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Foreword

Encouraging Lifelong Learning for an Inclusive and Vibrant Europe

2 KFEGQa 3J2yS FoNRB AY 9dzNRPLISQa fAFSt2y3a fSENYyAy3I Y
LINAR2NAGE aAyOS mMddpoZ FyR (KS 9 dzNP LIS-br¢inatjoyah® y Q& Y S
measurement in lifelong learning are wotlghding, one irevery five Europeans under 25 is now

unemployed. Many are not in employment, education or training. According to the High Level Group

on Literacy, one in five 3gear olds lack the literacy skills required to function successfully in a

modern society; 73 itlion EU adults have low levels of education and literacy; while achieving the

current EU benchmark of functional literacy for 85% of/&&rolds would increase lifetime GIZP

lifetime earnings; 0 €  tilliom.

/ £ SIENI & 9dzNBLISQa fhilkgrOénsule 2ngt bour citivehshdrtiSulady our yalnger
citizensg have the education and training they need for their own economic prosperity and social
welfare. They are also failing European society as a whole. Social exclusion, disaffectienlang
term Wcarringkffects of unemployment are clear dangers to economic competitiveness, to social
cohesion, and to the European project as a whole.

This is the starting point for ENLIVERncouraging Lifelong Learning for an Inclusive and Mibran
Europec a threeyear research project (2036 n mp0 Fdzy RSR 6& GKS 9dz2NR LS|y
programme. The ENLIVEN research explores these challenges in several ways.

First, we are exploring and modelling how policy interventions in adult educatioketsecan

become more effective. We bring together staiéthe-art methodologies and theorisations (e.g.
CaseBased Reasoning methodology in artificial intelligence, bounded agency in adult learning) to
develop and evaluate an innovative Intelligent DiegisSupport System (IDSS) to provide a new and
more scientific underpinning for policy debate and decigioaking about adult learning, especially

for young adults. For this, we are drawing on findings from research conducted by European and
internationalagencies and research projects, as well as findings from ENLIVEN research itself. The
IDSS is intended to enable pohmyakers at EU, national and organizational levels to enhance the
provision and takeup of learning opportunities for adults, leading tor@re productive and

innovative workforce, and reduced social exclusion. The IDSS work organised in two work packages
(WPs 89).

Second, we are investigating programmes, governance and policies in EU adult learfongiriyat

the multi-dimensional natte of social exclusion and disadvantage, and the role of public and private
markets in reversing or reproducingg inequalities across Europe, we aim to provide a more holistic
understanding of policiegheir rationales, operationalization, and role infencing growth and
inclusion. Beginning with the main European policies and funding schemes for adult learning aimed
at tackling disadvantage, inequality and social exclusion, walandifying the different ways in

which social inequality is expressegnstructed as a policy goal, and legitimized by discourses at the
European leveland nationally Combining policy diffusion studies with studies of multilevel
governance that map the relations between various adult learning stakeholders and decisiorsmake
their conceptualizations of the purpose of adult learning and their priorities, we are identifying the
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main barriers and enablers for access and participation in adult learning in Europe at the programme
and subnational levels. This work is organisethiee work packages (WRSL

Third, we are examininglystem characteristi€¥ explain country/regiodevel variation in lifelong
learning participation rateg particularly among disadvantaged andrak groups, and young

people. Thetharket<Ior adult education are complex, with fuzzy boundaries, and the reasons why
adults learn vary. Drawing on Labour Force Survey, Adult Education Surv@i,&ldnd European
Social Survey datasets, we use multilevel regression analysis and construct apaeeldo address
guestions such as which system characteristics explain country and Hegirvariations in
participation rates (overall, and among disadvantaged groups and youth at risk of exclusion), and
how government policy can be most effective inmating participation. This research is organised
in Work Package 4.

Underlying the ENLIVEN research is the need for a reconstruction of adult educational policy
formation in Europe. Currently there are two particular problems. On the one hand, the ptincipa
beneficiaries of adult education (across Europe as elsewhere) are the relatively more privileged:
those who have received better initial education, those in employment, and (among the employed)
those in betterpaid, more secure and more higkdkilled jds. The adults who are (arguably) most in
need of education and training, such as young, unemployedslaled, disabled and vulnerable
workers, receive less of it. On the other hand, in contrast to the education of children, adult
educationisbyandMBS FAYlI yOSR 0& AYRADGARdAzZ f adGdzRSyida owf
employers. Though this is partly the outcome of public pajicyparticular the desire to reduce

public spending (or restrict its growth), and to utilise the efficienciesrigtan marketbased

allocation systems it limits the policy tools available to governments and state agencies. A central
feature of public policy is therefore to influence the behaviour of citizens and enterprises,
encouraging them to invest in lifelotgarning for themselves and their workers.

CAylLttées 6S INB SEIYAYAYy3a GKS 2LISNIGA2Y FYR STTFS
The availability and quality of work for young adults differs by institutional setting across EU member
states.We are undertaking institutiondével case studies on attempts to craft or to change the
AYaGAGdziaA2ya gKAOK JI2GSNYy @&2dzy3a | RdzZ 6aQ SIFENIe& OfF
innovation activities, comparing countries with similar or divergiragitutional frameworks. This is

the focus of three work packages (WRg)5
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Executive summary

LYGNRRdzOGAZ2Y

Deliverable 5.1 reports the outcomes\Workpackage 5 of the ENLIVEN projddtis hastudied the
impact of work organisation and human resource management on organisational learning and
learning opportunities for early career worketsfocusesn particularon three economic sectors
and nine countriesand isbased orl7 indepth organisational case studies.

The ultimate goal of the case study desigasto conceptualiseél KS Ay GSNLJX & 2F W2NHI
individual agency in promoting or inhibitimgy-to-day informal workplace learnirgnongyoung
workers typicallywithin their first ten yeas of professional experience.

Work inWP5 focugd on studyingthe organisational choices at hand when shaping workplaces and

creating career pathwaysVesubsumedtheseunderthe newly02 A Yy SR 02y OSLJi 2 F W2 NE
I 3 S yHow fardn environment supports learniggvhat we call learning conduciveness

represents a key dimension of job quality, and plays a key role in the European Social Model and
relatedpolicy processes. 8 RSUGSNXYAYAYy 3 (GKS ydzyoSNandByf WI22RQ |
allowing or denying access to particular workplaces, organisagilays key role in creatingnd

maintainingsocial stratification. Whether or not a young person hesess to a learning rickiorking
environmentshould beunderstood as a key dimension of social inequadityilarly, lack of access to

learning conducive workhould be seen as key dimension of vulnerability.

Work inWP6, which is related anthased orthe same methodological approach, fieldwork and
empirical findings, focussed @arly career worke@ndividual agency, studying in depth the
potentially different individual responses of up to four employeesadghorganisational case under
observation.

In order toreflectthe varyingrequirements ofdifferent types of work, forms of work organisation

and levels oEmployeesqualificatiors and skillsye investigated (alarge organisation the retail

sector pased inDenmark, Belgium and Estoni@)) mediumsized organisations in the metal sector

(in the Basque Regioof Spain andn Bulgaria)and (c) smallto-mediumsizedorganisatiors in the

adult education sectorif EnglandUkb = ! dzZAGNRAF X LOGlFte& FyR {f20F1AF0®
institutional environments wasaken into account when comparing casesoss theclusters of

countries.

The empirical approach foresaw two rounds of interviews with four members of management and
four early career workers with roughly six mosttetween the first and second interviesw

Moreover, small action research projestere discussed anpglannedwith the companies; where

the projects were fully implemented and observed by the research tehay, provided an additional
source of information on organisational learning. Across the 17 organisations, a total of
221interviews withmanagers and early career workevere conducted

Theoretical and concepal framework

Since the early 1990s, the waikce has been rediscovered as a vital sitadhfit learning. Accounts

of poor and rich dayo-day learning in the workplace can certainly be traced back to features of the
workplaceandin particular, to features of job design. Whether a job desigmaadb or narrow,

whether it is based on a vocational or professional qualification, whether it includes responsibility for
non-routine activities¢ all ofthesematters make a difference

Organisations create the features of the workplaedoing spthed I LJLJt @ G KSANJ W2 NAHI y |
I 3 S yaddtiiishas been one focus of the ENLIVEN research. However, the individsiahlso

4
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make good use of the learning potential in place. Therefore, ENLIVE#lasdindividual agency
in workplace learning anditslf  OS Ay | @&2dzy3 | RCahcéplally,we BESeNT f f f A T
tried to traceq theoretically and empiricallgthe A y 4 SN1J &8 2F W2NHI yAal GA2Yy |

Whether firms provide mainly learniagch or learningpoor jobs maybe animportant determinant
of their longterm economicsuccess. However, dlearlyforms an important and often neglected
source of individual vulnerability and social inequality.

Access to &ood jolwith rich opportunities for learning opportunities cditstesa key variable for
social inequality and social disadvantage or vulneralgitibgh discussed in the framework provided
in the ENLIVEN reports D1.1. and DH2\ing a jolwhichoffers few learning opportunities
constitutes a particular source ofdividual vulnerability. The longer an individual lddearning
poor or learningdeprived job, the stronger the repercussion fbe individual skill base will be.
Individuals holding jobs offering poor opportunities for workplace learning falllgleahind their
counterparts in learning rich environments and are at risk of sufferifugther decline of their skill
baseqWdza S A (, asahdbafiy deEinally,@s informal learning opportunities and the
invitation to take part in jokrelated further education usually go together, poor options for
workplace learningre typically associated withelow-average chances to access training. Taking
into account thatpoorly-educated and lowskilled adultsas well as adults suffering from
discrimnation due to theirethnicorigin or genderare much more likely to end up in learning
deprived jobsit is clear that¥ 6 I R wighpaple@rning opportunitiesn important elementn the
dzy RSNI @Ay 3 WwWOdzydzZ  GADBS a20ALf RA&FRGIYyGraASQod

The sefarrarelydzd SR G SNY W2 NHI y dtédndi NR Iy ¥ X apaditip ¥v&y toNB T S NJ
make choicesvhich may cumulatively generatonsiderable differences between organisatiens

even when theyffer similar products and services, are of similar sizévaork under rather similar
environmental conditionsF-romthe perspectiveof organisatiomal agency, the key questiormse why
organisations act different)yand how these differences can be traced back to theoastf their

members ando the developmets withinthe organisations over time.

¢t KS O2 ydBEIWIYy AARF ( Aidtlyerefore isedS gh&apOslyto individual agencyto give

emphasis to the choicanade bya particular organisatianThis takes useyondexplanations based

onNI A2y L+t 0SKIF@A2dz2N® Wh NBI Yy lo&ddiéss theg dorfsideraBllsS y O& Q A &
leeway for forging quite different compromises between the members of an organisatiohacross

lines of managerial and on nananagerial personnel. Neverthelesvhat an organisation can do, is
alsoboundedc enabled and inhibited 6 & 'y 2 NBF YA al hich yeQridershgd @k N2 Yy Y Sy
an organisational field in the senased inorganisational institutionalistiterature (DiMaggio and

Powell 1983)

Methods and empirical base

Tostudy the interplay of organisational and individual agency in workplace leamédeveloped
an indepth, comparative organisational case study approach.

We implementedl7 organisational case studigdong withon documents, publlg available or
provided for the purpose of the research, each casestlrdw on interviews with up to four
members of the management, amdvhere available; one interview with a representativef
workerd iterests. Moreover, on average four workevgere interviewedwho werewithin their first
ten years ofwork in the relevantsector. Each research participant was interviewed twice, with on

1 For a discussion of individual agency, see the ENLIVEN D6.1

5
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average six monthbetween the first and the second interview, allowing totake account of
change over timeThe second interviewalsoallowedusto clarify pointsfrom the first round of
interviewsandto invite feedback on preliminary findings.

Tosupplement the interviews, managemeinteachcase study organisation was invited to reflect on
the options at handandto implement a smalkcale learning project of their choice, supported by
the research team and involving some early career workers. Negotiations about the possible
implementation of the learning projestastaken as a small tesif how easily an orgdsationcould
adopt a proposalrom outsideto support early career workers. Where organisatagreed to
implementa project, the learning projects allowed for participatory-site observation and fathe
researchers taollect further responses to pra@sals made during the learning projects.

As opportunities for workplace learning and related patterns of agency are known tolujffer
economic sectors, three sectongere selected. Retaivaschosen for its employment of large
fraction of lowskilled, yaing adultsThe retail sectoalso hasaboveaverage employment of young
people with migrant backgroursjanda large proportion of workerén precariousforms of
employment The metal cutting and machinery secteaschosen for its employment of large
fraction of workers holding intermediary skilldoreover, based on established research, the sector
is known for providing ample opportunity to observe the impact of differences in patterns of work
organisation on opportunities for informal learning in thenkplace.Finally, the adult education
sectorwaschosen for its employment of predominately highly skilled employees, who often hold a
higher education degree. However, the sead@salso chosen for its high proportion of employees
in nonstandard and dén precarious forms of employment.

In each country, two Hiepth case studies in one economic seat@re implemented.In eachcase
sectorone (sub)sectorwas chosen fodetailed studywith the goalof learning more about the
organisational populationral the various organisations forming the organisational set, following an
organisational field approacfhe basis for selection ofganisations for case studiearied

In the case of retailye approachednvited major supermarket chains the daily onsumables
businesswith a large market share (and typically several thousands of employees). The enterprises
were selected for their strong position within the organisational field.

In metal cutting and machinery, medium sized firms with up to 500 emp@eyeere targetedthese
hadeither a high position in the value chain (two firms in the Basque region of Spain) or a rather low
position (two firms in Bulgaria).

Foradult educationwe decided to allow for a variation of the subfield across countriet) wi
preferencein eachcountryfor inviting two typical organisationwithin one subfield of adult
education.

Countrieswvere selected as representing different types of welfare systems and approaches to
organisng capitalism, followinghe countrytypology developed for the purpose of studying
participation in lifelong learning by Roosmaa and $2@1t2). Crossountry comparison folloed a
most-different case approach (Anckar, 20@&his meantorganisationsn one sectomwere
compared in highlyifferent institutional environments.

In the case of retail, organisatiomgere studied in Denmark (coordinated capitalism, social
democratic welfare state tradition), in Fland€Belgiun) (coordinated capitalism, conservative
welfare state tradition) andstonia (dependent capitalism, néiberal welfare stat@
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In the case of metal cutting and machinery, organisatiwase comparedn Bulgaria (dependent
capitalism, residuary welfare state) and Spain (coordinated market economy, familaristic welfare
state).

