – as concluded with respect to changes in work generally – “no clear-cut national convergence in respect of change on a number of dimensions, nor a consistent means of grouping types of countries in a way which is consistent over time and across different dimensions. Rather, we mostly observe a high level of national specificity”
. 

Indicators of functional flexibility that can be selected from the WORKS research are the following: work complexity (vs routine work), and teamwork, as well as the more ambiguous indicator of market-driven work intensity, and  indirect such as training provision, educational attainment and skill endowments.  

Complexity of jobs 

Lundvall (2005) suggests that more “advanced” countries should have a greater proportion of workers performing complex tasks. We may hypothesize likewise, in WORKS’s “value chain restructuring” terms, that countries with a higher position in the value chain should have a greater proportion of workers performing complex tasks. The mapping of complex/routine jobs among EU27 countries carried out by WORKS partially confirms the idea advanced by Lundvall (as well as the results of Lonrenz and Valeyre)
: Generally speaking, it is in Scandinavian countries and the Netherlands where workers frequently perform complex tasks – although Malta is ranked surprisingly in the fourth position, and Estonia is ranked sixth (probably due to its proximity with Scandinavian countries rather than her level of development (or position in the global value chain). In Southern countries such as Portugal and Greece and NMS routine jobs are more frequent.

A hallmark of functional flexibility is the broadening of the job content and signals a certain reversal of the Taylorist tendency for highly routinised work tasks. We expect, therefore, that countries that have departed the most from the Taylorist model of work organisation will have on average more complex as opposed to routine jobs than countries following a more traditional work organisation model. The results of WORKS research largely confirm this expectation. The general level of work complexity for Europe as a whole has remained quite stable, with a rather downward tendency.

a. WORKS has constructed, through multiple correspondence analysis of EWCS data of EU27 countries, a synthetic indicator of the type of work carried out by workers. This “complex vs. routine” work indicator expresses the opposition suggested in the literature between, on the one hand, complex work, learning opportunities, discretion to solve problems, and discretion in the work content (all of which are indeed found to go together), and, οn the other hand routine tasks, lack of learning opportunities and lack of discretion in carrying out the work (Figure 1). According to the analysis carried out:

b. In EU15 there is a certain decrease in complexity of work between 1995 and 2005, with an even larger decrease recorded between 1995 and 2000 that is partially recovered consequently. In other words, in the last 10 years there is on average a decline in the possibility for workers of changing their order of tasks and methods of work; jobs involve a lower degree of solving unforeseen problems, complex tasks or learning opportunities

c. Countries with high percentage of part-time employment are characterised by high degree of work complexity.

d. Scandinavian countries and the Netherlands score highest on work complexity among EU15 countries, while Spain, Portugal, Greece and, surprisingly, Germany;
 among EU27 countries, based on 2000-2001 data, most NMS score low as well.

Figure 1: Job complexity
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Teamwork

Teamwork is also a hallmark of functional flexibility. Although it may take different forms (from semi-autonomous to lean), it is broadly accepted as a new form of work organisation that departs (to a larger or smaller extent) from the traditional model of work organisation based on narrow and individualised work assignments. 

a) Teamwork seems to be present in most organisations. However, if one looks further to the real content of this teamwork, enthusiasm quickly drops. The dominant team type has limited autonomy and a fixed team leader appointed by management and is referred to as a “lean” team.

b) Organisations with teamwork are typically young organisations and they are mainly in health care, education, financial services or the metal and electronic sectors. It concerns mainly organisations with a knowledge intensive character, in which complex work prevails and who are confronted with high client specificity and important fluctuations in demand.

c) At least in Belgium, working with people or customers is – more than working with technology or information—a breeding ground for the development and implementation of teamwork (when working closely with customers, a fixed working time cannot be defined due to the unpredictability of the wishes of customers).
 

d) Incidence of team working and multi-tasking has hardly changed between 1998-2004 in UK.

e) The most globalised and competitive French organisations are still more oriented towards a centralised lean-production model.

f) Organisations sharing all characteristics of teamwork remain a curiosity in the UK (responsibility of teams for specific products or services, team members being depended ton each other’s work to be able to do their job, rotation of tasks, joint decisions on how work is to be done, team members being able to appoint their own team leaders).

g) Flexible firms in Denmark – understood as those capable of responding with new products and technology to a changing environment – make less and less use of routine work and more and more use of intra-organisational co-operation.

h) Team production is a good bet for enhancing organisational performace, based on analysis of UK data.
 The median organisation in a large cross section enjoys a considerable in-crease in the probability of higher financial performance by using team production. However, contrary to the hypothesis that self-managed teams are preferable to closely-managed teams, the evidence suggests that non-autonomous teams are no worse than autonomous teams (regardless of the autonomy measure considered).

Market-driven work intensity 
a) Going beyond the well-established tendency for the intensity of work to increase, WORKS has constructed two synthetic indicators aiming to capture the distinct sources of work intensity that can be linked to distinct forms of work organisation. The indicator “technical constraints” includes those constraints workers face when performing tasks on their work rhythm and also on the time they have to get the job done: constraints linked to the automatic speed of a machine, to the movements of a product, to numerical production targets but also to the direct control of a manager (reflecting a pyramidal organisation of work). The other indicator, “market constraints” reflects modalities such as work pace dependent on direct demands form people such as customers, passengers, pupils, patients etc, as well as the fact of not having enough time to get the job done and of no direct control by a manager.   

b) Surprisingly, the most important technical constraints are observed in Finland, Cyprus, Sweden and Great Britain. Lithuania, Latvia, Slovenia and Portugal are the countries with the weakest technical constraints. This classification shows that industrial work organisation is still strong in developed countries and the work is especially characterised by high speed and tight deadlines. The fact that the intensity of technical constraints is generally weak in transition countries could indicate a lack of industrial development.

c) Results are more as expected for the intensity of market vs. technical constraints. The highest market constraints (work dependent on direct demands from people such as customers, passengers, pupils, patients, etc.) are observed in΅
 Scandinavian countries, the Netherlands and Austria. In Baltic countries, Slovenia, Spain, and Portugal these constraints are not very developed.
 WORKS’s analysis of EWCS data confirms Lundvall’s (2005) hypothesis that the level of development of a country goes with an investment in knowledge and complex work; 

d) Work intensity can be linked to the dictates of the market or the dictates of the technical organisation.
 WORKS analysis of EWCS confirm the expectation that more advanced countries (along the value chain) have more market-driven intensification of work rather than technology-driven intensification of work.

Table 1: Intensity of technical and market constraints, country rankings 2005

	
	Market constraints
	
	Technical constraints

	Sweden
	1
	Finland
	1

	Denmark
	2
	Greece
	2

	Finland
	3
	Germany
	3

	Netherlands
	4
	Portugal
	4

	Germany
	5
	Austria
	5

	Austria
	6
	Denmark
	6

	Greece
	7
	Sweden
	7

	Italia
	8
	Belgium
	8

	Belgium
	9
	Netherlands
	9

	Ireland
	10
	Great Britain
	10

	Spain
	11
	Luxembourg
	11

	Luxembourg
	12
	Italia
	12

	France
	13
	France
	13

	Great Britain
	14
	Spain
	14

	Portugal
	15
	Ireland
	15


e) The multi level analysis of works reveals the profile-drivers of complex work (922, 49-55)

f) Part-time employment rates have an impact on the degree of work complexity.

Numerical vs. functional flexibility

a) Organisations in Belgium meet their flexibility requirements mainly with their own employees. The ‘flexible firm’ model of Atkinson with a small nucleus of core employees surrounded by floating skins of employees in a supple relationship with the organisation, must therefore increasingly be referred to the realm of fiction.

b) The core-periphery hypothesis is also disconfirmed by the empirical analysis of German organisations, inasmuch as neither fixed-term contracts nor temporary agency work raise job security and job stability for regular employment. Companies use functional or numerical flexibility instruments in a complementary rather than substitutive way.

c) Atkinson’s model receives some support in an analysis of French organisations. It is concluded that innovative organisations develop a dual management of personnel, where a significantly large reserve of temporary employees coexists with a rather stable permanent workforce.

d) However, there is also evidence that functional flexibility displaces numerical (external) flexibility. In Belgium, organisations making use of teamwork have less need to rely on flexibility instruments. Employees in such organisations are more versatile, allowing the organisation to balance manpower in a better way. Organisations without teamwork have more employees performing a specific job, leading to the necessity to replace these in case of absence.
 

e) Kleinknecht’s analysis of Dutch data makes a strong case that the strategy of numerical (over functional) flexibility is damaging for labour productivity growth. In addition, it is shown that functional flexibility is more beneficial to innovating firms. By handling internal (other than external or numerical) flexibility, innovators invest in trust and loyalty of their personnel, which is favourable for the accumulation of (tacit) knowledge and reduces the leaking of knowledge to competitors. By contrast, organisations that have a high turnover of personnel do not realise significantly higher sales growth, and the same holds for organisations that employ high shares of personnel on truly temporary contracts (without a perspective of tenure). Advantages from lower wage costs seem to be lost on various forms of social capital: an increased turnover of workers with short-run commitments leads to diminished trust, loyalty and identification with the firm, creates ‘hold-up’ problems and leads to increased market failure owing to easier leaking of knowledge.

f) Numerical and functional flexibility are not altogether complementary. An analysis of available data on workplace training in European countries shows that the diffusion of temporary contracts reduces the investment in training (which is a good indicator and precondition for functional flexibility).