In the case of Adult education, Austria, Italy, SlovakiaEmgland (UK) we compared.
Key result®n aganisational agency in shapingorkplaces$learning potential
Organisations differ in thikelihood ofan employee holehga learning conducivpb.

For the retail sectorasexpeced, organisations create large numbers of narrowly defined jobs,
requiring no initial vocational qualification and showing a claardivisionbetweenroutine and
non-routine activities. However, some variatiowgre identified. In the Estonian cases, a lower
degree of formalisation of job roles allowarly career workerto getmore experience with non
routine activities. All organisatiahad little use for standardised vocational qualificatipsiace they
preferredforms of work organisatiordifferent from thejob-profile of vocational qualifications
typicalin retail.

In manufacturingli KS 2 L2 aA A2 1 866G aSOFI RQOVKARKENS LINT OdGA O
high level skilld: Yy R -4 {WAff2éd NB I RQX & KS NRillefl woN&Has LINE LJ2 NIi A 2 Y
anticipated In the two Bulgarian casethe workplaceprovedcomparatively narrowly designed

aroundwhat wasrequired to use a given machine properly. Although it takes some (tinnee

months or even morgto become productive, the job itself is organised around the use of one
specificmachine. For nomoutine activities semiskilled workers need to cadh engineerdor help.

In case BG2, the whole production process is retgatenitored by the mother company abroad.

In Spainthe two Basque companies hire workeesstart in a defined positiorhowever, the clear
intention isto develop thenmfurther for an unknown number of job positiomad rapidlychanging
tasks,and tocontribute to multi-skilled teams. Learning opportunities in the workplace are
exceptional in ES1 and very good in ES2; in both cases, workesgpdioitlyresponsible for routine
and nonroutine activities, withthe latter making upa substantial part o&ll work assignments
mastered.

Organisatiorsin the adult learning sector relson a (pargprofessional model of work organisation
for their teaching personnel. Adult educators are considered professicaialks to prepare and
deliver teaching assignm&non their ownandenjoying considerable leeway in how they do their
job. They are typically responsible for both routine and-noutine aspects of their daily work,
although they may be entitled to call in other professional groups (e.g. lifelongrmgdansultants,
social workers) or managewhenrespondngto exceptional events. N2 F S & iadiviluéll f & Q
learning i broadly speaking considered athe responsibility othe adult educator
himself/herself, although the organisation may provide gog for non-informal learning.

Organisational agency in shaping early career pathways

Organisations structure early career pathwaymianyways Thesénclude the structuration of

routesinto the profession, the segmentation of new entrantsdaremployees with or without

options for career progressiph Y R 1 KS WOt 234 dzNEQ 2F OF NBESNJ 2 LJLJI2 NI d:
LI NI A Odzf F NJ WYSNRGAQ o0S®ADd | 19 ljdzZ f ATAOF GA2Yy 0 ®

In the retail sector, DK1, BE1, BE2 and EE1 have establishedsitgpdgted routes of progression
for newly hired shop assistants. However, BE&nedto encourageall to envision a longerm

career pathway leading to more qualified and specialised positions within certain departments. In
EE1, progression is possible mainly to posi#tisith management responsibilities, with no
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channellingat the time ofjoiningthe company. Nevertheless, in BE1, management positions are
reserved forigher educatiorgraduates only. In DK1 and BE2, routes are cleghposted,
however, new entrants @& channelled into different lines of progressi@md manyhawe no
progression route at alivailable In EE2, progression routes seesgitherformally outlined nor
visible.

Among enterprisef the metal/machinery sector, the two Basque organisations heaearly

sigrposted career pathways for new entrants. First, early career workers embrace the opportunity to
earn partner statusn a multiyear processyhen they achievgartner status, they have practically
earned a righto life-long employmentprovidingthe cooperativeor the network of cooperative
organisatiorsis able to survive. Second, they are all hired with the prospect of growing into
continuously changing and more demanding roles over tene they are approached by the

company to considesmbitious steps in thé career development, including yearlong work
assignments abroad.

In BG2and patrticulaly in BG1, early career workers pin their hopes maimyhe overall success of
strongly growing companiasfferingmore opportunities as a sideffect of becoming more complex
organisations producing more demanding products. However, the risks involved in economic
downturnsalso cause them concern

Early career workers teaching in adult education in practically all organisations face a cledr lack
formally advertised career opportunitieypically, no career advancement in teaching is foreseen. In
large organisations, a move from a teacher position to a management position may be an option
however, it is typically not formally advertised asdinderstood as a step takemly by a few and

under more exceptional conditions. AT2 represents an interesting borderline ma$ermal

pathways of progression are outlidgyet early career workers angrogressivelynvolved in an
organisational cultug organised around a strong sense of organisational citizenship.

Organisational agency in involving early career workers into innovation processes

The overall role innovatioplaysdiffersacross the three sectors and 17 organisasistudied. Within
retail, the overall business model is quite stable, with innovation processes focussing on providing
new additional services and cestitting programmesln metak, innovation is the key driver of
economic activityn the Spanish organisans, while in the two Bulgarian firms innovatias

organised arouné search forhowto include more, more compleand higher paigwork

assignments in the overall production process. In adult educabieyond a constant need to apply a
rhetoric claimng that the own services are always novel and cutting edgerticular type of
innovation concerns the development of new proposals, how public agencies may achieve their
particular goals through the help of novel forms of services provided.

In retail, early career workers are barely included in any innovation activity. Innovation is mainly seen
asthe prerogative of top management and specialised uritkseptin BE1, early career workers are
neither selected nor developed with an eygeimproving the alorptive capacity of the organisation.

In BE1, the strategy to devela@p the same timenultiple skilled and specialised employees expand
the2 NH | y A éapatit@aidrd new staffas the average skill level of employees aiéov

quick implementaibn of a broad range of innovation, even whegch ismicroscopic in scope.

Turning tothe metal sector, in the two Basque firms, new employees are hired and developed with

the explicit goabfincreasngli KS 2 NBIF YA &l GA 2y Qa 2 dfhddtiont Thall 6 & 2 NLJIG A
Bulgarian enterprisesn contrastput no emphasis on expanding their absorptive capdnitheir

hiring and developing early career workers. However, in the#&@ a tendency caalsobe seen to

hire strongly overqualified workers;hosepotential can be used farnanticipatedfuture innovation.
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For a number of organisations in adult education, adult educators perform their professional roles,
butO2y G NARGdzS fAGGES G2 2NBFIYAAlLGA2YyaQelyAyy20F GA2Y
involved in organisational innovation processes beyond the improvement of their teaching

performance and thisis mainly seen as part of their individual professional role. The situation is

markedly different in the casef service providers mainkargetingenterprises (SK1 and SKi2gth

organisations hire and develop trainers with the gofaéxpandngthe range of servicesn offer to
customersFinally, some organisations (AT2, IT2) have aaleaderstanding that by hiring and

developing their adult educators, they further develop their potential to provides services of a

superior quality.

Conclusions and policy recommendations
Key conclusions and resulting policy recommendation include:

Tosupport learning in enterprisgit is of key importance to incentivise the change in work
organisationfrom less to moréearningconduciveapproachesespeciallyfor entry-level workers in
low-skilled occupationg=conomic pressures notwithstanding, onggations typically have much
more leeway to create learniagpnducive work than they are currently using.

In order tomitigate young workersarly segmentatiorinto career pathways with all doors open and

dead end pathwaysvhichneeds to be understoodsaa key source afulnerability, it is importanto

encourageS Y 1l SNLINRA aSa (2 I @2 A Raltsg&ietamire@ugeBegmettations S NJ LI { K
within internal labour marketsby making barrierbetween tracksmore permeable Managers in
enterprisesshoul reflecton the unintended effects gpredefinedadvantageous career tracks on the

early career workeraho are not selected for them; the possibility thiatmaybe favourable foboth

organisation and work tensureroutes of progressionremainopen foreveryonewas hardly

mentioned by managers in oimterviews with them.

Tounleashtheir learning potentialgarly career workersmustbe included as active agents in
innovation processegnterprises shoulthereforebe incentivisel to include early career workers in
innovation projectsas a matter of deliberate policguchinclusion strongly promoteindividuab Q
opennesdo enmeshinghemselvesn dayto-day learning activities
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1 Introduction to the content and structure of the report

The workplace is the key arena of dkitimation.Prime age workers (those aged-28) typically spend

a quarter of every week in the workplace, making it a particularly fertile ground for learning. However,
while some workplaces hold abundant opportunities for learning and the developmenbfafgsional

skills, in others workers quickly get stuck. For access to lifelong learning opportunities, therefore,
where you work matters.

Dayto-day informal learning in the workplace is vital for organisational learning and innovation, and
for individud learning and socialisation. However, it also affects social stratification and thereby the
overarching goal for achieving a more inclusive and fair society. Only by taking workplace learning
seriouslyg in both organisational and individual aspectganthe goals of the EU lifelong learning
policies be reached.

Organisations are the gate keepers of lifelong learning. They shape workplaces and select personnel.
Organisations are therefore key in laying down how much is learnt and who has access &agood |
opportunities at work. How they organise work contributes to social stratification and whether
societies are morg or less¢ equal with regard to life chances and opportunities for learning across
the life courseVarious strands of researchh@2 { SR Ay (2 GKS 2NBIYA&l GA2Yy:
stratification and inequality, and access to meaningful learning in particular. To mentioned only the
most seminal, we refer to the Societal Effects Scliptalurice, 2000 Maurice, Sellier and Silvestre,
1986) the organisational perspectives on stratification appro@@dron and Bielby, 198Baron, 1984;

Baron, DaviBBlake and Bielby, 1986; Baron and Newman, 139@) the relational approach to
organisational inequalitiefAventHolt and TomaskowiDevey, 2019; Tomaskovizevey and Avent

Holt, 2016; Tomaskowibevey and Avertolt, 2019)

While it is common to celebrate the workplace as a legitimate site of learning, in practice workplace
learning is generally marginal to lifelong learning policy agendas. When lifiglarrgng reentered

the policy arena in the 1990s, there was a surge of policy interest in workplace learning. However, this
was shortlived. While dayto-day workplace learning remains a key concern in employment and
innovation policy, in lifelong learninpolicy it is now overshadowed by participation in organised
education of all kinds. The impact of changes in workplaces on workplace learning disappeared from
lifelong learning policy radar.

9b[ L+9b 0OWI9yO2dzNI IFAVA L[YACR SIEA2AYZES [ S/ RN/AAAYGANT Fy20NJ 9 dzNP
AdzLIL2 NI SR 68 GKS 9dzNBPLISHY /2YYAA4A2YQa | 2NAT 2y H
project responds to Call YOUR&GI nmp O W[ AFSt 2y 3 € SENYyAYy3I F2N &2dzy3
YR AyOfdaAzy AY 9dNRLISQO® LiG& RdNIGAZ2ZY Ad oc Y2

9b[L+9bQa 20SNINOKAY3I 202SOGAGS Aa (2 LINRDARS |\
debate, policy formation and policy evaluation in lifelong learning, facis/ 3 2y GKS ySSRa
young adults, and integrating theoretical and empirical perspectives from social and computer
sciences. It will generate an evideHAgased analysis of where, when and why policies have been
effective, and develop a computéasd intelligent system to improve poliepaking.
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The project combines expertise from social scientists and computer scientists in leading research
institutions in nine countries (Australia, Austria, Belgium, Bulgaria, Estonia, Italy, Slovakia, Spain,
United Kingdom); some research tasks will also be undertaken under a subcontract arrangement by
researchers in Denmark. The specific objectives of ENLIVEN are to:

A Map and critically assess key elements of programmes implemented at EU, national and
regional levés to support access to and participation in adult learning among excluded
population groups and those at risk of social exclusion, assess how these have addressed
disadvantage, inequality, and social exclusion, and helped overcome barriers to participatio
and in what ways participation in education and training benefits the social and economic
inclusion of population groups suffering from exclusion and cumulative disadvantage.

A 1aasSaa GKS AYLI OGO 2F daaeaidSy OKtheNaboOrimarkeh a G A O4& €
the economy, and social protection) on aggregate participation rates (overall, and in various

segments of adult education markets), and on the distribution of participation (with special
reference to disadvantaged young adults and ugjegdersensitive approaches).

A Assess the role of lifelong learning in developing a productive, efficient and competitive
economy through investigating what learning potential and innovation ability exists within
workplaces, what organisational models favannovation ability and innovative oriented
training, and how effective learning actions are.

A Identify and map the nature and availability of data about adult and lifelong learning, and
integrate these with new research findings from across the ENLIV&ctpand, using data
mining, establish a knowledge base for the development of an Intelligent Decision Support
System to support policy making;

A Design and implement an Intelligent Decisimaking Support System (IDSS), and test how this
couldadapttong (y26f SR3IS YR fSINY FTNRBY NBAG2NAYy3I

The ENLIVEN project comprises 11 work packages (WPs) in 4 clusters:

A Cluster 1 examines programmes, governance and policies in EU adult learning, looking at the
multi-dimensional naturef social exclusion and disadvantage.

A Cluster 2 studies system characteristics to explain country/refgioal variation in lifelong
learning participation rates, with particular reference to disadvantaged aagslaigroups and
to young people.

A Cluster3A y @SadA3raSa GKS 2LISNIGA2y YR STFSOUAQS
work, undertaking crossountry comparative organisational and institutional analysis.

A Cluster 4 develops and tests an Intelligent Data Support System (IDSS) for ebiasette
policyY {Ay3 YR RSO0BUSSRLINBBEAZALPORABSOKY 2F 234 S

The report is structured as follows. In Chapter 2, domceptud framework is introduced and the
approacles used for the crossectoral and crossountry comparativework are outlined. Particular
FGdSydAzy Aa LIAR (2 GKS 0O02yOSLiia 2F AyRm&@A Rdz f
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key markerdor rich or poor workplace learningpportunitiesused ando the link between workplace
learning and employesponsored job related neformal education and training. In Chapter 3, the key
features of the methodological approach are outlinec&a more detailed account on the methods
applied for the joint empirical wi related to Wp5 andWp6 of the ENLIVEN projecan be found in

the respective chapter of D6.Chapter 4, 5 and 6 provide summaries of the results for the three
sectors studied, structured by five key research questions. Moreover, for each organisatimdsa

short case vignette is presentetihe 17 organisational case studies are presented as an annex to this
report. Chapter 7 provides a summary of results across sectors and countries. Conclusions for policy
making are drawn in Chapter 8.
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

2 Conceptial Framework, comparative framework and guiding hypothesis

Since the early 1990s, the workplace has bestiscovered as a vital site of learning during adulthood
which provides extensive and unique learning experience barely available in formal education.
Workplace learning is responsible for building the backbone of occupational socialisation. Without a
proper job at hand young people cannot complete their professional development as they miss out on
key competences available in workplace learning only.

Analysing the interplay of individual and organisational agency in workplace learning has been
uncovered 8 a new research frontier. Only by better understanding of the interplay of individual and
organisational agency in workplace learning can a deadlock situation be overcome where all actors
involved support workplace learning, yet little progress is actuatthieved.Agency need to be

dzy RSNRBRG22R & | NBflFGA2yFf 02y Gehndiled andl ke§rd®Bd (i K S
by their environmentsMoreover, for understanding the impact of societal environments, which are
restricting or expandingndividual and organisational agency with regard to workplace learning, it is
key to better understand how workplace learning emanates within the intersection of individual and
organisational agency.

Individual agency in workplace learning

2 K& IINB a42YS AYRAGARdAZ t&a FofS G2 FOKASOS O2yanl

AAYAT NI @ fAYAGSR O2yRAUGAZ2Y A aesané NdividindmdBesta) F I
take advantage of opportunities at hand, while othexuberantlylive up to them? What does it takes
to realise a potential on offer? And how does an individual respond to the lack of such offers?

There is no space for reviewing the concept of agdianirbayer and Mische, 1998gency in life
course transitions(Evans, 2007)r in professional life(Etelapelto, Vahasantanen, Hokka and
Paloniemi, 204)in detail. However, in the following, we link our arguments to strands of the literature
relevant for our purpose.

With (Emirbayer et al., 1998)ve focus on the ways individuals apply their agency byingldbmains
andtime, that is byaccommodatingo each other the social domains an individual takes part in and
by relatingto different temporal modeg the past, the future, the present. We study how early career
workers integrate their workplaces intdteer parts of their life and how they make sense of their past
experiences and their anticipated futures when applying themsetvéee present momertt

2428 KIF @S O2yGSYRSR G(KIFG 2y8 188 (2 dyRSNEGFIYRAYS

contexts lies in a more adequate theorization of the temporal nature of human experience. Actors are always

living simultaneously in the past, fuirand present, and adjusting their various temporalities of their

empirical existence to one another (and to their empirical circumstance) in more or less imaginative or

reflective ways. They continuously engage patterns and repertoires from the paggcphypothetical

pathways forward in time, and adjust their actions to the exigencies of emerging situations. Moreover, there

are times and places when actors are more oriented toward the past, more directive toward the future, ore
20
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

In accordance with Emirbayer and Mische as well as Karen Evans (2007, 2011), we take agency as a
fundamentallyrelationalconcept, meaning that, the individual opportunities to act are constituted by

¢ enabled and limited; the totality of social relations, concepélised as a (Bourdieusiagdcial space

with individual positions defined as holding more or less power over others populating the same space.

In liberal democracies with a comprehensive welfare state, social positions even in the lower trier of

the society offer considerable leeway for appBin 2y SQa I 3SyOed |1 26SOSNE
opportunities are accessible only for individuals in privileged positions, while all others havestbmly a

chance of making use of them; in short, opportunity structures differ sharply across the positions in

the social space.

Agency is therefore constituted by the power differentials within the social spaceaattierefore

different for individuals holding privileged positions and others, populating disadvantaged posts. The
position within the spacecanbe B & 8 SR Ay Ol NA2dza 61 &8&> F2NJ SEI YLJ
(Bourdieu, 1986)as having LJ} NIi A Odzf  NJ 6t SYR I yR @edcamniic, 2 F O |
social, cultural, with educational credentials expressing some of the latter: however, the value of

GKS OFLAGEFEE 3IAGSY Aa | aaNROGte NBfFGAGBS 2yS3: YI

{20A1t AyadAalbdziAzya 2F |ttt (AYR&a YIFIGSNARIHeAAS Ay
social space, being experienced asc@atziT WSyl 0f SNEQ 2NJ W6l NNASNBRQ F2!
of discrimination by gender, race, religion, origin and citizenship and others are inscribed and
institutionalised within the social space, puttingdividuals at an advantage or disadvantage.
Individuals are socialised into the expectations linked to their social position and might experience the
WaYFOl 2F LROSND oKSYy (GNBAYy3 (2 NBFOK 2dzi F2N 2L
canexert their agency by fighting an uphill battle and eventually succeed. Finally, given that social
institutions structuring the social space reflect tfalout of past social struggles, the space needs to

be understood as malleable by collective actiohjal can weaken limitationsn social positions (e.g.

held by women) or establish new ones (e.g. held by-citirens).

We are interested in individual agency in workplace learning, that is, how individuals apply themselves
to opportunities for learning sent in the workplace. To give a full account, we are interested in ways
(a) how individuals turn opportunities at hand into learning and (b) respond to a lack of learning
available by forms of a standstill in related domains of leariivig are equallynterested in the less
expected cases, (c) where individuals find ways to learn in workplaces which clearly restrict
opportunities for learning or (d) where individuals refrain from learning, although opportunities for
workplace learning abound.

We are inerested in workplace learning, understood as learning available intaldgy work
experience and the related forms of relating to others and belonging to groups, although this informal
learning might be supported by various approaches, includingfoonal further education. We
pursue a broad understanding of learning, going clearly beyond the learning as acquisition metaphor.
Beyond taking new knowledge in or acquiring new skills, we capture learning as patrticipation in the
work process and social fabrat work in particular. We see learning as a form of belongirap
establishing a feeling of membership in and identify as a member of an organisation and/or occupation
¢ and as a form of becomingof socialising and transforming intprelated to instiutionalised role

more evaluative of th@resent; actors may switch thereby changing their degrees of flexible, inventive, and

critical response toward structuring contexts. Such a perspective lays the basis for a richer and more dynamic

understanding of the capacity that actors have to medidtte structuring contexts within which action unfolds.

2SS KIF@S NBFSNNBR (G2 GKAA LISNBLISOGAGS a NBEFGA2YLFE LN
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

models(Biesta, Field, Hodkinson, Macleod and Goodson, 2Fidally, learning, both a process at an
individual and an intepersonal, collective level, holds a genuine innovative moment
notwithstanding its role in the reproduction of practi@dayrup, 2012)

We observe agency in workplace learning bylahtely focussing on

- Learning in initial phases of work engagements, where responding to and surviving despite a
220Q48 AYYSRAIFTGS RSYIYR&a Aa GKS R2YAYylFGAy3

- Continuous learning in dap-day work after saturation of the early learning process

- Learningfrom nonrroutine activities, in particular, where nenoutine activities are explicitly

0 K¢

O2PSNBR 08 |y AYRA JkddaationdiQouttieand nerBulir®)doikdi A 2 Y 6

and Inoki, 1990)
- Learning from various approaches implemented with the intention at suppgpmvorkplace
learning

- Learningfromno¥ 2 NI £ O2dzNESa LINPBOARSR 6AGK | RANBOI

We agree that agency in workplace learning can be seen as one segment of professional agency;

alternatively, as learning might be regarded as titusve for agency as such, agency in workplace
learning might even be treated as a prerequisite for professional agency.

We understand agency in dag-day work as intertwined with agency in life course development (see
(Evans, 2007) Individuals are expected to perceive their learning opportunities in the workplace
colouredby the availability or a lack of institutionalised options ahtl for shaping their futures. Vice
versa, they may respond to available life course choices differently, depending on how they experience
their learning opportunities at work.

In particular, we are interested in

- The options in play for earning arehjoying organisational membership, resulting in the
development of an identity as a member of a particular organisation

- The patterns available for becomiregmember of an occupation and taking part in an
200dzLJ GA2YyQa ARSydGAde

- The ways in which day-day learning in the workplace is inscribed in wedtablished,
Ayaturabdziazylrt AaSR OFNBSNJ LI GKgl&a oAGKAY
ladders, providing a base for a future step of educational upwards mobility. Alternatively, the
presene of unstructured, yet, visible ways for making progress.g. with new positions
created onthe spot in a strongly expanding organisatignmight be taken as a sign for
developmental opportunities.

- The patterns available for making good use of lessoasiten the workplace in accessible
career pathways, providing a way out of the current job trajectory.

Finally, we are relating the dag-day workplace learning in @rrentjob to the jol significance in

the overall evolving life structure of an indival, asking whether the current position mark
desirable outcome, a valid compromise for the time being, or a low point in a development which
ySSRa (2 0SS SaOFLISR® 2SS dzyRSNEGFIYR F3Syoe Ay
attempt to accommodate his or her life domains with each other.

We are thereby referring to Daniel Levinson concept ofliflieestructure

¢KS fAFTS adNHzO0GdzZNBE A& GKS LI 434S N¥wokiNG Ri®aryicamnpondrits |

I NB gMtBrkips: with self, other persons, groups, and institutions, with all aspects of the external world
GKFG KIS aA3ayAFAOLYOS Ay 2ySQa tAFSd | LISNE2Y KI &
world; friendships and social ngbrks, love relationships, including marriage and family; experiences of the body
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

(health, iliness, growth, decline); leisure, recreation, and use of solitude; memberships and roles in many social
settings. Each relationship is like a thread in a tape#iteymeaning of a thread depends on its place in the total
design.(Levinson, 1980R78).

2S 20a4SNWBBS 'y AYRAGARdzZ £ Qa S@2f @gAy3a tAFS &id NHzO!
YEYyF3IAy3a G2 NBEFGS KAAKkKSNI 3L Ay TFdA g 2 NJ 0ag2NJ
20t A3l GA2ya O6-gareré@ationand leisuiedinieSabtivitesS thefr civic engagement and

¢ as one form of temporal components of the life structarparticipation in organised neformal or

F2NXYIFE SRdzOF GA2Yy ® . SetheycBntral dompdilentss which/dgenerdlly 8hgpd ¢ | a

B NRA2dza LIKFasSa 2F NBadNUzOG dzZNA y 3 2 y-Bafedll) péripherd & (0 NHzC
components (such as leisure activities and participation in social movements) may significantly alter

tKS 2@SNIff LI GGSNYo® CAylfftes dzyFAEfSR O02YLRYySyl
wants but does not have a meaningful occupation, a marriage, a family; and this absent component

L I &a | Yl 22 NJ LI (NavinshnyandLéviBsord, 29988). & (G NHzO (i dzNB Q

[ SOAyaz2yQa O2yOSLIi 2F GKS fAFS adNUzOGdzNBE A GK
psychological entity, is closely related to the sociological concept of agency, as it aims to overcome

dzy LINP RdzOG A @S RAOK2(i2WAREA 0&Es PE8Wzi ENE ¥R WY KRED Wi & ¢
GSNhEdza GKS Waz2zOAltQ 61 STFESNI HAMOZ MMMUO O

Wheoretically, the life structure forms a bridge between personality structure and social stu€ure
(Levinson 1980, 288k ¢ 2 0 S G NXzt & Sy Dhen@IR invst inportaintkp&ts a@f thédelRiX it

and, equally, must take the world into the self and be enriched, depleted, and corrupted by it. In countless ways,

we put ourselves into the world and take the world into ourselves. Adult developmerg istdhy of the evolving
process of mutual interpenetration of self and world. (Levinson 1980, 278).

Tosumup,weconcepdf A &S | ISy O0e Ay @2NJ LI I OS f Simbdathg 3 | & |
both social domains (the workplace as part of hisftreerall life structure) and temporalities (the past,

the future) in present moment decisions. As a relational term, agency refer to a social space,
respectively, its particular social fields, and its power differentials, providing different individuhls wit
RATFSNBY (I W2LILRNIdzyAde A0GNHzOGdzNBaQ (G2 o6S3IAYy 6AGK

WhNBFyAdrdAaz2ylf F3Sy0eQ Ay 62NJLIXLOS ¢ SINyAy3

We are developing our argument against the backdrop of three different strands of literature, first, the

one m organisational institutionalisnfDiMaggio and Powell, 1991; Greenwood, Oliver, Lawrence and

Meyer, 2017; Scott, 2014; Scott and Davis, 2068¢ond, the literature morganisational perspectives

to social stratification, echoing key arguments of the Labour Process D@zaten, 1984; Thompson

and Smith, 2009; Tomaskobevey, 2014)third, the Societal effects school of comparative research

on the political economy of worfMaurice, 2000; Maurice et al., 1986)/e start with an introduction

G2 W2NHIYyAalLGA2YFE |3SyO0eQ | yR KppoéleanndzS oA GK Al a

In everyday language, in colloquielms> ¢S dzadzr t €& &LISF]1 2F 2NAFyAal
YR2AY3IQ WazYSOUKAYIQT & AY Wiy 2NBEFYyA&aFGAZ2Y (NI A

WHyy2dzy0Sa I IYWaSIAtE® STHadesaly 2NAlFyAal A2y Yl
Fa F WadrdAadAOrfQ dzyAld SYGSNIINR&SaE 2F 2yS (@ L)k

(on average) differently than enterprises belonging to other classéewever, the observed behaviour
of a formal entity is not traced back to any specific agency.

What is organisational agency and when should we speak of organisational agency?dpdttig
will be suggested to speak of organisational agency in anatihyndividual agency, giving emphasis
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

to the choices of a particular organisatignextending beyond the alleged orsgzefits-all rational
behaviourg revealing that it matters and that it deserves particular attention. As for individual agency,
with organisational agency, the focus lies within the difference put into motion by particular decisions,
which an organisation made despite similar organisations under equivalent conditions opting for
different solutions.

As a metaphor, organisational ageneyers to a specific source explaining why there is such a variety

of organisations in place, a question, which could not be answered by relying on the environmental
context alone. However, it is fully accepted that what is captured by organisational ageesyot

NEFSNI G2 | a2tS ONBAFASRO WadzllSNI F O 2NXDs odzi  y S
outcome of the behaviours shown by various strata of the members of the organisation. Organisational
agency rests therefore on the individual agerdyits members, where the latter relate different

domains and temporal perspectives to each other.