2.10. Working hours and flexibility:
pressures for working time flexibility along the value chain, forms of flexible working hours in a comparative perspective, regulational aspect

Independence in time allocation

a. Based on WORKS’s synthetic indicator of workers’ independence in time allocation, on the basis of EWCS data, the ranking of EU15 countries in 2005 seems to be highly country-specific. Whether workers “can choose or change the order of tasks and take their breaks when they wish”
 -- is more related to the institutional and historical background of each country than to the type of work organisation. Countries with the highest rankings (highest degree of independence in time allocation) are countries with a Taylorist work organisation and/or less economically advanced. However, this pattern holds only for the first 7 rankings, after which it is difficult to discern any pattern as the very next place is occupied by Sweden which is neither Taylorist nor less advanced. Moreover the last places are occupied by countries as diverse as Finland, Bulgaria, Slovenia and the United Kingdom (Table 2). 

Table 2: Independence in time allocation

	
	Value
	Rank

	Italia
	0.131
	1

	Greece
	0.131
	2

	Malta
	0.124
	3

	Portugal
	0.111
	4

	Lithuania
	0.091
	5

	Belgium
	0.065
	6

	Hungary
	0.059
	7

	Sweden
	0.059
	8

	Spain
	0.043
	9

	France
	0.030
	10

	Romania
	0.029
	11

	Latvia
	0.028
	12

	Poland
	0.015
	13

	Luxembourg
	0.011
	14

	Cyprus
	0.006
	15

	Germany
	0.006
	16

	Czech Rep
	0.004
	17

	Denmark
	0.002
	18

	Netherlands
	-0.010
	19

	Slovakia
	-0.025
	20

	Austria
	-0.027
	21

	Estonia
	-0.036
	22

	Ireland
	-0.040
	23

	Finland
	-0.048
	24

	Bulgaria
	-0.050
	25

	Slovenia
	-0.051
	26

	Great Britain
	-0.080
	27


autonomy over working time

A related interesting dimension of working time flexibility is the autonomy of workers over working time schedules and arrangements. While the previously examined indicator “independence in time allocation” measures the individual worker’s independence vis a vis other workers and the firm, the indicator “autonomy” measures workers’ autonomy in time allocation vis a vis the company. According to a Eurofound survey, while in Northern countries workers can choose to adapt working time to their needs to a large extent, in Southern and Eastern countries more than 75% of employees have no means of deciding for themselves the organisation of their working time (Figure 2).
 These results are more in line with the hypothesis that (worker-friendly) working time flexibility and functional flexibility are interrelated elements of a distinct form of work organisation.

Figure 2: Autonomy over working time, by group of countries (%)
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regularity of work schedules

Time flexibility can also be gauged from whether workers work the same number of hours every day or every week, and from whether workers work under fixed starting and finishing times. The degree of regularity of work schedules, by country group (%) is shown in Figure 3 below
:

Figure 3:  Regularity of work schedules, by country group (%)
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b. Time flexibility can be viewed through the incidence of shift-work and of unusual working hours (see section above).
c. Combining the wide variety of flexibility indicators in the ESWT by means of latent class analysis, the European Foundation (2007f) distinguishes between six types of flexibility responses among organisations in Europe. This typology refers to the amount of flexibility as well as the kind of practices that are supported:

Summary of country profiles of time flexibility

The determinants of time flexibility 

a. The analysis of EWTS by the European Foundation shows that the country in which a firm is located, reflecting differences in legal, cultural and institutional surroundings, is the most important determinant of an organisation’s time flexibility profile. The second most important determinant is the size of the organisation, measured by the number of employees. The sector ranks third as determinant of the [time] flexibility profile of a company. The following table summarises how the time flexibility profiles are related to some firm characteristics:
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b. Thus the determinants of time flexibility are country-specific. “The use of flexible working time arrangements is not so much the result of the necessities inherent to the production process, but rather depends on country-specific cultures in work organisation and the will of the responsible decision makers, as well as the expressed demand from part of the employees to organise work in that way.”
 
c. While neither the system of employee representation nor the actual quality of co-operation between management and employee representatives are the ultimately decisive determinants in predicting the incidence of working time arrangements relevant for the work-life balance of employees, both are important and significant factors.

d. Countries that have a large share of high worker-oriented high-flexibility firms also have a high share of firm-oriented high-flexibility firms.

Evaluation of working time flexibility. 

a. In general there is a broad consensus between the social partners that the introduction of flexible working times has had mainly positive effects. Both managers and employee representatives name a higher job satisfaction most frequently as an outcome of the introduction of flexible working time, followed by a better adaptation of the working hours to the workloads. And among both groups of respondents only a quite small minority perceives any negative effects.
 Increasing time flexibility is not necessarily a conflictual issue: the high-flexibility firms, although labelled “worker-oriented” or “firm-oriented”, share a range of flexible practices that serve both the employees’ and the firm’s needs.

2.11. Flexibility in a gender perspective:
forms of employment, segregation, boundary-spanning functions

This is Monique’s section (I was “relieved” of it in Sofia!). Available data: Women are prevalent in part-time but not in temporary work; Women and complexity of work (922, pp. 50-51)

2.12. Flexibility and the development of ‚knowledge work‘: 
knowledge intensity and acceleration

a) “Education is a strong determinant of the organisational characteristics of a workstation”
. Countries where tertiary attainment is high are characterised by a stronger degree of work complexity and, therefore of functional flexibility. However, the intensity of market constraints (an possible indicator of functional flexibility) is weaker in countries where the percentage of educated people is greater. Market constraints are more intensified in innovative economies [economies not necessarily with a higher percentage of educated people, but on the basis of the number of applications to the European Patent Office]. 

b) Training provision

c) Skill endowments

d) ICT 

i. IT workers (NACE 72) do not seem to work in a flexible environment more often than other professions (in UK and G)

ii. Information technology is complementary to new form of work organisation; workers who work with computers have more interesting and complex jobs and are more concerned with market constraints.

iii. In France, the communication between workers and technicians is more intense in contexts where new organisational practices and ICT’s get diffused. This is manifested in group work, information exchange, mutual co-operation, reunions, ... that all reflect a new form of rationalisation and use of qualifications in the process of production that implicates more deeply the employees at different levels.
 In Denmark, ICT introduction is related to organisational change. The jobs are more characterised by functional flexibility, delegation of responsibility and based upon co-operation and communication in internal and external networks.

iv. Functional flexibility is in fact related to the introduction of new technology. It has been shown that in Denmark, the introduction of information technology is accompanied by organisational change wherein jobs are more characterised by functional flexibility, delegation of responsibility and based upon co-operation and communication in internal and external networks.

e) Strong evidence for skill-biased change

2.13. Conclusions on flexibility and the quality of work

Skills and qualification policies and HRM ( internal labour markets) HIVA/UT 

Monique Ramioul (HIVA) and Bert de Vroom (UT)

1. Central themes of the paper 

Given the available empirical data, the thematic paper on skills and qualifications will focus on four themes. Each theme will be introduced with an overview of findings from theory and literature where available in order to formulate hypotheses.

1.
Changes in skills and qualifications

o
upskilling versus downskilling versus mixed effect

o
specialist versus generic skills and qualifications

o
new skills and qualifications

2.
Mechanisms explaining these changes, codification and knowledge innovation

o
changes in the distribution/locus of knowledge in the value chain related to restructuring: fragmentation versus integration, centralisation versus decentralisation, moving up or down the value chain

o
use of new technologies

o
changes in work organisation: teamwork, projectwork, distant work, functional flexibility

o
changes in task compostions: task fragmentation and taylorisation; task enlargement versus narrowing down; 

o
changes related to new functions and roles: transition work, boundary spanning roles, project management

o
changes related to mobility requirements (functional and spatial)

3.
Changes in management strategies related to the acquisition, allocation and development of qualifications and institutional changes in VET systems

o
Internal versus external management strategies, intra-organisational versus inter-organisational strategies of skill acquisition, allocation and development of qualifications

o
Integration versus disintegration of skill/qualification paths

o
Dismantling versus modernisation/introduction of VETsystems

4.
Drivers of changes in skills and qualifications, management strategies and VET systems

o
Market-related and innovation-related drivers: cost pressure, increased competition, shortened innovation cycles, shift from incremental to radical innovation or v.v.; shift from mass production to diversified production

o
Bureaucratisation-related drivers: internal tendering, implementation of standards, contractualisation, SLA’s

o
Institutional changes: privatisation; highly coordinated markets versus low coordinated markets with relation to VET; complex versus simple institutional context with relation to VET; strong versus weak employment protection; 

o
Labour market related drivers: changes in supply

2. Structure of the analysis and description.

The description of the observations made in the case studies will probably best be systematised based on a sectoral approach, although other levels of analysis, in particular country and size, might be necessary, especially for the issue on ‘drivers of changes’.