¢KS FfSRIEAYyI (SN)Y W2 NH leiheranirasdazh/ dr in evergd§yyid@ad) A a K|
for good reason. It is a key premise of organimadi research that organisations cannot act on their

own accord but that individual members act on their behalf and their deeds are attributed to the

2NHBI yA&lI GA2Yy® ¢KS Sadl of A daréorentieltNaok tiee\gRobifidsa | G A 2 Y
and Judge, 2018) refers to the behaviour of individuals as members of and in roles assigned by the
organisation, understood as a formal structure or a legal construct. It further refers to the behaviour

of individuals as observed in group situations, either in formally arranged ones or in informal settings.

As individual members act as part of ando@half of their organisation, agency is invariably attributed

to them alone, not to the organisation. Adopting the view of an outside (sociological) observer, there

is a plurality of competing interests within the organisation, both between groups of membe
(managerial vs nomanagerial; capital vs work) and within group of members. Management holds
prerogatives and is more powerful, however, all strata of the organisation and even each individual
member hold their power too and will leave their mark. Meend of the organisation, moreover, may

seek support by collective structures permeating organisational boardetst and faith inan

2NBI yA&lI GA2Y GKSNBF2NBE NBada 2y (GKS akKz2dzZ RSNA 21
need to be understoodd & G KS 2dzi02YS 2F | O2YL}X SE Ay :iSNLX L@
FYR GKS AYLI OO 2F GKS 2NHIyAalGA2yQa GAGEFE Sy gdAN

l'a FT2NJ 002dzy RSRO W2NEIyAalGA2y L+ |13SyO0eQs W2NHI
addressing the considerébleeway available for forging quite different compromises between the
members of an organisation and across the lines of managerial andnaoagerial personnel in

particular. Organisations with quite different makes, speaking of their overall compien out of

groups (e.g. managerial vs namanagerial) and how its members relate to each other, are able to drive

and survive in their environments. This refers not only to the buffer between formal structures (e.qg.

the line of managerial command) and anfnal structures (e.g. the power team members without
FdziK2NARAGE OFy AYTF2NXIff& YdzadSNDL | (Béottaidd 20080 e > 2
0KS WNI i52WHWT QdINY RQIKISNARLISOGAGSE 2y 2NBFYyAal GA2)
KAIKfe STFSOGABS YR GKSNBoe NIGA2ylFf Wglea 2F K
Fye F2NXIFE o60fdzZSLINAY G 2N YI Yyl 8SWith thd chaBadihiRi&tad y S & {
organisation has developed in the course of time.

Organisational agency stands thereby for the present struggles of its members and their evolving
outcomes; however, it also refers to the outcomes of struggles in the pasthveine now present as
given structures of the organisation, further enablingomnstrainingthe behaviour & all member
groups. What, metaphorically speaking an organisation can do in the present is imprinted by what
the organisation has done in thegt as it will imprint what it will be capable of in the future.
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

What members of the organisations do and cancdind thereby organisational agengys bounded

o8 |y 2NHIyAal A2y Qa @QAlGlrt Sy dAi NRiMagoyaddPowwels ¥ S NNE |
1983) As an opm system, organisations respond to their environment and take a more or less active

role in their organisational fields. As for individuals, organisational agenoylugnced by the

constraind FyR SELISOGIGAZ2ya 2F (KSONEADY @HNBWERY (F NI y F
G6KSasS SELISOGIGAZ2YyEa Ay |y O00OSLIWloftST tfSaAAGAYLFGS
particular organisational fields, explaingmod dealof the similarity of many formal features of
organisations, partly answeignthe question why organisations are relatively similar. However, the
environment needto be understood as well as providing space for doing things differently, either in

an explicit and strategic way, or informally (intentionally or unintentionally).

Tablel Overviewc Wh NBF yA &l GA2y It | 3S¢pas it ehagtedppredeht bift $traxGired S+ Ny A y 3

Organisational Key dimensions selected

Agency

Established a) Design of work systems, Established division of labour and related
structures as distribution of authority/autonomy

enacted in the b) Design of work systems and individual workplaces (job desigr
present within (dominance of organisational versus occupational spac
6a aidNHzOd broad and flexible/narrow ahfixed job descriptions;

Syl OGSRE¢ ¢ integration/separation of routine/norroutine; interpenetration

of individual competences and competences applied)

c) Job chains/job ladders/career structuration, formal and inform
the use of formal qualifications as structuratiprinciple for
career pathways/internal labour markets

Current practices d) Deliberate structuring of workplace learning (Pedagogies of th
workplace, appraisal interviews; planned change; job
enrichment; knowledge and skills management)

e) On the job supporfor workplace learning (Time devoted to
learning activities, support provided for problem solving, doing
new things and being innovative, including support received a
given by colleagues/superiors)

f) Off the job support for workplace learningdpportunity for and
relevant nonformal education (as an enabler for workplace
learning

SourceOwn summary

WhNEBFYA&ALl (A 2 ysthe ledrmih$ poertia availablelin@hé workplace in many ways. Key
forms of shaping the potential for workplace learning are providethinle Zrror! Reference source n
ot found. and are summarised in the following.

Workplace learning depends on established structures, however, the ladder needs not only to be
interpreted as the outcome of organisational agency musténeithe past, but alsg as any structure
needs reaffirmation ¢ enactment in line with these past decisions in the present. Key structures
shaping workplace learning include

a) Division of labour and design of work systems: How organisations divide works(fafrm
functional division; forms of processlated organisation; forms of team work) and how
organisations divide authority among its members and grant autonomy in -vedaked
decisions results into a different composition of the organisations out ofyjaiismore or less
complex work, more or less authority over others and more or less autonomy in doing work,
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b)

with workplace learning supported mainly by complex jobs with a high degree of autonomy

and an accessible management providing feedback in a stippofacilitating spirit.

Job design: The variety and complexity of tasks included in a job significantly contribute to the
learning potential available. Jobs can be mainly shaped according tespaklished
occupational profileg; typically including @road set of tasks of the majority of jolasor

according to organisational preferences oglywhich may lead typically to a set of jobs with

narrow and a smaller set of jobs with broad task requirements. Jobs can excludeutore

activities, meaning tat other people (technicians, managers) need to be called in for solving

the problem or can explicitly include naoutine activities, requiring higher levels of skills and

allowing for learning through problem solving. Jobs might be formally definedatmer rigid

way and without taking into consideration the skills and competences of a given job holder
(risking a mismatch, as job holders might be over or urgldlted for a job) or they can be

adopted to the present skills and competences of a job éokhd evolve with his/her further
development.

W2o OKIFIAyaka2o fIFRRSNEkOFNBSNI adNUzOGdz2NF GA2Y Y
fro2dz2NJ YNy SGaQr ff2gAy3 F2N adrofS SyLXzey
including an upwards movesnt form less to more demanding jofds a key question fahe

workplace learning available. With changing responsibilities, employees may expand their
altArtfta FyR O2YLISGiSyOSad wz2o I RRSNA OlFy oS d:
and underpn an organisatio® skill formation system, where talents amartured mainly in

house. While job ladders can be formally established or remain informal, it makes a key
difference whether or not an employee is expected not only to matsteir currentjob, but

to do well in a series of anticipated or even unknown-ggsignments. Another key aspect

concerns the formsf formal qualificationghat are used for shaping career pathways and for
segmenting the organisations, e.g. when only HE graduates are hhadicas eligible for
management positions or when only skilled workers of a particular occupation are deemed as
desirable as permanent members of the organisations, while anyone without the preferred
credentials is understootb be denied a longerm empbyment perspective.

The opportunities for workplace learning depenois y 2 NHIF yAal 6A2yQa | 3Syoe
processes, including

d)

f)

Deliberate structuration of workplace learning: Organisations can deliberately structure
individual work assignment®2fNJ | f €t 2 Ay 3 2NJ adzLILR NI Ay3 GKS S
following pedagogies of the workplace, understood as the knowledge about which types of
activities are likely to allow for which types of skill acquisition and development. Appraisal
interviews ae often used as a tool for steering the learning pathway and negotiating forms of
job enrichment. Forms of rotation and mu#killing are also related to this group of practices.
Onthe-Job support for workplace learning, including the time made avaiffabllearning and
reflection (while the completion of other tasks is paused), the resources avditabi&arning

and problem solving at work, the eghe-spot support received by eworkers and superiors).
Guided on the job training would constitute artiuer particular form of support (statistically
labelled as a form of jobelated norformal education).

Off-the-job support for workplace learning includes the various forms offoomal education

(e.g. regular team meetings, quality circles; seminansl @onferences, visit fairisits,
exchange programs) including internal (designed for the employees of one organisation) or
external (for employees of various organisations) training courses. Only whéehegéfb
supportiswelF A 1 1 SR (2 Iluryent Endllediges & v&rkpkace Barning, however, is
off-the-job support conducive for ongoing workplace learning.
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¢KS SEFYLX S 2F waNdkdesignal GA2y Lt | 3SydeQ

The features of a workplace define the learning availglee learning potential of avork place. All

activities involved in shaping® R S a AcRvgritpMca@<are therefore of key importance for workplace

learning. Organisations have a vital share in shaping the workplace, however, the leeway at hand for

job design is conditioned both byy 2 NBI yA &l GA2y Qa ¢2N] aeaidsSy FyR ¢
into the system of occupations and professidemszky von der Hagen and Vo31@, Marsden,

1999) Finally, within job design, the question of whether or not a job will include plenty of learning
opportunitiesis only one among many issues at stake. Vice versa, whether or not an individual will be

able to learn and grow while holding a position depsot many features of the workplace which

have been so far not considered.

Job design is one among the coreksm®f human resource management, aiming at a reconciliation of
functional requirements (e.g. related to technologies applied), organisational needs (e.qg. for sufficient
levels of productivity) and the personal needs of employees (e.g. for staying modiMaisdlear that

the activities involved in designing jobs matter greatly with regard to workplace learning. As a
management practice, job design can fall back on the rich research of the psychology of work and
organisations. For example, in their sealimodel, Hackman and OldhafHackman and Oldham,

1976) define five core job dimensions (Skill Variety, Task Identity, Task Significattoegmy and
Feedback), whichesultin mediating psychological states (Experience of meaningfulness of the work,
Experienced Responsibility of the Work, Knowledge of the Actual Results of the Work), with the latter
translating into desirable personal andowk outcomes (Work Motivation, Quality of Performance,
Satisfaction with work, low Absenteeism and turnover). However, various disciplines and approaches
compete for supremacy in guiding HRM decision making. For example, in approaches of business
processe-SY IAYSSNAY IS Ay 2206 RSaAAIYyaAI LINBadzYSR STTAO)
considerations of job satisfaction. The history of HRM is a history of struggles between philosophies of
220 RS&aA3AYy SYO0O2ZRASR 08& USi ORKSAEYUFAYT AN £ YH (yAl 23yS Y SLYLINE ¢
Opportunities for job design depend for one on the overall work system and while organisations shape
their work system too, the objectives of an organisation somewhat limit the choices of work systems
at hand. For mass produoti, other work systems are required than for continuous process production

(as in the chemical industry) or single unit production (e.g. plant engineering). For a hospital, work
needs to be organised differently than for a law firm, and this is the samiiandoadministration of a
school.

hNBIFyAalridAz2zya RSaiaAdy 2206a yz24 Ay Aaz2flaAz2y odzi
and the more or less prominent role given to occupations and professions, their systems of vocational
education and the adgned prerogatives of holders of occupational credentials. Evédreiabsence

of mandatory qualification requirements, organisations often cannot but go with the established
visions of what tasks and related skills a particular job contains, what tesskemasidered as beneath

an occupational profile and which ones are beyond what can be reasonably expected.

Within organisations at a formal level, jobs are designed by managerial authority, the latter dispersed
across the level of hierarchy. However,omhal processes within the organisation units and among
non-managerial employees partake as well in the +watld creation of jobs with a particular profile.

For depicting whether or not a workplace is learning conducive, it is therefressaryo as®ss jobs
by applying different lenses:

- The overall job quality, as the latter will invite and motivate an individual to stay in a job: a job
allowing much learning, however, which is undesirable in many other aspects, will
nevertheless be abandoned, whepportunity allows and no change is possible.rstover,
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match is poor (e.g. because job requirements and personal interests are in conflict), the job
quality suffes.

- The learning available in a workplace understood as the effects of the content of work and the
overall work organisation. Groups of tasks and forms of work organisation are more learning
conducive than others.

- The support in place and attention pailfacilitatingworkplace learning in particular.

Table 2 provides an overview on the three perspectives, drawing on three established frameworks,
namely,

- the job quality framework propose@Mufioz de Bustillo, 2011)summarised in(Anton,
FernandezaMacias and Mufioz de Bustillo, 2012y analysing the data of the European
Working Condition SurvgfgeWCS),

- the work organisation and innovation framework, also developed for analysing EWCS data
(Holm Lorenz, Lundvall and Valeyre, 2010; Holm and Lorenz, 2015)

- the framework for constructing a continuum of workplace features expanding or restricting
opportunities for workplace learnin@uller and Unwin, 2004)
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Table2 Overviewg Three perspectives on job design; Job quality; work organisation and workplace learning

Job Quality WorkOrganisation & Learning and Innovation

Workplace Learning

Pay n.c.

pay as key link between job and the overall life structul
factor for recognition & identity development

Intrinsic Skills- Type of occupation in the hierarchyf n.c.
characteristics of  occupations(ISCO% 10)
work

Job organised around organisational principles (typically w
levels of prior education as markers of ability)
occupational/professional principles

Vision of staffing/workplace learning: Selection/promotion fi
undefined series of future jobs/for a clearly defined prese
job

Learning new things Learning new things frequency

Broad/narrow definition of jobs; Gradual or quick transition 1
'full participation’ (doing the job without further help)

Problem solving activities frequency

combination/separation of routine/nonroutine; skills of the
whole workforce valued and fostered/skills of special
groups valued and fostered

Contributions of employees to innovation important-
multidimensional view of expertise; contributions 1
innovation not important (topdown approach) - uni-
dimensional topdown view of expertise

Complex tasks Complexityd extend combination/separation of routine/non-routine; advanced
skills are distributed/are concentrated in specialist roles
Monotonous Tasks Monotony 9 extend Broad/narrow definition of jobs; detrimental factors t

learning

Repetitiveness of task&extend

Broad/narrow definition of jobs; detrimental factors tc
learning

Task rotationd frequency

Task rotation, "multiskilling” (full exploration of occupatione
skills); support the identity by inviting "boundary crossing”
job roles/refuse any transgression of boundaries of jobles

Team workd frequency

Being part/nonpart of a work team (extend of being part)
team work valued OR specialist roles valued

Full/restricted participation in a single/a multitude ¢
communities of practices (within/beyond the borders of th
organisation)
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Strong or weak tradition of passing by a (more or le:
symbolised) knowledge within the communit
("apprenticeship style")

Self assessment of own work

Quality - self assessment

Broad/narrow definition of jobs; autonomy, reflexivity

Quality - assessment by Norms

Broad/narrow definition of jobs; limited autonomy

Autonomy - choose of methods

Autonomy in methodso extend

Broad/narrow definition of jobs, autonomy

Order of Task

Speed of tasks

Autonomy in speed or rate of work Automatic Work

pace constraints

Broad/narrow definition of jobs; detrimental factors t
learning

Autonomy in speed or rate of work Norm based

Broad/narrow definition of jobs; detrimental factors t
learning

Autonomy in speed or rate of worlHierarchical

Broad/narrow definition of jobs; level of autonomy

Autonomy in speed or rate of work Horizontal

Broad/narrow definition of jobs; level of autonomy

Scheduling of work

Powerfulnesg= Autonomy)

Meaningfulness Doing useful work

Social SuppoHAssistance from colleags if you
ask for it; Having good friends at work

Support by colleagues; Learning from colleagues; suppol
managers for learning; managers mainly as controllers of
workforce/individual development

Selffulfilment - Doing what one does bes
Feeling of work well done

Satisfaction with what is done; identity formation (part of
community of practice, an occupation, an organisation)

Terms of
employment

Contractual stability (Indefinite or no
Probability of losing the job within 6 morgh

Development opportunities (training offer
career steps)

Access to noffformal/formal training; Offers for caree
advancement)

Offers for career advancemeninternal job ladders

Planned time ofthe job in support for learning (e.g. so call
‘other forms of training' as quality circles, regular te:
meetings devoted to learning)

Planned job enrichment; Opportunities for adding n
skills/jobs to a current job; barriers to job enrichment

Health and Safety

Physical risks (various forms)
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Psychesocial riskgthreats of physical violenct
violence of other workers, violence of othel|
bullying or harassment

Worklife balance | Duration of working time (long hours)

Work time scheduling (night work, work g
unsocial hours)

Working time Flexibility (forms of choiq
available/non available)

Intensity of work (high speed, tight deadling Autonomy to devote individually time tdearning at work
having (not) sufficient time for work (informal learning from experience)
Organisational leve Employees addressed and valued as learners/employees
LINRA y OA L3 § addressed as learners

Workplace learning seen as vehicle for aligning individual
organisational goals versus workplace learning as a mee
adjust the individual to organisational needs only
Crossboundary communication encouraged; bound
(formal) communication only
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Withinwork packages 5 and 6 of the HMEN project, based on 17 extended qualitative organisational
case studies on organisations and workers in their early career phase#tegrndedto study the
interaction of organisational and individual agency in workplace learning, referring on the one hand to
literatures exploring organisational agency, on the other hand to the growing literature on agency in
workplace learning and professionabrning(Etelapelto, Vahasantanen, Hokk& and Paloniemi, 2013;
Goller and Paloniemi, 201W)ith a strong focus on the contributiorsf Karen Eans and colleagues
(Evans, 2007; Evans, 2017; Evans, Schoon and Weale, 2012; Evans, Schoon and Weale, 2013)

Against the backdropfathe literature, which cannot be discussed within this paper in detail, the
following framework has been created, which has also guided the development of the research
methodology and is currently guiding the analysis of the achieved empirical data.

Theframework of bounded agency theory balances the emphasis on the significance of actorhood,
that is deliberate decision making by individuals and organisations (respectively the individuals
involved in various ways in organisational decision making) fosuing their individual goals,
expressing their particular identity/individuality with the idea that the very agency its#lflienced
0a02dzyRSRé0 o6& GKS AYLI OG 2 F-rich andiinimerds. The/térin = & G NJ
Woundedrefers both tothe opportunities (opportunity structures) given and the opportunities
constrained by a particular environment. Bounded agency theory requires both to reconstruct the
objective opportunity structures for applying agency and to theorise how the agendyigstiape

to make use of the structureswithout losing sight of the richness (creativity) of
individual/organisational behaviotirin other words, the framework aims at explaining variability and
creativity in human and organisational behaviour (whiclghh be running against all odds) while
accounting for the effects of the environment on the opportunities at hand as well as the ways actors
respond to these opportunities.

Workplace learning refers to the informal learning available in-tdagay work #uations (by
participating in the work process of gainful employment). The features of the workplace shape the
learning available. The workplace allows for more or less learning, which is addressed as wsiikplace
learning potential.

Individuals apply theselves in the workplace, making use of the learning potential in a particular

manner and with a particular outcome, thereby applying their bounded agency. The features of the
workplace mediate workplace learning as workplaces strongly differ in theiniteampotential.
a2NB2@0SNE AYRAQDGARAZ t4Q Ay@2f dSYSyli Ay 62N)] FyR |
on shaping and further developing the workplace and therefore its future learning potential.

C2NJ dzy RSNR UGl yYRAY3I AYRRIRIRHZBZRA D202 8zMRERI DISY OB Ny |
structure and an individuBllléie space/life world are needed to be considered. Leaning might be driven

by or impeded by factors lying beyond the characteristics of the workplace observed.

3 For individual agency s€Evans, 2007)or organisational agency, sé@eckert, 1999)
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Organisatios apply their bounded agency by purposefully shaping workplaces as part of a work system
and by infusing workplaces with purposefully designed support structures for learning. Moreover, they
add to the learning potential in the workplace by-&fe job nonformal training activities.

C2NJ dzy RSNERGFYRAY3a 2NBIYAalIGA2YyaQ 02dzyRSR F3Syoes
the institutional order as influential for the members of the particular field. While organisations have

some leeway to decid®n the ways to organise work, they are expected to be influenced by
prescriptions (coercive, normative or cognitive in natuge)ablished atin organisational field level.
Furthermore, the interdependencies between workplace learning, workplace desibwank systems

will be studied.

As a working definitionfdounded agency in workplace learning we refer to the following:

Workplace learning is understood as a negotiated outcome resulting from organisational and
individual agency, mediated by the chamistics of the workplacdHowever, the organisation

is clearly in a more powerful position, with discretion over shaping the overall opportunities
for workplace learning mainly in its hamdEmployees may be left with little discretion over
workplace leaning beyond their resistance to learn at all. Beyond the workplace, individual
and organisational agency are boundetestricted and enabled by social structures, yet, in
particular by social institutions, which needs to be brought backnirorder to @in a
comprehensive picture.

The outcomes of workplace learning are represented best by the progress made ontyjmeal
Dreyfusstyle) ladders of competence over a myléar period of time, representing the knowledge
and skills decisive for an areawadrk. Poor workplace learning results in little progress, rich workplace
learning results in considerable progress in a given period of observation (for example, gdhree
period).
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Figure2-1 ¢ Workplace learning as a negotiated outcome between organisational and individual agency mediated by the
workplace
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In the following, a framework for studying and explaining workplace learning is outlined. It is an
explicitly sociadgical framework, taking arguments mainly from the sociology of work, conceptions of
situated learning in the workplace, organisational institutionalism and the bounded agency framework
(Evans, 200Af individual career choices over the life course. While it gives preference to a particular
line of argument, it is deliberately open with regard to the elaboration of its key arguments.tidre la
could be refined against the backdrop of a variety of disciplinary and theoretical approaches.
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Figure2-2 ¢ Workplace learning as negotiated outcome mediated by the workpjdlce wider context

(107 Global embeddedness

Organisational field (7) (8) Life Space/Life World

(6) Individual Life Stucturs

(41 Orgamsation (2)Work Place

(9] Stratified societal environments

Source: Own development
For the sake of clarity, the framework is broken down into ten units of analysis, depicted inEigure

Within the case studies of work package 5 and 6, the ENLIVEN researchers mainly explored (1)
workplace learning and the (2) wopkace; both appears at the intersection of the organisation and

the individual; furthermore, information was gathered about the (3) work system, and the (4)
organisation.

On the side of the individual, beyond the aforementioned workplace learning and/dinieplace as
intersecting spheres, the (5) individual was studied, in particular with regard to individual subjectivity,
and his/her identity as informed by the place within the organisation and thetolalay workplace
experience and the respective ovéirambitions for learning, participation in education or further
career steps, within or outside the current employer.

a2NB2FSNE 6cUV (UKS AYRAGARdAZ f fAFS &a0dNHzOGdzNBS Ay«
time activities, and, when applibée, participation in adult education was explored.

Following a bounded agency model, while relying mainly on secondary sources or on results of other
parts of the ENLIVEN project for describing the enabling/constraining environments, we also refer to
(7)the organisational field, as the environment constraining and enabling organisational agency, and

to the (8) life space/life world of the individual, that is the social world as it appears from the
AYRA@GARdIZ f Q& &0 yRLI2 A ynitirohmgrRwith itg institilitiors peiinieatinglbdtiF A SR &
organisational fields and individual life spaces and its structuration, knowing a top and a bottom, the
powerful and the powerless, the wealthy and tinepoverishedg and everything in between.
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Finally, soieties are not perceived asolatedentities, but as globally embedded, where processes
going on atransnational level and datp-day exchange processes going on betweén principle-
any possible points on the globe permeate in a direct or mediated way any layer of the onddedd.

We address (10) thissue ofglobal embeddedness, accepting that the interdependence of the local
and the global need natny longerbe evidencedin anypre-structuredway, but can pop up locally
almost in any imaginable way, for example, when thewooker you speak to is actually sitting 10.000
kilometres away, enjoying a different time of day and a different season of thecymsaitrto mention

a totally different institutional environmentegulating his or her gainful work.

Empirically, work focusses on (1) Workplace Learning (2) the Workplace (3) the Work System (4) the
Organisation, (5) the Individual and (6) the Individual Live Structure, all unddras belonging to the

micro level of analysis. (7) Organisational Field and (8) Life Space/Life Structure are taken as
representing the mestevel. (9) Stratified Societal Environment and (10) Global Embeddedness
naturally represent the Macrhevel of aalysis.

A summary of the key arguments used for constructing the wider context
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Figure2-2)
Intersection of the organisation and the individual [Microevel]

(1) Workplace learningis understood as the dap-day learning by participating in the work
process and by collaborating in the relevant social settifgsefers both to the acquisition of
skills and knowledge and the participation in communities of practice. It includes professional
and organisational socialization, it may include upwards movement to higher stages of
professional competence and the ddgpment of a particular identity as a member of (a
subgroup within) the organisation and/or the member of an occupation/profession.
Workplace learning may or may not be supported by-fmnmal education and training. For
explaining the extent and qualityf workplace learning, it has been proposedutederstand
workplace learning as the negotiated outcome of organizational and individual agency,
mediated by the design of the workplace/the jab
Workplace learning, in all its meaning from acquiring skilts develop a particular identityg
Aa Sljdzftfte O2yaARSNBR | 1S@& O2YLRySyild 27
lack of opportunity for workplace learning is considered a severe burden, hampering individual
development within the workplacend in wider life areas. Learning deprivation at work

- R d:

O2yaitAiiddziSa 2yS FILrOG2NI 62FGSy O2YoMWsuRt 6AGK 2

Carré, Findley and Hi)l2012) Workers may raiséheir voices to change learning deprived
jobs, prepare for leavinfpr better jobs or risk that the job takes a toll on their lives over time.

Asworkplace learning cannot be observed directly, ENLIVEN will rely on varatagies for

its exploration, mainly by exploring the qualities of the workplace which are found to indicate

a high/low potential for workplace learning (see below).

a) 2SS FINB AYyUGSNBadSR Ay (GKS AYyUSNBASsSSQa
systematic approach to competence development as experienced by the employee in his
early years with the current employer. We are particularly keen about any narrative on a
systematic application of a pedagogy of workplace learning, so any explicit arrangement
where work assignments are given to early career workers for the learning they are
typically requiring, and where less complex assignments prepare for more complex
assigments(Billett, 2001; Biétt, 2002)

b) As we are interested in the subjective perception on workplace learning, we will invite
interviewees to present their vision of learning experiences at work, by narrating events
or situations where they have learnt something important enlotig be recalled. We are
interested both in experiences rated as positive and rated as negative. We are interested
in how interviewees have experienced the narrated situation as we are interested to learn
about readiness to engage with or refrain from aiions where learning is at hand.

c) We trace the rationale of an indicator proposed for marking high potential for workplace
learning in the narratives, that is whether a worker is responsible or not for solving

4Workplace learning is thereby mainly either informal or inciderstalit is also often addressed as informal
learning at work, to be separated to formal and rfmnmal jobrelated further education. See the now classic
(Marsick and Watkins, 1990)
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

unexpected issues at work by inviting intewiees to narrate situations where something
unexpected happened and how they were (not) involverksolving the issue

d) We will explore whether or not the interviewees perceive their workplace as learning
conducive, as we are interested in confrontihgir perceptions; which are likely to be of
some consequence for their motivation to learn also beyond the workpiagigh a) our
26y NI GAYy3 2F | ¢2NJ LI I O0SQa fSIENYyAy3da LRGSY
against the backdrop of survey soureds) the perceptions of cavorkers holding aimilar
role/position in the same organisation. By the latter, we are going to explore and
understand the importance of individual life histories, identity and personality for the
perception of a workplace andhé likely consequence for actively participating in
workplace learning available.

e) Finallywithi KS KSt LI 2F GKS Wi SINyYyAy3d LINR2SOGaQx
negotiating their active participation in a new learning exercise providesthough
mediated by the ENLIVEN researcheby their employer organisation.