3. Illustrations on the themes.

3.1. Changes in skills and qualifications

In clothing, new competencies are related to closer collaboration of designers with sales and marketing, the use of ICT for communication and for executing the job of designer. For production workers, closer collaboration of stitchers with the design department. Knowledge of new fabrics are necessary for all.

In IT research and development, there seems no downskilling but different types of skills are required such as project management and marketing skills; employees need to be able to work in virtual teams and to cope with different time zones. The commercialisation also requires new competencies. There is need for mobility and language skills.

In software development, working transnationally increases the importance of soft skills, cultural sensitivity and temporal and spatial flexibility. Also for problem-solving capabilities, and customer empathy. Generally no mentioning of downskilling.

3.2. Merchanisms of changes in skills and qualifications

In the clothing industry, despite the vertical integration of the value chain (mainly for reasons of speed and logistics), this is lengthened because of the outsourcing of the production function and the internationalisation; this leads to the fragmentation of the knowledge in the whole production process in different functions (design, production). Employees have no longer a full understanding of the product cycle and effective feedbackloops in the design of products are no longer possible. In some case studies it became clear that the location of the product knowledge plays an important role in both the restructuring of the value chain and the position of the company in the whole chain.

IT Research and Development sites sometimes are intentionally located close to universities as part of regional innovation clusters; but sometimes regional distribution is the strategy. The location of the site seems decisive for collaboration opportunities. Here too, the location of knowledge in the value chain is crucial with basic research generally being more attractive than commercially funded research, likely to attract and retain more talented researchers. In ITR&D generally there seems to be a loss of autonomy. Control is mostly formal but performance is more often monitored and evaluated due to work closer to the market. This also implies that the logics of commissioned projects are transferred and applied to basic research. 

Commercialisation also leads to more standardisation, however in IT this does not mean simplification. 

In software development, fragmentation of the value chain follows the product life cycle. As a result conceptual work and production are separated, projects are assigned with tenders and locations are encouraged to pool specific competences. Customer work and project management are usually kept close to the center of the value chain. Here too this fragmentation may imply a loss of full understanding of the product and process. 

In software development, the definition of tasks and interfaces is critical for virtual collaboration. There is also a form of formalisation in the procedures for the transfer of knowledge and in the construction of qualification structures and classifications.. Further, toolkits for knowledge sharing are developed

3.3. Changes in management strategies related to the acquisition, allocation and development of qualifications and institutional changes in VET systems

In IT research and development, recruitment is mainly external; opportunities for formal training are however minimal, except sometimes when the site is related closely to university. There seems to be a development towards new career paths: technical versus managerial. In IT R&D learning is part of the job. People seem to be responsible themselves for their skill development and VET.

In software development, entry is high skilled, training is mostly on the job but there are some specific programs for formal skill acquisition. Many of these are geared towards project management and soft skills. Access to training seems to depend on the size of the company and/or the size of the customer. Private certifications are also important. Self-initiative and responsibility in learning are important. 

3.4. Drivers of changes in skills and qualifications, management strategies and VET systems

some preliminary findings:

In clothing, obviously the shortening of innovation cycles and the speeded-up markets have an important impact on work organisation and required skills. Another important factor is the shortage of qualified stitchers due to decreased vocational training structures, leading to speeded up outsourcing of mass prodution.

In the IT Research and Development there is a general tendency of moving development closer to applications for the market. There is also a problem of cost presure for public funded labs. Sometimes ITR&D is intentionally located close to universities as part of regional innovation clusters; but sometimes regional distribution is the strategy. The location of the site seems decisive for collaboration opportunities. In IT research and development, the commercialisation generally leads to more formalisation and documentation (eg. working with time sheets).

In software development there is a high variety of value chain types (integrated, networks, market-like tendering procedures…). The two main drivers for restructuring are outsourcing and mergers. In software development, internal competition and tendering seems to be particularly explicit. But competition is moderated by the need for collaboration and location-specific build up, particular expertise. The more integrated the value chain is, the more likely it is that forms of internal tendering are used. Second, there is a tendency towards ‘industrialisation of software development’ meaning a systemic approach spanning the whole product lifecycle. Finally, the implementation of ISO leads to more standardisation. In one case, there was a contrary trend to decentralisation of responsibilities and open communication.

3. Proposed distribution of work

Both authors will do the integrated analyses for the whole report and divide the case study material as following:

MR (HIVA)

§
Organisational case studies:33

o
Clothing - R&D, production and logistics: 15 cases + transnational cases (2 in clothing)

o
IT research: 6 cases

o
Software development: 5 cases

o
Customer service in services of general interest: 5 cases

BdV (UT): 

§
Organisational case studies: 27 (31)

o
Food - production and logistics: 10 cases + transnational cases (2 in food) (2 missing: UK and NL) 

o
Public sector: IT outsourcing: 8 cases

o
Public sector - customer service in administration: 7 cases

The occupational case studies provide crucial additional material especially with respect to changes in skills and qualifications and careers. Obviously the material of the occupational case studies will be used related to the sectors as they are distributed.

3. New career trajectories and biographies FTU/ IRES 

Gérard Valenduc, Patricia Vendramin (FTU) 

Marcello Pedaci (IRES)

3.1. Outline of the thematic report

The proposed structure of the thematic report consists of five chapters. The first chapter introduces the concepts at the core of the report: individual careers, trajectories on the labour market, occupations. The second chapter analyses a range of hypotheses related to changes in work (organisational changes and restructuring) and the correlated changes in careers and trajectories. The third chapter analyses a range of hypotheses related to wider societal changes affecting individual and collective identities at work. The fourth chapter focuses on the three clusters of occupational groups identified in the synthesis and comparative analysis of occupational case studies: knowledge-based creative occupations, manufacturing occupations and service occupations; it highlights convergences and divergences between those three clusters, in terms of careers, trajectories and identities. The fifth chapter addresses policy issues and challenges.

3.2. Conceptual framework and scope of the report
This introductory chapter highlights a series of concepts that will be used in the report, mainly summarising the key contents of the chapter 8 of the D3 report and the chapter 1 of the D11 report. The key concepts are: career models; trajectories (wider than careers, including mobility on the labour market); identities at work (as an explicative factor of careers and trajectories); occupations and occupational groups.

The chapter also sketches the aims and scope of the thematic report: to go beyond the “impact” approach towards a more prospective and innovative approach, raising and discussing new hypothesis about the future evolutions of careers and occupations; to focus on the meanings of changes (restructuring, occupational evolution, etc.) for individuals.

3.3. Hypotheses related to changes in work

I.3.3.1. Structural changes

This section gathers hypotheses and trends linked to organisational and structural changes that affect individuals at work, notably:

-
The increasing influence of market-driven strategies and market dependency on job content and career development

-
The evolution of business functions as learning paths in an uncertain and moving business environment

-
The extension of the manpower reservoir, through both recruitment of migrant workers and outsourcing to foreign countries

I.3.3.2. Changes in workforce management

This section gathers hypotheses linked to patterns and trends in the management of the workforce, at the company level and inter-organisational level:

-
The increasing focus on employability, as an individualisation of career management and training needs

-
More generally, the individualisation of human resource management, and the balance between autonomy and control

-
Hypotheses concerning polarisation of knowledge and training (codified / tacit, formal / informal, standardised / customised, etc.)

-
Generational aspects: influence of past trajectories, areas of tensions or solidarity between age groups

I.3.3.3. Changes in labour markets and institutions

This section gathers hypotheses and trends linked to institutional factors:

-
Changes in access and organisation of training, and their influence on trajectories

-
Decrease in social protection, and decreasing role of regulating institutions and regulatory frameworks for career development

-
Development of a core / periphery model in both internal and external labour markets

3.4. Hypotheses related to societal changes in trajectories and identities

I.3.4.1. Changing values in the meaning of work

Trends in the meaning of work: social and individual values, materialist and post-materialist values, diversification of attitudes towards work, and their link with the variety of careers and trajectories. 

I.3.4.2. Changes in life courses and individual trajectories

Diversification of life courses (standardised and individualised life courses), and their link with the variety of careers and trajectories.

I.3.4.3. Changes in collective framework and collective involvement

Hypotheses related to the development of “weak collective environments” and the decrease of collective frameworks an collective involvement. Other hypotheses related to new forms of collective involvement (communities of practices, etc.) in some occupational groups.

I.3.4.4. Changing patterns of workers’ mobility

General trends (quantitative data) in stability and mobility (frequency of changes of employers, changes of work status, etc), link between mobility and trajectories, influence on the perception of security versus precariousness. 

3.5. Convergence and diversity among studied occupational groups

I.3.5.1. Convergent trends among occupational clusters

Introduction: reminder of the clustering of occupational groups in D11 and its motivations (comparative relevance). The main convergent trends are:

-
The trend in individualisation: individualisation of career development, human relationships at work, learning paths, etc.

-
The increasing fragmentation of individual trajectories

-
Short term design of trajectories: focus on the short term, difficulties in projecting oneself in the long term, explicative factors.

-
The development of core / periphery patterns in several occupational groups, although with a variety of patterns

-
Etc.

I.3.5.2. Divergent trends between and within the occupational clusters

The purpose of this section is to identify the key variables that can explain divergences or diversity between and among occupational groups:

-
The sensitiveness to restructuring: why this sensitiveness is differentiated, to what extent it is linked to various forms of restructuring

-
The sensitiveness to market pressure: how occupational groups deal with increasing market pressure, to what extent it is a threat to occupational identity or a factor of mobility

-
The relative power of knowledge in the various occupations: to what extent knowledge is linked to autonomy, and the various forms of autonomy

-
The relation to institutions: perception of institutions, expectations or disappointments, institutional aspects of restructuring for different occupations

-
Etc.

3.6. Policy issues and challenges

This concluding chapter has to summarise the various and eventually controversial roles of institutions and regulations in careers, trajectories, mobility, autonomy of individual workers, and to stress the collective dimensions to be addressed.

Sources

The purpose of this thematic report is to go beyond the synthesis of occupational case studies and to integrate inputs from the theoretical and empirical approach, more precisely:

-
In the theoretical approach (WP3): mainly the conceptual framework developed in chapter 8, and some others.

-
In occupational case studies (WP11): the individual aspects of career, skills development, identity at work.

-
In organisational case studies (WP10): organisational aspects of career management and progression, variety of work status, internal labour market, etc.

-
In the quantitative empirical results (WP9): survey data on workers’ mobility; on job satisfaction; on skills and under-/over-qualification.

Proposed breakdown of tasks between FTU and IRES

FTU
IRES

Chapter I


Chapter II: 2.1, 2.2
Chapter II: 2.3

Chapter III: 3.1, 3.23.4 to be shared according to sources
Chapter III: 3.33.4 to be shared according to sources

Chapter IV: 4.1
Chapter IV: 4.2

Chapter V: to be prepared by each team while working on his respective topicsTo be consolidated by FTU at the end

Annex: overview of main findings of the synthesis and comparative analysis of occupational case studies

Occupational monograph on dress designers

-
Identification of 5 career profiles: artistic profile; individual fulfilment profile; progressive career; entrepreneurial profile; fragmented career. Drivers and explicative factors: individual creativity; finding a way to build a career in a specific occupational environment; managing (or anticipating) the consequences of restructuring.

-
Occupational identity: work has a strong individual meaning in their life; continuous balance between the collective and individual dimensions of work. Main trends: increasing sensitiveness to cost-oriented constraints and feedback from consumer preferences; working more closely with other occupational groups (commercial and technical); increasing use of ICT, diversely perceived as related to occupational identity.

-
Very few institutional settings related to career development. No unionisation and no other forms of collective organisation at the occupational level.

Occupational monograph on ICT researchers

-
Homogenous background and career paths, although some signs of increasing insecurity (perceived at all ages / effective for junior researchers). Main changes in careers: increasing market orientation of the job content; new career paths in research management; speeding-up process in research and innovation.

-
Occupational identity: moving to a space between research and industry, not perceived as a threat, but leading to diversification and fragmentation of the profession.

-
Institutional regulations and settings are weakening, but not disappearing. They are perceived as necessary, but the engagement is low.

Occupational monograph on software professionals

-
Fine-tuning the dual model of organisational versus boundaryless careers, in five types of careers: hierarchical organisational career; technical organisational career; institutional organisational career; nomadic careers; nomadic transitions due to constrained mobility. Important role of both motivation for the job contend and wage differentials in career choices and mobility. Outsourcing, mergers and reorganisation influence career paths, but do not give a single direction to changes.

-
Occupational identity: strong identification to the job, but evolving skills mix and permanent learning; standardisation of methods but diversification of relationships. High importance of some social dimensions; human relationships at work, recognition by immediate managers, company spirit.

-
Few classical institutional settings, but emerging form of communities: communities of practices, professional networks and associations, etc.

Occupational monograph on manufacturing workers

-
Low educational background, fragmented career paths, low career expectations; career progression linked to work experience.

-
Differentiated institutional arrangements across Europe

-
Identity not linked to the content of the job, but to the belonging to a company and/or the belonging to a collective of workers. “Occupation” has the meaning of a collective of workers. However, increasing competition among workers.

-
Occupational identity affected by restructuring: new forms of commitment and solidarity, changing perception of unions role, lack of workers information and involvement.

Occupational monograph on logistics workers

-
Strong differentiation between clerical employees and logistic managers, as regards skills requirement, occupational background, relation to the content of work. Increasing employment insecurity for clerical employees; increasing time pressure for managers. High knowledge content for logistic managers 

-
Occupational identities: logistics is a new field for managers, a conversion path for clerical employees  (including former manufacturing workers converted to logistics).

-
Logistics is an increasingly “abstract” work.

Occupational monograph on front office employees

-
Very diversified background and four configurations of careers: organisational careers coupled with light restructuring (reorganisation) versus strong restructuring (privatisation); new entrants in restructured organisations; insecure careers in outsourced services.

-
Three kinds of occupational identities: former “corporations” of railwaymen, postmen, etc.; new skilled employees choosing to work in public services; peripheral employees, without attachment.

-
Customer orientation as a driving factor in the changes of occupational identity.

-
Differences between core and peripheral workforce illustrate the importance of institutional arrangements. 

Comparative analysis

-
Clustering occupational groups: creative and knowledge occupations / manufacturing occupations / service occupations.

-
Questioning the relevance of the concept of “occupational group”

-
Trends in occupational changes: cf. chapter VIII section 3 (pp. 178-183).

4. Changing patterns of segregation and power relations in the workplace: results from the WORKS project

Revised draft outline after discussions in Sofia 

1. Introduction  

This chapter will summarise the results of the literature review carried out in WP3, highlight policy debates around new EU policies and outline the research questions that will be addressed in the rest of the report, including:

· Research on value chains in manufacturing has concluded that as you progress down the chain the work is more likely to be poorly paid, precarious, repetitive and carried out by women and people from subordinated ethnic groups. Is this really the case? And can we see similar patterns in the value chain restructuring that is currently going on in service industries?

· The development of a ‘knowledge society’ is often seen as a way to open up new opportunities for women and to reduce gender segregation in the workplace. Is this really happening? And, if so, which groups are most affected, either positively or negatively?

· How does the development of a ‘knowledge society’ facilitate integration of ethnicity ( and age?). Is there supporting evidence in the WORKS case studies? If not, what does this absence indicate ( problems with policies, local/regional labour markets, difficult variable to get data on in fieldwork)?

· The globalization of labour takes two forms – the movement of jobs to people (‘offshoring’) and the movement of people to jobs (‘migration’). What evidence is there that either of these patterns is leading to a shift in the ethnic and gender composition of the workforce in Europe and what are the qualitative implications for equality?

· Ethnicity & age are clear EU policy priorities but what does absence of data in the WORKS case study mean in relation to integration policies on the global, national, regional and organisational level? 

· What are the emerging strategies of integration of ethnicity in relation to a global culture? 

2. Part 2 – Gender

4.1.  Introduction

This chapter will summarise the results of the literature review carried out in WP3, highlight policy debates around new EU policies, and outline the research questions that will be addressed in the rest of the report, including:

· Research on value chains in manufacturing has concluded that as you progress down the chain the work is more likely to be poorly paid, precarious, repetitive and carried out by women and people from subordinated ethnic groups. Is this really the case? And can we see similar patterns in the value chain restructuring that is currently going on in service industries?

· The development of a ‘knowledge society’ is often seen as a way to open up new opportunities for women and to reduce gender segregation in the workplace. Is this really happening? And, if so, which groups are most affected, either positively or negatively?

· The globalization of labour takes two forms – the movement of jobs to people (‘offshoring’) and the movement of people to jobs (‘migration’). What evidence is there that either of these patterns is leading to a shift in the ethnic and gender composition of the workforce in Europe and what are the qualitative implications for equality?

· Ethnicity & age are clear EU policy priorities but what does absence of data in the WORKS case study mean in relation to integration policies on the global, national, regional and organisational level? 

4.2.  An overview of the empirical evidence

This chapter will summarise the evidence from the quantitative pillar, in particular giving an overview of historical trends in the gender breakdown of the workforce in Europe , by country, and paying special attention to the sectors and occupational groups studied in the WORKS case studies. 