(2) Theworkplaceis understood broadly as a stable bundle of tasks assigned to or adopted by a
job holder situated in the social fabric of an organisation. Organisatiasesthe authorty to
designing jobs thereby applying theirorganisational agency.Organisations enjoy
considerable, yet, still limited discretion over job design, which is limited (to a certain extent)
both by technological requirement of work systems and by institloconstraints
established on the organisational field level (5), the societal level (9) argtwbal level (10)
(see below).
Beyond formal job design, there are informal processes oftdajay readjustments of jobs,
both as the outcome of relational NtizZ3 3t S& o WLt AGA0a 2F 62N Ay
individual investments in a given job. Reflecting the wider organisational arrangements, jobs
can be either fluid and malleable or restricted or rigid.
Workplaces invariably differ greatly in qualigs addressed by the quality of work strand of
research. In particular, they differ by thmtential for workplace learningthey offer to the
employee; workplaces could be more or less conducive for workplace learning, showing
features which either expang@ NJ NBAGNRAROG |y SYLX 28SSQa 2LJiAz2
learning potential to be realised, the employee needs to apply his/her agency and involve
her/himself in the learning available. Readiness for workplace learning may depend on both
factors relaBR G2 GKS g2NJ LI FOS 2N GKS AYRAGARdZ

We are going to describe workplaces and their likely learning conduciveness by drawing on
selected concepts, including
a. Whether a workplace is following the principles of an Occupation&rganisational
Spacé, that means whether the workplace mainly mirrors the skill/tasks bundle of an
established vocational (professional or pgmafessional) occupation or is

5 For the key difference between a split/the combination of the usual/unusual, introducégiike et al.,
1990) see alsqSkule, 2004andfor an interpretation within an economic of organisation framewgrkmi
and Gaj, 2009; Leoni and Usai, 2005)
8 Introduced in(Maurice et al., 1986)iscussed iiHefler and Markowitsch, 2012)
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idiosyncratically created for serving the idiosyncratic purpose of an omrg#ons
(Note, the job holder may hold a vocational qualification, however, the organisation
might not rely on the established skillgks bundles; Vice versa, a job may broadly
mirror what a typical vocationally trained worker can do, yet, employ job helde
lacking the relevant credential). There is clear assumption that workplaces related to
standardised occupations are on average broader and can better rely on external
sources for training than job profiles totally specific to @mganisation

b. Weareiii SNBEa G SR Ay (K $MatWifedzt al., AIBAYIAL isithezafeerd LI Y Q
steps typically accessible for entrance workers holding a particular level of
gualification (e.g. entering as unskilled, seskilled, skilled in a particular occupation,
holding an upper secondary school degree of particular kind, holding esposhdary
or tertiary degree). Furthermore, we are interested in formal qualificationst
formal internal programmes foreseen for moving up to a particular step on the career
ladder (e.g. team leader; program director; deputy shop manager).

c. Whether a workplace is part of a (selfganising) team (e.g. sharing the responsibility
for a partcular production process) or more isolated with only efined links to
neighbouring workplaces (e.g. on a production line; in afi@stl restaurant kitchen
with fixed work spots).

d. A rich description of the job designincluding the job range, job dép and job
relationship$. In particular, we are interested in the job range, so in a full breakdown
of activities belonging to a particular job. We are moreover interested in which areas
of the job an employee is expected to perform tasks requiring hitgeels of specific
competences. As a working model, it is proposed to start with the VQTS apfyroach
although only in a simplified version. It is proposed to rework the information gathered
in the first interview with employees and present the intermegiaesults in a
structured way for further elaboration in the second interview and use the final
outcome of this competencseensitive job descriptions for communicating within the
case study organisation and for comparing results across corporations.

e. Theapplication of the Learning conduciveness indicator propose(Gkule, 2004)
NEFSNNRAY3I (2 a1l 2¢ 2F0Sy R2 e&2dz t SINYy a2y
a2YS2yS K2f RAy3a @2dzNJ f S@St 2F ljdzZ €t AFAOI (A
youbeabsentNRY @2 dzNJ 220 @A0K2dzi f2aAiAy3 GNI O] Ké

f.  Summarising the findings from interviews according to the dimensions proposed in
the expansive/reactive learning model @fuller et al., 2004)

g. We propose to use an excerpt of approx. 15 questions of the European Working
Condifon Survey (available in most partner languages) as a supporting research
instrument, used by(Valeyre, Lorenz, Cartron, Csizmadia, Gollac, llléssy and Mako,
2009)and in other related work for constructing their typologies of workplacBse

" adob design specifies the contents of jobs in order to satisfy work requirements and meet the personal
needs of the job holder, thus increasing levels of employee engag@n@minstrong and Taylor, 201445
8 Job rangeg the number of operations a job holder performs to complete a task; Job defith amountof
discretion a job holder has to decide job activities and job outcor@dob relationshipg the interpersonal
relationships between job holders and their managers angvodkers. lbid, 146.
9 http://3s.co.at/download/VQTS%20model_VQTS%2011%20resdfts
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Annex (related to the typology of work systems/organisatiivisitzberg, 19793 see
below).

h. A proxyfor the labour turn over (e.g. new entrance as a proportion of all employees;
proportion of employees with more than 10 years of job tenure), representing the
unobserved effects of job stability on workplace learning/organisational learning
(based on Arrowl 962, discussed hiGrip, 2008¥).

Organisational level [Micro level]

(3) Thework systemrefers to the way to organise the production process for gomda service.
It depicts the way the process is broken down into single jobs, how the latter are connected to
and related with each other, creating thereby a stratified, relational system of social positions.
! g2N)] aeéadsSy 02yl N emifit formal Btructuné. Wik Byistghds & | G A 2
determine the numeric relationship between particular types of japfor example, the
number of managers compared to workers without managerial authority, the number of
employees in specialist departments compatedront-level worker etc. To a certain extent,
work systems predetermine the leeway for crafting jobs with particular features. While some
products (e.g. crude steel) and services (e.g. legal services) garhdrahd with particular
technologies, whichrestrict the choice of work systems at hand, organisations fsdille a
particular stake in deciding on their overall work system as part of their bounded agency. In
other words, similar products and services could be produced in sufficiently competitive
ways based on different work systems

Guiding distinctions include

a. Key production technologies (including social technologies) applied, with special
attention to their implication for job design/work autonomy. E.g. steady process
industries (steel, chersiry); fully automated manufacturing requiring high levels of
investment and a two/three shift operation;

b. Key philosophies ofthe work organisation, in particular whether or not work is
designed around complete business processese line of product/serices, a group
of employees share responsibility for all steps in the production circle, including
marketing and sales (instead of applying a functional department structure). Whether
or not a firm adheres to lean manufacturing philosophies; whether oraditms
FLILJX AS&a a2YSGKAY3I &AAYAL I N (ARppetbautn|Bierd K LIS NF
Berg and Kalleberg, 20Q0)Ne are further interested in the relative importance of
autonomous work teams and the prevalence of projects as a form of organising work
internally.

c. We are particularly interested in grasping and displaying the ovstaltcture of
workplaces established within the organisation, so knowing about a) the proportion
of un/low skilled workers responsible narrowly defined tasks (Nlaglorism) b) the

10 https://www.sensepublishers.com/media/110®e-learningpotentialof-the-workplace.pdf
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proportion of skilled work; ¢) the numeric relationship between manageridl nor
managerial employees (span of management); we will interpret this against the
backdrop of the organisational stratification/relational perspective on work literature
(for an introduction seéTomaskovidevey, 2014)Stainback, Tomaskovizevey and
Skaggs, 201D)

d. We are interested in the importance of the occupational versus organisational space
(see above), here, with regard for the organisation as a whole (idstea the
particular workplaces under study).

e. We will observe the levels of inequality and segregation with regard to gender, ethnic
minority or (devalued) migrant status, when reconstruction the work force and the
distribution of particular groups acrose areas within the organisation and across
the various layers of hierarchy.

(4) Organisationsare addressed as purposefully designed systems to achieve a common goal,
having | LI NI A Odzf I NJ F3SyOe F2N) R2Ay3I WiHKIBAN KA
achieved over the organizational life circle and depending on their environments for resources
and legitimacy; even more, their borders are permeable, so that they need to be understood
as open. Organisations purposefully design formal structureseiiery their dayto-day social
life is characterised by informal proces8esMembers of the organisations do mainly what
they are expected to do, however, they follow their own inteseesind compete and
collaborate for achieving their own goals. Deviaticoni shared rules and norms is a normal
feature of organisational life. Organisations have their formal power structures, with managers
exerting authority over their subalterns, including a say in hiring and firing members. With
regard to workplace learningorganisatioal capacity ¢ as exerted by their layers of
management and negotiated with their workforce and its representatjisra key questiom
terms ofhow jobs are designed, how jobs are embedded (for example in teams), how jobs are
organised in jb ladders and career progression routes. Moreover, the management of an
organisation can take a more or less keen interest in supporting workplace learning and can
FLILJX @ Fdzy RFYSyidlffe RAFFSNBYyGd | LILINRFOKSA (2
restraired by its dependency on resources retained from its environment, it is particular
shaped by the institutions establishexd the level of organisational field angimediated by
the latter ¢ institutions shaping the wider society (or the transnatiogphce) it depends on.

Models for organising work, shaping jobs, supporting or limiting workplace learning might be
GFr1Sy t+ta o0dzAtRAYy3I o0ft201a FNRY Lty 2NAFyAal (.
justification can be found for such an adoption and evdremw related practices might stay

decoupled from informal processes which keep the machine running.

With regard to the interrelationship between organisational agency and workplace learning,

topics we are particularly interested in include:

1 Openness and the importance of the informal socialftifeorganisational processes is addressed by
understanding organisations as natural (not only rationally designed) and open (not refrained to the
organisational borders) system$ott et al., 2007)
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a) Learning abouthe overall structure of the organisatiagit is proposed to collect sufficient
information, so that we can apply tentatively typologies of organisations, for example the
one proposed byMintzberg, 1979)

b) We are interested in learning about the key business strategies, in particular, whether an
organisation is presented as competing on theidaglow prices or on the basof high
guality or innovativecutting-edgeproducts/services.

c) We need to learn about how the Human resource development function is
organised/dispersed across the organisations (e.g. is there a HRD professional/a HRD
department; if yes, with which function; how are the HRD functions of (line) managers
designed)

d) We would like to learn details about approaches to Aommal training and collect
sufficient detail, so that typologies could be applied (e.g. typology of training cultures, see
(Hefler, 2013)¢C2NJ NF GAy3 'y 2NBAFyAaldA2yQa GNIAYyA
existing data (CVTS), we will use a selection of questions of the CVTS questionnaire to
collect backgrond information.

e) We are patrticularly interested in accounts of planned approaches to workplace learning
(also addressed as competence development or pedagogy of work place learning). Are
their formal or informal plans (e.g. tacit knowledge applied by teaauérs) to further
develop young employees by assigning particular tasks and by providing structured
feedback, allowing for deliberate learnir{gricsson, Krampe and Tedgtimer, 1993)

How are development pathways outlined and how is experience gained and learning
achieved assessed and documented? We expect that accounggaoned workplace
learning will differ between layers of the management (with line managers having a
different, more nuanced view) and between management and early career workers.

f) We are also interested in the way organisations present their approactasitcapacities
for innovation. We are particularly interested in whether or not the average
workplace/employee is considered as a particular resource for innovation and whether or
not particular measures for knowledge sharing are in plg&adgns and Waite, 2010;
Hayrup, 2012)see also the landmark stu@onaka and Takeuchi, 1995; Nonaka, Toyama
and Byosiére, 2001)

g) We are interested in the organisational climate. Beyond insight given by the interviewees,
we will apply one established scale for measurement (not selectéd yet

Individual Level (Micro Level)

(5) For theIndividual, the workplace forms a key part of the individual life structure (being

unemployed is equally a dominating feature), which typically not ontdR &0 SNX¥ Ay Sa 2y S
economic situation, butforms avitatpNIi 2 F 2y SQ& ARSyGAGe o f (1 K2dz
negation, taking the work issue not serious at all). Current work experience is thought to

2y (iNRO6dziS G2 Fy AYRAGARdZ f Q4 OdNNBYd 68t¢t 087
not only dlows for learning and development, it has the potential to motivate or inhibit

learning ambitions in other areas of the life structure as well. While the workplace and a

fI Olklodzy R yOS 2F fSFENYAy3 2L NI dyualisaiba O2y 3
empowered to negotiate his/her engagement at work, make use of or reject learning
opportunities available and decide to infuse work with meaning or retreat from work and
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prepare for leaving the organisation. Learning more about the potestiatces for different
individual responses to similar conditions at work and options for workplace learning is a
particular aim of the overall approach of the ENLIVEN field work.

Topics we are particular interested in include

a. ¢KS AYRAQDA Rz tiwhad is es€ebtialdnyf his/herdderdity (anchors of
identity); we are interestd to learn about the way gainful work is seen/rejected as a
badgs for identity building (identity as member of an occupation/a profession; a
member of a particular firm; as aember of a formal or informal status group within
the firm (e.g. member of a trainee program for aspiring managers; part of a group of
workers who dare to speak up), a member of the working class and/or the labour
movement. When the current work is preseudtas without much significance, we are
interested to explore the reason for this alienation. We are interested to learn about
how individuals explain the ifsignificance of the current job for their identity. We are
AYGSNBAGSR Ay LI 30 A¢gaRBNDASASENDIARFY {iKG & «
interested in the impact of anticipated (hoped for) workplaces on the current identity.
Finally, we are interested in key sources of the identity articulated by the interviewee
beyond gainful work (for example gdtity rooted in another part of the life structure,
for example a closely knit peer group of friends; parenting; civic engagement,
adherence to a particular youth culture, identity rooted in a particular minority or
migrant culture, in a particular relign, etc.).

b. Current (within the past three to six months) preoccupation with particular
tasks/challenges in young adulthood (emerging adulthood), beyond the workplace.
Issues include tasksucht & f S GAy3 GKS LI NByiQa Kz2YS:
relationships, starting an educational programme. Unexpected challenges may include
the (untimely) death of éovedone, an acute severe health issue etc. (for frameworks,
(Anderson, Goodman and Schlossberg, 2012; Sugarman,) 2004 alsanote other
and more chronic forms of crises (e.g. excess indel#ssindrug issueshowever, we
will not explore them in any detail. We will analyse these temporary preoccupations
as unavoidably competing with a focus on woekated issues, including workplace
learning.

c. Identity as learner/representation of thprevious school career; we are particularly
interested to learn about the overall pattern of the educational caréer.

d. Orientation towards workplace learning and work careers; we will investigate the
demonstrated overall career orientation and transitiorhlaeiour, taking the patterns
identified by(Evans et al., 199%) ¢ reporting on the generation born around 19¢0
as a starting point; based on the narratives, we wilplore whether additional
LI GGSNya OFy 68 ARSYGAFTASR 6F2NJ 2 KSNJ &dzo

12 See for example the four basic types propose(Evans and Heinz, 1994)for the generation born about
1970; I) academic mainstream llaitning and employment leading to skilled work IIl) other training leading to
semiskilled work 1V) early experienced in unskilled work and remedial training schemes.
13 patterns identified include a) strategic transition behavior; b) $tetep transitiorbehavior c) Taking
chances transition behavior; d) Wait and see transition behavior. (ibid).
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(6) For gaining a fuller understanding of the context of individual agency and subjectivity, we will
explorethe individual life structure over a mulyear period (approx. 10 years) including the
articulated plans for the (near) future. The life structuedatesto ¢ following Levinsond G K S
LI GGSNY 2N RSaAdy 2F kHn-daSNBEERESE &t alf, 1996Fubted: Y S a K/
AY | STt SNI HNAWYOFINEM MOROYHLI20L Siyad &I I NB 2y SQa NBf | GA
INRdzLJATX YR AyalAalddzianzyar gAGK £t Fawsoda 2
life. A person has relationships to work and to various elements of the occupational;, world
friendships and social networks, love relationships, including marriage and family; experiences
of the body (health, illness, growth, decline); leisure, recreation, and use of solitude;
memberships and roles in many social settings. Each relationdlke &thread in a tapestry:
the meaning of a thread depends on its place in the total desiflrevinson 1980, 278
Learning in other areas of the individual life structure may add to rich workplace learning or
make up for poor learning opportunities ataaWNJ @ | 2 6 SGSNE WGKS 2y 3 |
undercut any ambition for or capacity to learn in any other part of life (as e.g. predicted by
WISy SNI f A & [(Kbhh and SahdoISral®gs)Q 2 F

a. Based on the narratives to open questions and answers to structured questions, we
summarise egnts/turning points (e.g. the death of a family member; unexpected loss
of employment) andngoing spells of activitfe.g. participation in a theatre project
from June 2014 to March 2016; military service from April 2012 to March 2013) in all
areas of thelife structure including a) gainful work b) household & intimate
relationships & parenting c) relationship with friends d) civic engagement e) leisure
activities f) participation in organised education. We investigate further the use of
public support melsanisnsin place for career guidance or supporting participation in
(further) education or for overcoming any other challenging situation reported. Life
structure will allowusto interpret the presence of particular challenging situations or
the absence bexpectable events/spells.

b. The representations achieved will also allow for linking the individual case vignettes to
results of qualitative and quantitative life course research on transitions in youth/early
adulthood (for a review(Buchmann and Kriesi, 2011)/e ae particularly interested
in studying our case vignettes against the backdrop of research on patterns of-school
to-work transition; transitions in early careers (movements within firms, movements
between firms; movements between sectors/occupational fiel®vements in/out
of unemployment and phases of inactivity) andcadledwork-to-schooltransitions,
where education temporarily regain priority over gainful work.

Representations of the decisive environments, enabling and constraining2nBlB I YA al A2y Q&
AVRAGARIE £ Qa 3Sy0e waSaz [ SOSt 6

(7) Organisational fieldsform local institutional orders which simultaneously expands a
particular resource; andrestrict ¢ as a particular constrairg organisational agency. Ghe
organisational fiel level, expectations are establishalout what organisations should do,
for example, with regard to work design, job design, support for workplace learning or any
other practice of human resource management. Organisational fields express the idea that
markets are embedded social institutionalias fields, which are equally areas of fierce
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competition, where organisations struggle for supremacy, legitimate participation or survival.
Organisations can buto not necessarily comply with the expectation on field leyiley owe

a considerable leeway for strategic behaviour within organisational fields.

While information on the relevant organisational fields will be taken mainly from secondary
sources, withinhe interviews with the management, we will collect information on how the
members of the organisation perceive their field. Questions will include:

a) What are theperceived dominant organisations in the field (national/global), key direct
competitors, key aganisations providing specific types of education/further education,
key research organisations, key professional networks and their journals/information
channels, key authorities relevant for the fi@ld

(8) Individual Life Space/Life Worldndividuals are mbedded in social environments situated in
space and time. From a particular vantage point within a relationally constructed social space,
the world is perceived in a particular manner. For addressing the specific embeddedness of a
group of individuals, sirting points are the psychological idea of an individual life space (Kurt
Lewin) and the constructivist concept of the life world (Berger/Luckmann). Differences in the
life space/life worlds for groups within society can be addressed by a Bourdieusiahctags
approach or by an approach differentiating between social milieus. Individual agency, in
particular as applied in workplace learning and career decision making, is understood as a)
bounded by the particular place within the social class struc¢tuparticular milieu and b)
changing with the particular class fractions/milieus and the resources typically available to
them. Individuals can refuse to follow the prescriptions of their milieu, however, they are
restricted by the fact that they are in enplace (e.g. among a rural community of factory
workers living nearby a former plant) and not in another (e.g. among students of humanities
in the capital city). Within the bounded agency framework, the life spacel/life
world/class/milieu will work as theoncrete/relevant environment which can strongly differ
from what is available/feasible on a societal level (as constructed, for example, inr cross
country comparative studies, based on various indicators).

Within the case studies, we are particular intsted in:

a) Learning about the communities young employees pagrtreemselves as belonging to

b) Learning about the family of origin (occupation of mother and father, educational
achievement of mother and father, number of siblings, overall understanding dfyfam
(nucleus or broad understanding, involving potentially hundreds of people))

c) Learning about the perceived trajectory within the social space (whether the current job
is considered an expected/unexpected outcome of the life course up to the time of the
interview; whether or not it is considered as in line with the social status of the family of
origin)

Representations of societal and global embeddedness as mediated by organisational
fields/individual Life Space/Life worlds [Marco Level]

(9) Societal levelThe societal level provides the structured environment for the elements studied
on the mesdevel (organisational fields; life space/life world) including its societal level social
institutions as described by the comparative literature on varieties oftalign, employment
systems, welfare state systems, and education and skill formation systems.
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Analysis for wp5/6 will be linked to the work in other work packages, in particular wp4
(employment, welfare, varieties of capitalism) and wpl, 2 and 3 (edutaiistems, systems

of lifelong learning).

Within 5/6, there is a particular interest to observe where studied organisational fields clearly
RATFSNI FNRY 6KI G 62df R KI 8S 0SSy SELISOGSR 2y
overall institutional makaup. For example, when collective bargainisithe societal norm, we

INBE AYGiSNBaAGSR:Z ¢gKeé (GKAA YAIKG 0SS y224 GKS OF
country.

(10) Global embeddednes$: 2 OA SiASa Olyy20G 06S FylLft@aSR Ay A
need to be understood as deeplntérrelated within global systems of exchange and
domination. Not so much societies as a whole, yet, individuals and organisations, respectively
particular communities and particular organisational fields are in exchange and therefore
exposed to the positie and negative effects of transnational interaction. Transnational
influences need therefore to be considered both as mediated by societal level institutions and
as taking place in an unmediated way, where actors of various type exchange directly with
actors situated in a different societal context. Exchange processes themselves (within a
particular economic subsector) are likely to result in new transnational fields where the mutual
expectations of involved parties are stabilised. ConcepthasGloalisition [sic] (Robertson,
2012)try to grasp the interweaving of various locals into a new blend, representing what
globalisation means for particular actors in place and time. With regard to workplace learning,
being sensitig to the global embeddedness is also required for avoiding the pitfall of blaming
particular countries or industries for being left over with the less inspiring stages within value
changes and geographically distributed production systems.

Within the cag studies, we are particularly interested whether

a) organisations interact in transnational value chains/are part of distributed
manufacturing systems

b) employees studied are in touch with colleagues abroad on a daily base (e.g. using
English as a ling franca).

¢) employees belong to transnational communities (for example, religious or ethnic
diasporas; transnational communities of youth culture, formed around a particular
activity, for example eports).

¢KS 9b[L+x9b LINE 2SO imdencyslohvotkFace lddadBiogy Sy Ga 2y A

Figure 3 outlines the line of argument and its related propositions which inform the design of the case
studies. The key proposition is that workplace learning is the negotiated outcome of individual and
organisational agernyc The workplace itself is understood as the environment enabling or restricting
fSENYAYI G 62N I 6KAOK O2 dgieiter or fessenboriiptcelleRmigS & 4 S R
potential.

Workplaces are thought to be the key organisational units igtekills are exploited for producing
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goods and services. Simultaneously, while workingrteeessanskills can be created, making the
workplace potentially a vital site of learning. The learning available in a single workplace is also
influenced by the overall organisational environment. However, the extent of how this learning
potential is used stronglgepends on individual agency. Moreover, individual agency contributes to
the shaping of workplaces itself, as workplaces may respond to the ways individuals take on and
perform their jobs. How different individuals apply their agency for realising thailez potential of
workplaces is at the heart of each organisational case study.

For understanding individual agency, iniscessarnto describe systematically the learning potential

of the workplace and to study features of workplaces expanding oricésg the learning potential
available. As a starting point, the frameworkFafller et al. (2004has beeradopted however, it is a

key task of the case studies to add to the existing knowledge on factors shaping the learning potential
of the worlplaces.

Figure 3 provide a recap of the flow of arguments. Without doubt, organisations shape single
workplaces, thereby applying their agency. However, what can be studied based on the example of
single workplaces, needs to be regarded as an outcomeood tmasic organisational attributes, which
themselves areg among other thingg the outcome of the application of organisational agency.

The organisational case studies focus in particular on the imayhichwork is organised, as the form

of work orgarisations predetermines the types and structure of workplaces available. Furthermore,
organisations shape career patterns deliberately and may create segments within their workforce
showing better or poorer employment conditions (organisational stratiftegti Career pattars and
organisational stratification are believed to be rather dependent on each other.

Organisations also define their human resource management and development practices (including
training). While organisations have some leeway impsf@their policies, the policies themselves are
thought to be heavily influenced by the workplaces created and dependent on the overall work
organisation and the career patterns established.

Organisational and individual ageretdikeare shaped by othegnvironments beyond the organisation

studied. Organisational agency is thought to be bounded (enabled and restricted) by various features
studied best at an organisational field level. Organisational fields are permeated by societal effects of
single sociges and by transnational fields representing global integration. Individual agency is
conceptualised as shaped by the individual life structomatedA y 2y SQa fAFS 62NI R |
position within the (Bourdieusian) social space. Societal effdtage the social space and thereby

individual agencyTo conclude, both organisational and individual agency are thought to be shaped by
factors beyond the organisations studied asme examined in the context dhe relevant literature

reviewed in the peparation of the case studies.

a7



ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

Figure2-3 Map of the key line of arguments linking the elements of the study
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2.3.1 The importance of economic sectothe ENLIVEN approach to select economic sectors

Economic sectors are defined by the goods and services they provide, however, they are also
characterised by their specific profile, speaking of the size of companies present or the type of
occupations dminating.Economic sectors are a key unit of analysis as they are characterized, to start
with, by particular compositional effects, meaning that in certain sectors, it is much more frequent to
find organizations with particular features than in others dhdt some occupations are much more
frequent than in others. Some sectors are even unique by their types of organisations covered and
their selection of occupations employed in larger numbers. While, for example, in all sectors, there are
small and largeorganisations, some are dominated lyfew very large ones, others not. While
managers and cleaning personnel can be found everywie@yy current engineers or hair dressers

are overrepresented in one sector and practically absent in all others. Itpisriamt to note that
economic secta may differ in their profile from one country to another, as they are composed of
completely differentorganisations For example, the textile sector used to be dominated by medium

to large enterprises and lowskilled workers, however, in many highage countries, the surviving
organisations may be mainly small to medium and employing a hélfilgd, highpaid personnel
specialized in specific production technologies or in design and marketitigany lowskilled wak
off-shored. Beyond the specific profiles of economic sectors resulting from compositional effects,
economic sectors are in many countries the level of collective interest organisation and collective
bargaining. Employer associations and trade uniong li@vnany countries a sectoral base. Economic
sectors differ greatly in the strength of their business interest organisations and their sectoral unions.
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In coordinated economies, coordination takes place often on sectoral level. As outcomes of interest
coardination and collective bargaining may strongly differ between seatansparticular, in the long

run -sectors develop their particular profile, for example, with regard to their wage levels paid (high
versus low wage sectors).

For the work in the ENVEN project, three socieconomic sectors have been chosen for their
expected featureg expectations includes

- for the retail sector, that it is dominated by a few major, large organisatigrich are
powerful enough to enjoy considerably leeway in orgengzvork. Moreover, the retail
sector is known for employing high number of lgkilled employees; among them high
numbers of young people with low or no formal qualification. Moreover, the retail sector has
been chosen for its comparatively low wage lemedl a workforce dominated by women.

- For the metal and machinery sector, that it will cover a large number of small and medium
enterprises, which may differ in the ways they are organizing work, having either-akiilgh
or a lowskills profile and areraploying mainly skilled workers with a medium to high level
of qualification.The metal sector is expected to employ substantial numbers of young
people.Overall, the metal anchachinery sector has been chosen for being a-ighe,
male dominated sectonyith a frequently strong trade union membership base and fong
term established business interest associations.

- For the adult education sector, that it is dominated by small to medium organisations,
employing mainly highly qualified adult educators, howewtie to a lack of stable public
and private streams of income, offering mainly precarious employment conditions and rather
low levels of pay, at least when compared to the wages of other university trained groups of
employees. New entrants in the adullécation sector are expected to be much older than
in the case of the other two sectors, mainly due to the high qualification requirements.

In the following, somekey statistics for the three selected sectors are presented. In retail, the
proportion of yaing adults (1824) among employees is particularly high in Denmark and quite high in
Belgium and EstonigFigure2-4 ). The proportion of young employeesnong the work force is
moderate in the Metal sector, but much lower than for retail. It is particularly low in the two countries
selected for case studies, that is Spain and Bulgaria.