Based on the quantitative data (e.g. from the EWCS) analysed by the WORKS quantitative pillar, this part of the report will focus on the following key issues: 

-
work complexity & gender effects

-
work intensity & gender effects

-
mobility & gender effects

-
position of gender on the value chain

-
tension at work/ impact of emotional labour, e.g. call centre agents
4.3.  Results from the WORKS case studies

This chapter will be broken down into several subsections. 

· Restructuring and employment: are the relative numbers of women and women in the workforce (within the case study companies studied) changing as a result of restructuring and, if so in which sectors and occupations is this happening?

· Is gender segregation increasing or decreasing and if so how (Vertical? Horizontal?). Note: contractual & time based issues will be discussed in the report by IRES & ITAS> 

· What other variables are important in determining access to good working conditions in the case study organizations? (e.g. age, speaking foreign languages)

· How are workplace cultures changing and how does this impact on gender (and power) relations at the workplace?  

· Link between gender and other indicators (ethnicity, location of work, temporal –spatial demands of working)

· What are the national variations? What is the situation in NMS?

· Can we speak of gendered sectors, gendered workplaces, gendered labour processes?

· is the concept of ‘gender contract’ useful to explain national and other differences?

Part 3 Ethnicity

4.4. An overview of the empirical evidence

This chapter will summarise the evidence from the quantitative pillar, and other sources, attempting to describe trends in the  ethnicity breakdown of the workforce in Europe, by country, and paying special attention to the sectors and occupational groups studied in the WORKS case studies. Include some remarks on problems with absebce of data sources? 

6.5     Results from the WORKS case studies
This chapter will be broken down into several subsections. 

· Restructuring and employment: are the relative numbers of ethnic workers in the workforce (within the case study companies studied) changing as a result of restructuring and, if so in which sectors and occupations is this happening?

· Is ethnic segregation increasing or decreasing and if so how (Vertical? Horizontal? Contractual? Time based issues?). 

· What occupational roles and hierarchical positions do ethnic workers hold in the case study company by occupation and sector?

· Are their particular organistaional strategies making use of ethnic workers/migrant workers? E.g. high-skilled vs low skilled workers and their associated status, fixed, temporary?

· What other variables are important in determining access to good working conditions in the case study organizations? (e.g. age, speaking foreign languages)

· How are skills and qualifications profiles changing? Do ethnic workers see themselves as acquiring new learning opportunities that will enable them to compete more effectively? Or are they experiencing deskilling? How do they see themselves fitting into the organizations they are working for?

· How are workplace cultures changing and how does this impact on ethnicity at the workplace ( and age?)?  How do ethnic workers perceive their working conditions, relations and social dialogue at work?

· Link between ethnicity and other indicators ( gender, location of work, temporal –spatial demanda of working)

· Organisational culture and policies: how important/valued are diversity policies and what are the key changes following from restructuring? Have policy frameworks improved or worsened? What company practices are emerging to support integration?

· What are the national variations? e.g. does the ‘americanisation’ of corporate culture represent an advance for ethnic minorities in some countries even if it is does not in others? In other words, what is the relationship between global forces on the one hand and national traditions on the other? What is the situation in NMS?

· is there evidence of new patterns of ‘colonialism’ in the relationship between companies based in different MS and their subsidiaries/suppliers in other countries?

4. Conclusions and policy recommendations

4.5. Conclusions and policy recommendations
This final chapter will summarise the conclusions from the earlier sections and draw out the policy implications. The report will conclude with some policy recommendations but these will be kept rather short, to avoid too much overlap with the separate policy paper on equal opportunities. In this report we will focus mainly on policy recommendations relating to future research and to making gender and ethnicity aspects visible in research and policy relating to work restructuring.

5. Working time, gender and work-life balance – ITAS/ IRES

5.1. Introduction

a. The objective of the thematic report will be the interrelation of working time, gender and work-life balance and how it is influenced by restructuring processes. As described in the abstract the different research topics should be connected to coherent argumentation logic. Based on the outcome of the WORKS case studies as well as on academic literature recent trends will be summarised.  
b. In order to proceed, the outcome of the occupational case studies seems more relevant for the research foci of the thematic report. However, the organisational case studies and the quantitative results are used as additional information. Differences between business functions as well as occupational groups have to be taken into account. 
c. The gender dimension is explicitly addressed within the description of the results where it is analysed with regard to the flexibilisation of working-time and work-life balance.
5.2. Flexibility discourse as theoretical starting point 

d. Temporal flexibility as a central issue of restructuring (theoretical debate)

1. Changes in production pattern (i.e. lean production, just-in-time, time-to-market, shortened time horizon, orientation toward customer, short term orientation, etc.) are directly connected with growing demands for flexibility in different dimensions (internal/external, numerical/functional) on the organisational level. Besides of flexibility pattern in organisations, institutional settings are key in forming the types, implementation, and consequences of flexibility (see i.e. debate on flexicurity). 

2. Work organisation, however, was especially affected by temporal flexibility pattern (spread of heterogeneus, non-standard, and sometimes de-structured working time pattern). Changes in the temporal work organisation had important influences on the individual work organisation, which on the one hand allowed especially in high-skilled occupations an increase of individual control and autonomy in working time allocation. On the other hand, this temporal flexibility caused a growing interference of work and life, which can be caught by the concept of “blurring boundaries”. 
i. Flexibility of working time (empirical findings) 
The theoretical debate will be used as basis for the analysis of the empirical findings of the WORKS-project. The results of the quantitative analyses as well as the case studies will be used to show recent trends and developments in temporal flexibility in relation to differences by sector, business functions, and occupational groups (i.e. length of working hours, shifts, unusual/asocial working hours; overtime, part-time). 

ii. Gender related issues of temporal flexibility (empirical findings)

Temporal flexibility has different consequences for the sexes (i.e. part-time work). Therefore – based on the empirical findings of the WORKS-project – gender-related issues are analysed with a special focus on differences due to institutional settings. Furthermore the analysis takes into account the different working realities of different occupational groups (i.e. qualification levels). 
iii. Conclusions on temporal flexibility 

( Hypothesis: intensification of working time

e. Work-Life Balance as the subjective dimension of the flexibility of work

i. Definition and current debate on Work-Life Balance (WLB) (theoretical debate)

Due to the flexibility of working time (see 2.1) employees and workers are more and more forced to develop individual ways to combine work and life as strict boundaries diminish. The debate on WLB analyses these individual ways and strategies of combination. Although difficulties and strategies of this combination are relevant in all biographical phases, especially the reconcilability of work and family life is discussed. With regard to the reconciliation of work and family life the organisation of WLB gets a strong gender bias as women are still mainly responsible for family duties. 

ii. Institutional and organisational dimensions of the WLB (empirical findings)

On the basis of the empirical findings of the WORKS-project, organisational and institutional settings as well as specific policies for the work-life balance are analysed with regard to working realities of different occupational groups in different institutional frameworks. 

iii. Subjective dimension of the WLB (empirical findings)

This part will focus on the subjective perspective of the employees and workers. It will take into account the impact of the above mentioned organisational changes and point out the main problems for the work-life balance and will focus on differences between the work and life realities of women and men. Individual models to combine work and life, especially family life, are presented. Also here, the results will be reflected by differences due to different institutional context as well as occupational groups.
iv. Conclusion on WLB 

( Importance of the gender dimension 
5.3. Overall Conclusions
To be discussed by IRES and ITAS with regard to the outcome of the analysis.

6. Change processes and future perspectives – FFCT/UT/ITAS 

Introduction 

One of the most important dissemination outcomes of the project will be a series of scenarios, designed for use in workshops by policy stakeholders and researchers interested in the future of work in the knowledge-based society. These scenarios will be developed drawing on the comparative analysis of the empirical research of the WORKS project (quantitative and qualitative pillar), together with the work of the policy pillar.

In the “detailed implementation plan” is mentioned that the actual third phase of the research will develop a series of thematic reports. “These will be published as individual booklets and will form what will probably be the most visible and lasting legacy of the work of the project, bringing together the results of our literature reviews, the quantitative research, the organizational and occupational case studies and some of the work of the ‘Policy pillar’”.

In this sense, we took in consideration the draft proposals from W. Trommel and D. Bannink (from U. Twente), and the discussions at the Sofia plenary assembly of WORKS project, and propose a scenario structure that understands several steps for its construction:

a)
Definition of a set of dimensions;

b)
Establishment of a typology of policy contexts that influence the chosen dimensions;

c)
Typology of knowledge work contexts;

d)
“Feeding” the dimensions with information from the qualitative analysis, policy pillar studies as well from the theoretical pillar;

e)
Identification of the main components of the scenarios (which variables will be chosen to clarify the scenarios dynamics);

f)
Use of forecasting methods with quantitative elements to have dynamical relations of variables;

g)
Establishment of scenarios and tests to clarify policies, recommendations, etc.

Some methods

According to several authors, scenarios can be considered as tools for policy analysis and they describe possible set of future conditions. When the WORKS project is going to analyse the changes of work organisation and the quality of the working life, this kind of tool is decisive. In general, scenarios are being used to describe a future history - i.e., the evolution from present conditions (for example, labour market, technology, organizational models, economical structures, social behaviours, industrial relations) to one of several futures. 

This approach can lie out some causal chains of decisions and circumstances that lead from the present, emerging dependent variables. The display of the variable conditions can reveal the quantitative dimensions that will enrich the narrative of those “futures”. Defining a large number of alternative worlds is often neither necessary nor desirable. The final selection of “future worlds” should consider the sufficiency to present a range of opportunities and challenges. Nevertheless, it should be small enough in number to handle. Four to five scenario “worlds” seems ideal to capture that range. 

The key measures and variables need to be selected with care. Every scenario must include projections of the same measures in order to clarify the implications for decisions. 

In the UN Millenium research report is stated, “The goal of generating scenarios is to understand the mix of strategic decisions that are of maximum benefit in the face of various uncertainties and challenges posed by the external environment. Scenario building, in conjunction with a careful analysis of the driving forces, fosters systematic study of potential future possibilities—both good and bad. This forecasting approach enables decision makers and planners to grasp the long-term requirements for sustained advantage, growth, and avoidance of problems” (1999, p.3).

Peter Schwartz, a member of the Royal Dutch/Shell scenario team, describes several steps in the scenario development process in his work The Art of the Long View (Schwartz 1991, pp. 226-234). These steps include: 

a)
Identification of the focal issue or decision; 

b)
Identification of the key forces and trends in the environment; 

c)
Ranking the driving forces and trends by importance and uncertainty; 

d)
Selection the scenario logics; 

e)
Filling out the scenarios; 

f)
Assessing the implications; 

g)
and selection of the leading indicators and signposts for monitoring purposes.

Michel Godet, from the Laboratory for Investigation in Prospective Studies in Paris (Godet, 1993), begins the scenario development process by constructing of a base image of the present state of a system including a comprehensive, dynamic description of forces or vectors for change. A complete listing of the variables that should be taken into consideration is the next step of the scenario building process, as well as the listing of subdivisions of these variables (i.e., internal and external). Then, this step is followed by a search for the principal determinants of the system and their parameters, often using structural analysis. The scenario construction process involves, according to Godet approach, the examination of the current situation and identification of the mechanisms and the leading actors (influencers of the system through variables, as policy makers, institutions) that have controlled or altered the system in the past. This process integrates yet the explicitation of actors’ strategies. Construction of the database is followed by construction of the scenarios.

The UN Millennium study on 2002 State of the Future on science and technology research methodology began by asking “What are the most important questions to ask about science and technology, given our interest in emerging issues and forces that are likely to influence the future of science and technology programs and their management?” To this end a meeting was organized with Science Attachés that resulted in the choice of a set of initial list of questions. These were further discussed with the Millennium Project Planning Committee and rated by this study’s Steering Committee. Based on this feedback, round 1 was designed. Round 1 asked the panel to rate the questions in terms of both their global importance and the priority to their own country. In addition panellists were asked to suggest other questions and to judge some staff-generated answers/actions to address these questions in terms of importance, likelihood and confidence, and, most importantly, to add to the list. The final section asked the respondents about S&T priorities in their countries.

Another method was developed by the German foresight process called “Futur” is run on behalf of the German Federal Ministry of Education and Research (BMBF). This was considered as a means of priority setting for future innovation-oriented research policies. The “Futur” programme is oriented towards the identification and inclusion of societal needs in future research agendas. This foresight process is based on surveys or workshop panels and is an iterative one that be changed if experiences make this necessary (reflexivity). Being conceived as a participatory process, the participants were selected by the co-nomination method. They stem from a broad variety of professional backgrounds.

The sketching “pictures of the future” and “leading visions” (Leitvisionen) is a guide to innovation-oriented research policy decisions of the German Ministry (major decision-maker in the process). Thus, a link to implementation is included.

Within this method, the workshop participants were asked to write in a mind map what they thought society might look like in the year 2020. The second step was about they think their own field might develop written down in a kind of brainstorming (not methodologically strict) session. This part of the process was called trend collection. After the workshops, trend clusters were identified. After the definition of 12 most-wanted topics, focus groups were later formed and had the task of re-focussing their topic according to pragmatic criteria, identification of perspectives, driving factors and frame conditions of their area. Based on that, consistent scenarios had to be built and highlighted as “pictures of the future”. In fact, scenarios are helpful for the development and visualisation of lead visions.

From these methods one can have a further idea on the necessary steps for scenario building:

·
Definition of the scenario space. A scenario study begins by defining the domain of interest. This can include visions and scenario topics and themes. These emerge from the identification of trends obtained by the theoretical framework.

·
Within each scenario, certain key measures must be described. These measures include forces such as economic growth, political and legislative organizational environment, technology infrastructures, or labour market dynamics, among others.

·
A list of events will also appear in each scenario. Of course, the probabilities of the events are different in each scenario, and for example, it can make certain policies (technological, educational, employment, etc.) more or less likely to work.

·
Although some authors prescribe the need for probability analysis and quantitative forecasting for each measure, it can be considered sufficient the contrast of implications of the alternative futures.

Scenarios structure

The scenarios will be based on different welfare state models or organisational systems (policy pillar information) and will develop visions of the different ways that work organisation might evolve into different models of a knowledge-based society. These scenarios will be described in a concise, readable format, based on trends and alternative possibilities related with each one. The strengths and weaknesses of such scenarios will be evidenced with empirical basis.

The scenarios will be presented in draft form at the conference, and then, after revision, published on the WORKS website as a lasting legacy.

Based on this information it is possible to construct the number and type of tasks involved and the expected results.

Step 1:

1.1)
Development of a set of dimensions with the key variables and indicators that allow us to find the information to be developed in step 3.

CHARACTERISATION (dimensions):

Business policy A

Regulation A1

Social dialogue A2

Labour Market A3

Branch Policy Context A4

Organisational and employment structures – B

Work organisation at company level B1

Flexibility B2

Internal Labour Market B3

Bargain B4

Benefit system B5

Company knowledge requirements B6

Work patterns and terms of employment – C

Work content C1

Business function, Occupation profile C2

ICT C3

Skill policies C4

Quality of life – D

Work-Life balance – including gender and occupational issues D1 

Career trajectories D2

Training D3

Quality of work D4

Policy of working life – E

Cultural values E1

Norms and regulations E2

Globalisation factors E3

National policy context E4

1.2)
Drafting a typology of policy contexts

       1.2.1) Policy contexts do seem relevant, because there appear to be indications (WP8) for national differences in nature and quality of work

       1.2.2) Analysis of case study and qualitative analytical reports, comparison of countries

        1.2.3) Find relevant characteristics (WP3: Policy pillar), like relevant venue: state, market, network (sectoral, corporatist).

We can distinguish three types of social policies:

a)
Fordism/industrialism

·
Keynesian demand management

·
Regulation of labour relations

·
Exit compensation

·
Employability stimulating policies

b)
Flexibility

·
Deregulation and/or decentralization of labour relations

·
Retrenchment of social provisions

·
Active Labour Market Policies

·
"Flexicurity": flexibilisation of life-time employment and compensatory arrangements

·
Trans-national Labour Market Policies (regime-specific TLM-elements)

-
Social security arrangements

-
Facilitation of flexible exit and entrance

c)
Knowledge

·
Knowledge management

Policy type: general education policies; Life-Long learning; regulation of labour relation with respect to continuous training and development; Active Labour Market Policies: educational requirements made upon individuals, not necessarily in the context of a labour relation.

·
Trans-national Labour Market-policies

-
Social security arrangements

-
Learning arrangements

-
Care arrangements and work-life balance

1.3)
Drafting a typology of knowledge work contexts

      1.3.1) Type of work does seem relevant, because there appear to be indications (WP8) for sector differences in nature and quality of work

      1.3.2) Analysis of case study and qualitative analytical reports, comparison of sectors/business functions

      1.3.3) Find relevant characteristics (WP3: Theoretical pillar)

                      - Technical knowledge requirements

                      - Social knowledge requirements

                      - Cultural Knowledge requirements

Step 2:

2.1) Find the information about the dimensions in the theoretical analyses and complement it with data from the quantitative and qualitative pillars,   

Examples:

From the theoretical analyses we can observe:

Business interests and strategy A:

Regulation A1

-
States continue to play a role in determining a number of specific features of market;

-
Tendency in most countries to ease employment protection legislation;

Quality of life D

Work–life balance D1: 

-
Blurring the boundaries between work and private life, due to the growing flexibility and the erosion of traditional standards of work;

-
More people strive for a ‘parallelisation’ of activities, seeking good opportunities to reconcile employment with other activities;

Comparing with the results from the case studies:

Business interests and strategy A:

Regulation A1

        -      “A Problem enforced by Texitom manager is the fact that Portuguese policies protect workers against dismiss but those policies do not pay attention the position of the company that is forced to fire workers due the needs of the market. The manager stressed that such policies should adjust to the reality of companies that have to adapt to the realities of the fast changing market.” (Texitom – Portugal);

Quality of life D

Work –life balance D1: 

       -    “The workers mentioned that at certain points balancing private life and work is very difficult” (WW-DK Textiles – Portugal);

2.2) Identification of the main components, the variables more important to understand the changes, observing and defining the relations between them and clarify the trends;

After collect the information from the theoretical elements and the confrontation with the case studies and quantitative data, we will observe which indicators have major importance (with major number of references) and what is the relation between the different indicators, how they cross and influence each other. This will be discussed between the teams (IET, UTwente and ITAS) in a way to identify all this aspects. 

We can ask all the research partners to send information on bibliography and research techniques on foresight analysis related to work changes and re-structuring (IET will propose an organised information that).

Besides this process must be identified the quantitative elements that can enable the organisation of dynamic relations of key-variables to establish and clarify trends.

Step 3:

3.1) After defining the dimensions and with the key variables and indicators taken from the several pillars empirical work, this 3rd step will allow us to respond to the following:

1.
The drivers of change: where does change come from?

i.
New knowledge (in a broad sense; from technology to new methods of organising);

ii.
Business interests and strategy

iii.
Social preferences (at the level of workers and/or unions)

iv.
Public policies

3.2) Quantitative characteristics that enables dimensioning the possible trends and forecast situations:

Relevant characteristics: 

-
Work organization: job creation and destruction, up skilling, technological change, organizational change (these are skill-biased), management change

-
Flexibility: flexible working time arrangement (four WTA-patterns: North, West, South, Central), overtime, part-time, unusual hours, retirement, life course

-
Skills, training and ILM (Internal Labour Markets)

-
Quality of work: balance and career trajectories

Can we define major trends of these drivers? Are some sub-dimensions (from A1 to E3) especially influent? Why? 

Which strengths and weaknesses can be issued from such trends? (This should be understood either at the sector level, or region, country or macro-region)

Which sub-dimensions are jointly aggregated to influence each other (is D3 determining C1 in order B1 is revealing new work organisational experiences in a sector or country? Or is the variable/dimension A1 influencing E2 and B2, in such a way that E1 is in a clear changing process?). Can we retrieve some statistical information on that?

One can use specific quantitative elements to give dimensions to the trends (X variable can induce an increase of unemployment. But how far? 1% annual growth? During a 5 years period? Or a decade? “Foreign Direct Investment” is a determinant variable to explain policy changes? Will it grow 2%? 7%? Or will decrease in the next 5 years?). Taking a medium-range statistical series how can vary these dimensions?

Step4:

4.1) Development of a set of possible scenarios of the different ways work organisation might evolve into different models of a knowledge-based society:

-
Period 1 (short term) – until 2010,

-
Period 2 (mid term) – 2011-20,

-
Period 3 (long term) – after 2021, and

-
“Never”

Scenario a - Optimistic

Scenario b – “Business-as-usual”

Scenario c – Pessimistic

Scenario n - ?

The three (or four, or n) scenarios allow us to have a several different versions of the future at the same time. We can think about the future as full of possibilities, but if we have a large number of scenarios we cannot work with them or even make them useful, because the amount of information will be impossible to work out.

Each scenario describes a different way in which the uncertain aspects of the future could play out. We have the two opposites (optimistic vs. pessimistic) that allow us to see how the variables could evolve (the desirable and the possible), and the ‘business-as usual’ that show us the probable evolution if everything stay the same. These scenarios will use the possible quantitative dimensions already tested in the previous step. Such relation of variables can give a meaning to each scenario and make it clear.

Such “clarity” is a support for the set of recommendations and policy alternatives related to each scenario.
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7. Changes in work in transitional economies - the case of the New Member States – ISB/IS 

See seperate draft report for pogress in work.

7.1. Introduction

In this section of the Thematic Report on New Member States (NMS), the Hungarian – Bulgarian team wish to locate the economies of the NMS within the GVC.

Before illustrating the impact of the GVC in the NMS, we intend to call the attention to the – often neglected – fact that the NMS countries do not represent a “homogenous country cluster” (e.g. “Eastern block countries”). They are in different cycle in their transformation process. In this relation it is worth to make distinctions between “first” and “second generation” of economic reform countries: countries that are in the “first” and “second” transformational crisis. Some countries in the NMS are following the development pattern of “anglo-saxon” capitalism, others representing the “Mediterranean county group” characteristics, etc. 

In measuring the macro-economic and social effects of the Global Value Chain (GVC), we intend to use the following proxy-indicators:

1) Economic indicators:

· inflow and stocks of Foreign Direct Investments (FDI), (2005/1995)

· export of products and services (2000/1995, 2005/2000), 

· share of high-tech in export (2004/1995)

· share of the firms’s R&D expenditure in the GDP (2004/1995)

· -share of tax on wages compared to wage costs (2005)

· outsourcing of ICT and related services in the EU

2) Social indicators:

· employment activity rate/level of unemployment

· wage differentiation between Multinational Corporations (MNCs) vs. nationally owned firms

· product/service innovation rates of MNCs vs. nationally owned firms

· organisational innovations of foreign owned firms vs. nationally owned firms

7.2. Restructuring the global value chain (GVC). Theoretical and methodological foundations.

Key concepts used in the data (both quantitative and qualitative) analysis:

Short presentation of theoretical framework will be applied during the the analyis of both quantitetive and qualitetive research results of the WORKS project. 

· Patterns and dynamics of coordination and contol in GVC: „core” vs. „peripheric” activites

· Transformation vs transition process in economic and social restructuring the NMS: drivers and consequences, various development patterns, role of insitutional environment

· Organisational restructuring and employment change: technical and organisational innovations, organisational learning, skills and labour supply

Methodological foundations

Short presentations of the types of international comparative approaches and indicating why and how to combine the quantitative research results (i.e. analysis of the organisational and individual surveys covering NMS countries) with the qualitative ones (i.e. organisational and occupation case studies.)

7.3. Changes in work organisations

· Internal and external “push” factors of the organisational changes

· Individual and collective learning process related to the organisational changes

· Interplay of organisational changes and product/service innovations

· Nature of facilitators and barriers: moving and “freezing” within GVC

7.4. Flexibility and its multi-dimensional character

· Contractual flexibility

· Working time flexibility

· Organisational flexibility

7.5. Skills and internal labour markets: shifting importance of skill use the location in the GVC

· Individual vs. Collective and Formal vs. Tacit nature of knowledge. 

· Formal education based skill formation and use

· Practice related – or situational – knowledge creation 

· Relations between location in the GVC and the move or lack of move in the scale of the “low” and “high-skill” equilibrium. 

7.6. Career trajectories and work – life balance (quality of working life)

· Complementarities and shifting importance of “hierarchical/organisational” and „occupational” careers and its relations to the growing importance of the project based organisations (PBF) 

· Combination of and shift between the organisational and occupational identities. 

· Work-life balance: a universalistic concept or it is applicable only in the case of the “core” workforce?

7.7. Conclusions and future research perspective

Besides summarizing the main lessons from the WORKS project and other related sources on the GVC, we intend to indicate the inconsistency, partiality of the availability of data for the comparison of EU-15 and NMS countries. Beside this methodological shortcoming, it would be necessary to list those key concepts and variables which are missing in the mainstream research agenda of the comparative projects.

Health, safety and the quality of working life – IRES/SINTEF 

Outline:

1)
Introduction (2-3 p) (IRES based on model fra Ursula Huws)

·
The purpose of the report

·
Relations with Works

·
Involved institutions and researchers

2)
Theories and definitions (5 p) SINTEF (except bullit 2)

·
Restructuring and the present knowledge from literature about consequences for quality of work and psychosococial work environment

·
defining the concept (six dimensions model of psychosocial work environment, conse-quences in the form of both problems and posibilities) and structuring our find-ings/discussions in relation to those(?) (NRCWE)

·
We look consequences for all the working people (both workers and managers)

·
The change proces as a dimension in quality of work (change management, worker influ-ence and representation)

·
excluding physical, chemical and accident risks (why: the focus is on organizational changes and linked the the material matters and not to generalize across sectors

·
Methods and material (our data material, the way we have done the analysis, generalisation across firms, sectors, countries) 

3)
Trends (5 p) (IRES)

·
Trends in working environment especially psychosocial factors based on the European Foundation (sector and region). Use results from quantitative pillar. 

4)
The general organizational changes caused by restructuring based on findings from the case studies (Hans has made a tentative list) (10 p) (IRES first draft, SINTEF second draft, NRCWE third)

·
drivers for change (not only cost reductions)

·
centralization of power and decentralization of responsibility

·
monitoring and control

·
standardization 

·
hyperbureaucracy

·
automation

·
flexibility

·
teamwork 

·
relate the above to literature

5)
The consequences for the psychosocial work environment (20 p) (general editor IRES, sector part as indicated below)

·
A few pages about each sector based on the six dimension form, the change process, a short intro to each sector

-
ICT R&D (SINTEF)

-
IT Production (SINTEF)

-
IT Services of General interest (SINTEF)

-
Services of general interest and customer service (SINTEF)

-
IT public administration (NRCWE)

-
Public administration customer service (NRCWE)

-
Clothing industry (R&D, Production, Logistics) IRES

-
Food industry (Production, Logistics) IRES

6)
General consequences across sectors (10 p) (SINTEF first draft, NRCWE second, IRES final)

·
general trends in the six dimensions

-
demands

-
influence (control)

-
social support

-
rewards and recognition

-
predictability

-
meaning

·
change as a general condition (problems and possibilities), influence of workers, representa-tion

·
individualization of workers (self management)

·
status of workers (high level knowledge workers, skilled, unskilled, temporary)

·
difficult for legislation and authorities to control health and safety in a value chain which becomes longer and longer and the actual employer/management has less influence on how the concrete work is carried out

7)
Conclusion and recommendations (5 p) (NRCWE first draft, SINTEF second, IRES final)

·
quality of change management (inspiration from Norwegian legislation)

·
worker influence on change (unification of health committees and works councils)

·
how does welfare state respond to restructuring (child care, elderly care, infrastructure, edu-cational system)

·
implications for EU legislation

Workplan

1)
Write a sector paper summarizing the results of the analysis. The paper should include the text for chapter 5. In addition there should be info on major changes in the sector which can be used for chapter 4, and suggestions for cross sectional issues for chapter 6, (3-5 pages each

·
the organizational case studies are point of departure, information from corresponding occu-pational case studies is included as relevant

2)
Division of organisational case studies:

·
ICT R&D (SINTEF)

·
IT Production (SINTEF)

·
IT Services of General interest (SINTEF)

·
Services of general interest and customer service (SINTEF)

·
IT public administration (NRCWE)

·
Public administration customer service (NRCWE)

·
Clothing industry (R&D, Production, Logistics) IRES

·
Food industry (Production, Logistics) IRES

·
No. of case studies: IRES: 19, SINTEF: 15, NRCWE: 9 (in addition corresponding occupa-tial case studies)

3)
Deadlines

·
sector paper for chapter 5 (8 february)

·
chapter 2 (15 February)

·
chapter 3 (15 February)

·
chapter 4 (22 February)

·
chapter 5 (edited version 29 February)

·
chapter 6 (29 February, second 7 March) (first version mail to Per and Pam)

·
chapter 7 (29 February, second 7 March) (first version mail to Per and Pam)

·
final version (14 March)

The model for psychosocial work environment

Six key dimensions (Kristensen 1999) of the psychosocial work environment:

1.
Demands in work

2.
Influence over work (control)

3.
Social support

4.
Recognitions and reward

5.
Predictability

6.
Meaning

Results from sector case studies summarized in a display as below:


Sector


New problems
New possibilities

Demands in work



Influence over work (control)



Social support



Recognitions and reward



Predictability



Meaning
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8. Employers’ use of technology and the impact on organisational structure – CEE/ ISB 

For the last two decades, the economic landscape has been transformed by major reorganisations and by the spread of Information and Communication Technologies (ICTs). This spread of ICTs is often viewed as a major phenomenon due to the massive and transversal way in which ICT have been adopted by business firms as well as public organisations, even if the rhythm was very different across European countries and sectors. Organisational structures have also been deeply on the move as is witnessed by the adoption of new management practices, by changes in organisation charts and by changes in work and skill requirements. 

How do these changes in the domains of technology and work organisation fit together? We try to answer this question, by studying three underlying questions: 1) what is the impact of ICTs on value chain restructuring; 2) How do technological changes relate to work organisation? 3) How do technological changes relate to skills? This report investigates these questions in Europe, by synthesising the results obtained in the WORKS project. Organisational case studies, complemented by occupational case studies will qualitatively answer these questions while results from the quantitative and theoretical pillars will frame the observed trends.

In the introduction, we propose to map the diffusion of technologies across Europe, and in particular, the diffusion of ICTs against other types of technologies using harmonised European data. We will observe that all European countries are not at the same stage of diffusion of technologies. Which technologies are widely diffused, which ones are not and where are they located? Characterising technologies in case studies, according to sectors, functions and countries is going to be another important first step in our analysis. The mapping from case studies will be compared to quantitative results.

1-
What is the impact of ICTs on value chain restructuring

The first section of the thematic report will analyse the impact of the diffusion of ICTs on the restructuring of value chain in Europe. ICTs are widespread across Europe, but their degree of use is uneven across countries. More precisely, there is a clear opposition between the North West of Europe and the south East. ICT intensity is higher in the former area than in the latter.

ICTs are also heterogeneous. They have changed purpose in time and at one point in time, they may interact more or less deeply with work organisation. For example, Internet does not shape organisation, while Enterprise Resource Planning, are integrative technologies that carry a specific organisational deign. Depending on its stage of diffusion, implementation of ICTs has probably decreased first the cost of information (beginning of the 90’s) and then the cost of communication. By affecting in different ways over locations and time coordination costs within firm and between firms, ICTs open new opportunities for structuring the activity and thus enable value chain restructuring. As a consequence, the hierarchical and functional organisation of firms could have been affected in differing ways across workplaces. In fact, the idea that an employer could decide over the geographic location of segments of its production process through a cost based analysis implies that he operates on a specific and advanced computerised information system.

We will try to classify employers’ use of ICT in case studies where value chain restructuring it at stake. In all cases, ICTs are used to coordinate distributed work across organisations through transfers of information. Three configurations can be distinguished according to the accompanying pattern of change in decision making: decentralisation, centralisation or coordination. When decentralisation occurs, ICTs are used to shift decision making from a smaller number of units to a larger number of units. Centralisation implies concentrating decisions in one local unit and coordination describes situations where there is no clear pattern of change in decision making. In all cases, ICT driven standardisation is an important issue. We are going to describe precisely how it takes place: what is standardised, who is creating the standards, who is receiving the standards? Lastly, hybrid forms are also observed where decision making changes in one area only of the network of organisations in the value chain.

2-
How do technological changes relate to work organisation? 

Several theoretical models about recent technological changes in the economic and sociological literature underline its relation with trends towards multitasking, autonomy increased interdependencies between workers or development of horizontal communication. Several empirical papers based on quantitative data collected during the nineties showed that employees using new technologies become more versatile and/or multi-skilled, that they are more dependent on colleagues in their work and that their work turns out to be more intense.

In the economics literature, the relation between technology and organisation is generally assessed at the firm level, since the firm is supposed to coordinate, in the context of its general strategy, choices in technology and organisational practices. However, this may not be always the case as some organisations are constrained in their choices by their suppliers, clients or by regulations. 

In the second section of the thematic report we are going to assess technological change at the job level in relations to changes in work organisation. To do so, we will rely on the quantitative results based on the EWCS and on a review of organisational case studies. We are also going to try and identify the scope of decision of management as far as technology and organisation are concerned, the existence or not of employee participation and its outcomes.

First results from the case study analysis show great differences between sectors and functions in terms of the nature of echnologies that are adopted and of their relations with work organisation.

3-
 How do technological changes relate to skills?

According to the theoretical and empirical papers on skilled biased technical change and productive complementarities, the decline in price of electronic components and ICTs has generated a coordination in technological and organisational choices, which in turn requires a more skilled workforce. The underlying ideas are that either new technologies increase employees’ productivity as soon as they use it, or they receive higher wages, because they hold skills or attitudes, not statistically measurable, but known by their employers, that render them more capable of using them efficiently. Many papers showed the existence of such biases in favour of skilled workers in 90’s. More recent work, based on the analysis of trends in the wage distribution show a trend towards polarisation. In many countries, more jobs are created at both ends of the wage scale than in intermediate jobs position. 

In a third section of the thematic report, we will tackle the question of skilled biased technological / organisational change or polarisation by analysing what is happening now in Europe with new generations of technologies? Are these technologies still skills demanding and what skills are required? In this perspective, quantitative results will provide the evolution of the skill structure within European countries over recent years as background information and we will search organisational and occupational case studies to identify more precisely how technology and skills development are interrelated. Throughout our assessment, we will try to identify whether it is the employer or the employee who covers the cost of training related to the technology based re-skilling process. As a matter of fact, this is a very important policy issue connected with our thematic report.

4-
Synthesis

A last section in our report will try and provide a synthetic view linking the three processes that have been assessed through our first three sections. Do we observe specific configurations where ICT enabled value chain restructuring implies specific technology adoption and changes in work practices that translates into specific skill needs?

For example, in more than one case in the service sector, the adoption of new ICT systems favours centralisation and standardisation of part of the process of value creation. The standardised segment of the process is then outsourced to a company hiring low skills and low wage workers when, along the rest of the value chain, centralisation leads to work enrichment and to an upskilling of the workforce. In total, we observe in this configuration a polarisation of skills. We will try to identify within each configuration the scope of choice for the management and for employees in terms of adoption of technology and work practices and in terms of training practices.
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