Figure2-4 Agestructure of employees in retail (Labour Force Survey, 2018)
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Figure2-5 Age structure of employees in manufacturing (Labour Force Sunis), 20
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For the adult education sector, theis a lack of statistics, so that only data for the education sector
as such can be presented.
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Despite the continued policy interest in lifelofearning; all the people who provide course work of
various kind or provide training in the workplace as their key actiatjult educatorsas a group of
employees receive onlgcant attention. At the European Level, there is no statistical source
establshedwhich showghe number of people making a living as adult educators (with the exception
of particular subgroupssuchas for example, driving instructors). Eventhe level of the member
states, information on employed adult educators is limite@tsred and often incomplete, covering
some types of institutionsyhilstexcluding many others. In a similar vein, there is a scarcity of data on
adult education providers across the EUR@ically, statistics on organisations in adult education
cover oy some types of longstablished organisations receiving some state funding, however, but
not the large number of private fgprofit or non-profit organisations. Moreover, very little information

is available about organisation which provide adult eduwratnly as a additionalactivity amongt
others, such as the many organisations supporting refugees, which hals become important
providers of adult education in many countries.

Despite the severe gap in information available, some key trends obgmpgint in the adult education
sector¢ and in particular for adult educatorshave emerged from the literature (e.@obischat, Elias
and Rosendahl, 2018Fontrary to teachers in the initial education system, adult educators are much
more often employed on shotterm, hourly contracts. They are much more oftdapendent sel
employedworkers (Muehlberger, 2007; Williams and Horodnic, 201B)e level of income is much
lower and the level of work loagdmeasured as the number of teaching hours required to earn a full
time wageg is much higher Wwen compared to teachers in better institutionalised areas of education.

To conclude, for the case studies in the adult education sector, many statistics are not available.
Moreover, statistics on education in general give only some orientatiohdo na represent a fully
satisfactory picture for adult education, as the latter stands out in many aspects.

Speaking of the age of adult educators, it is expected to be somewhat close to the education sector in
general, reflecting the average qualificationééand the comparatively late entrance in the field. It is
evident from the age profile breakdown in the diagram below that the adult education sector employs
the majority of its staff from the 26 to 39 age bracket, across all four countries in this emapt for

Italy, where the majority come from the 40 to 64 age bracket. It is clear in all cases that there are very
few workers in education who are under 26. This is likely to be due to a need for considemndble
lengthyexperience amongst both teacty and support staff.

Figure 2-6 Age structure of employees in education (Labour Force Survey, 2018)
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Beyond the age structure of the workforce in the sectors under study, it is also important to see how
large a share of all young people are employed in a sector. There are some sectors which are
particularly operto youthemployment,especiallythe retailsector.

As shown irFigure2-7, the Danish retail sector employs more than one third of alP45/ear olds in
employment, which is an outstandiltydhigh value. However, retail is also a key employer of goun
people in Belgium and Estonia, withe in five of young adults employed in retail.

Manufacturingas suclt, not to speak of the metal sector alomehas ceased to be a key employer of
young people practally everywhere. Among young adults, only onéein is employed in
manufacturing in Spain and only one in twenty in Bulgaria.

Education, and adult education in particular, ig adield of employment forl5-24-yearold, as the
vast majority of jobs require higher education; so early career workedteinfirst ten years of
employment are mainly between 25 and 34 or even older.
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Figure2-8 Employees 124 in manufacturing, retail and wholesale and education as a proportion of all employees (Labour
Force Survey, 2018)
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Speaking of wage levels for all employed and for young adults in particular, manufacturing is a high
wage sector in high wage countrisgschas Denmark, Austria, or Bgum and to a lesser degree,

Spain, where the remaining jobs in manufacturing pay much higher wages than other economic
sectors. Wage levels in the metal sector are typically much higher than in manufacturing in general.
In other countriessuchas Bulgaa or Slovakia, the wage premium for manufacturing work is much
lower, however, it is still considerabli@ particular in the metal sector.

In the retail sector, median wages are below the country average in all countries, however, there are
AYLR NI Fy (G RATT DehBityiorSekail viogk, whidh & sighifidard i§ high wage countries
and less severe in lowage countries.

Pay leved in education are mainly driven by teacher wages in initial education; adult educators
typically do not enjoy similar wage levels. However, the pay for teachers in general certainly provide
the yard sticladult educators apply for rating their own lewalpay. Average levels of pay for

teachers is typically below the level of pay in manufacturing and above the level of pay in retail in
high income countries. In low income countries, teacher wagetoareand often even lower than

the median wages in reila
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Figure2-9 Mean annual income (gross) across ENLIVEN Partner countries and sector groups studiedl28getgroups,
break down for gender
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Figure2-10 Mean annual income (gross) across ENLIVEN Partner countries and sector groups studiec@pibyres
younger tha 30, breakdown for gender
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Source: Eurostdbissemination Database Structural Income Statistics 2014, only organisations with 10+ employed;
representation

2.3.2 Country as environments

Countries provide specific institutional environments, which d@ught to be deeply influential for
practically all dimensions other study.

As in other worlpackags of the ENLIVEN project, the analysimiormed by a typology of countries,
using the forms of economic coordination, the types of welfare regimes amddminating features
of the education features at its main dimension. For a detailed discussion see, DZRoasthaa and
Saar, 2017; Saar, Ure and Holford, 2013)
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Table3Typology of countries based on varieties of capitalism, welfare state regimes and their extensions.

Market economy

Liberal market economy

Coordinated market economy

Dependent market economy

Economic governance

Corporate
governance

Industrial relations

Education
training system

Transfer
innovations

Welfare state

Labour
policies

and

of

market

Limited business coordination

antitrust laws
External
shareholders
Market based;
Few collective agreements;

control/dispersed

Decentralised bargaining;

Trade unions and
associations are weak;
hiring and firing

employe
low cot

General competences
Initially employers invest little in
human capital

Based on markets and forme
contracts

Liberal

Minimal income protection

Strong business associations, intempany networks

Internal control/concentrategshareholders

Corporatist;

Sectorwide and even national agreements, coordinated bargaining, statutory wol

representation;

Strong trade unions and employer associations; employee cooperation in firms

wage moderation

Industry and/or

compangpecific

Initially employers invest in human capital

competences

Important role of joint ventures and business associations

Social democratic

Generous
protection;
developed active
market policy

Conservativegontinental

income Good income protection;
strongly medium developed active
labour labour market policy

Southern Europe

Medium
protection;

developed active labour

market policy

income

Hierarchy within transnational corporations

Control by headquarters of transnational enterprises

Company level collective agreements;

Decentralised bargaining;

Trade uions and employer associations are weak

Limited expenditures foiurther qualification

Intra-firm transfer within transnational enterprises

Postsocialist,
neoliberal

Minimal income
protection; less
developed active
labour  market

policy

Postsocialist,

embedded
neoliberal

Minimal  income
protection;  less
developed active
labour marlet
policy

Postsocialist, Balkan

Minimal income
protection; less
developed active

labour market policy

Adult education Relatively widespread, unevenl Prevalent, often subsidisec Education and training Low participation, Participation on Participation quite Participation very low,
distributed, mostly ircompany by the state provides appropriateskills. inequality in medium level, low, inequality in inequality on
training Comparatively low participation high unevenly participation quite participation quite

participation distributed low high

Countries United Kingdom , Denmark Austria, Belgium Italy, Spain Estonia Slovakia Bulgaria

Source: Quoted frorfSaar and Rais, 2016)
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In their attempt to grasp the key difference between American and Japanese manufacturing of the
1980s,Koike et al.(1990) page 715) introducel distinctions betweenwhether or not the typical
workplace combines or separates routine from Aouitine activities.

IntheOF a8 2F WaSLINIYXiGA2yQr GKS GeLIAOFft $2NJ-SNJ A&
routine activities are performed by specialists and managers only. In workplaces limited to routine
activities, skill requirements are low and high labour turnover might not be linked to high
organisational costs. Ordinary workers are told what tardmost eents they are expected thave

little role in any attempt to overcome a difficult situation, nor atteey required to learn from the
problemsolving process introducedf. any conclusion is drawn from n@autine activities, it would

be again the respoitiility of specialised departments, resulting in changing directives for the ordinary
workers. This first approach has been identified as the trademark of Taylorism and its narrowly defined
jobs.

LT GOSNyl GAGStesr Ay (KS Olba&uallyFespdr@iplerfor kovtingiahd2ngnQ > & 2 N
routine activities, calling for a much broader skill &etm each worker and a strong preference for

team work, where multiple skilled groups of workers collectively develop the skill base required to run

the whde of the production procesdNornroutine activities are performed by teans workers,

thereby introducing a process of individual learning for each participating worker. High levels of (firm
specific) skills make any worker valuable to the organisatiating for a longerm (even lifetime)

employment relationship. Beyond solving the issue of the day, working teams are entitled to draw

their conclusions from nonoutine activities, instilling a bottorap innovation process, later captured

by Nonakaang I { S daCskymAQya £ 02y OSLII 2 F 0 KS (Nénaka2talf, DFEES ONEB |

Whether or not workers are responsible for rooutine activities needs therefore to be treated as a

core indicator, representing different logics of how to organise work and the division of work in
partick | NX» ¢ KS RA T T SINBNIOBLEQ oISy SBHYNBVECWRA AONBGA2Y | NB
are thereby captured by one single key difference.

¢CKS WaSLINIGAZ2YQ @OSNBEdza WO2YOAYylF(GA2YyQ RAGARS | ¥
twofold way.On the one hand, it expresses the learning available fromrpatine activities itself:

GKAES Ay (KS WaSLINIYGA2yQ OFaSz GKS 2NRAYIFNE 42N
to overcome theproblem, providing him or her with no formdbr rewarded) role in the procesk

0KS WO2 YO0 A jhlcantkagsy Qi KB aOONISH G A @S a2f dziaz2y G2 GKS dzy
profile, allowing fobuildingup experiences (and tacit knowledge) with the type of events at hand and
allowingT 2 NJ WdzRIR G 2 Yy 2 @ GA2Y LINR OS axpaiiendes. 8 SR 2y (GUKS ¢

TKS WaSLINY¥GAZ2Y OSNBRdza WO2YOoAYlFGA2YQ RAFFSNBYyOS
whole and their likely impact on the opportunities and incentives for-waglay workplace learning.

22 NJ LI I OS € S NYAYI A& t WheRohioRG§anidatidn feFsb énd osttivelys W
FFFSOGSR o0& WiSIHyQ ILIINRIFOKSa G2 62N)] 2NBIFYyAal GA
Ly Ada ljdzZtAde +ta Fy AYRAOF (G2 NITANMIYDK PSNEdE 02
opposition can be also used to build a link to the analysis of work organisation as proposed by Edward
Lorenz and colleagues based on the European working Condition $Aruagel, Lorenz, Lundvall and
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+ f SENBX HantT 12fY SG fdX wnmnT 1 2fY YR [ 2NBY
Mbula and Rasmussen, 2016; Valeyre et al., 2009pblem solving activities and in particular

discretion about choosing solutions are present to a far larger éxierworkplaces labelled as
WRAAONBUOAZYI NEQ 2N Wi SITAR NARNG 0V 3AAYY Ld 25N dLIE ! 30 SEEK 2 4l v
mentioned, economic sectors and countries differ strongly with regard to the prevalence of workplaces
0St2y3aAy3 (2 GKS F2dzNJ Ot dAGSNAR YSYyiA2ySR® {2 4K;
no longerrepresent dominat national patterns of organising manufacturing, yhstill allow us to

bring back in crossectoral and crossountry differences in the preferred approaches to organs

work.

In their seminatomparison between manufacturing plants in Germany and France in the early 1970s,
(Maurice et al., 1986{lifferentiated two key principles for linking the wayof work organisations to
wider society and the (vocational) education system in particular.

WhNBIHWR YT aLIl 0SQ o60GKS O0SKIF@A2dz2NJ 2F O2YLI Nrof S
particular interplay of educational provision and the learnomportunities provided at work) create

FYR fAYAG Fy 2NBFYATFGA2yQa OF LI OAdGe (2 dzasS | yR
access to various career paths within the firm. Clearly, both spaces coexist in any society, but given
their multiple properties, either space can dominate the organization of wd/fllaurice et al., 1986)

introduce this fundamental assertion in the following observatiéns

Theoretically a firm can organize its work system in one of two ways: it can define jobs

according to its own criteria and require workers to adapt or train them to fit the job definition,

or it can take account of the existing qualifications of theknforce and design jobs around

the capabilities of the workers. In the first case, job demands determine the workers profile. In

iKS &a802yR OlFasSz GKS 62N] SNRa LINRPFAES SESNI &
When the organizational space is dowant,

XRSTAYAGAZ2Y 2F GKS 220 o0& (GKS FTANY dzaAy3a Ada
the firm finds it possible to set work organization criteria of its own in such a way that there is

a sharp distinction between nesupervisory positins, which require only a short period of on

the-job training, and positions involving design and organizational responsibility. This type of

job definition tends to devalue the former kind of job relative to the latter. (p. 67)

When the skill space is donant,

XFANYa oAttt GSyR (G2 2NEBFYAT S LINRPRdzOGAZ2Y | NBdz
the work system will place greater emphasis on the relative autonomy of the workers and

reward the productivity associated with their qualifications ratthem their adaptation to the
organization. (p. 68)

Whether jobs are organised mainly according to organisational needs or mainly according to
occupational patterns is of key importance for a number of workplace learning related issues, including
the impartance of formal adult education (for the latter, sekefler et al. (2012).

1 This and the following paragraphs are taken from
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Table4 Key propositions linked to the occupationaffanisational space distinction

Job description Broad

narrow

Relative dominance of in wordrganisation

Occupational Space Organisational space

Broadly defined jobs make up for Broadly defined jobs make up for the

the majority of jobs and are minority of jobs and are based on

based on standardised professional qualifications OR are

qualification. more frequent and based on internal

Access to a job normally requires pathways (blue collar job ladders) or

the appropriate standardised multiskilling.

formal qualification. Access is based on a variety of
entrance levepositions

Narrowly defined jobs are Non-managerial jobs of different

foreseen for clearly separated levels of complexity are defined;

segments of the work force employees may progress form less

(o0hel persdé), of demandingto moredemanding jobs

temporarily (e.g. via agencies) mainly based on onthe-job training.
and not enjoying supplementary

benefits; there is typically no

upwards route foreseemwith the

exception of workers acquiring

the appropriate qualification in

second chance education.

Source(Hefler et al., 2012)

Table5 Expectations for HRM/HRD and career pathways linked to dominance of skill space or organizational space

@)

(b)

Access to the
organization

Access to the core
segmentof the internal
labour market

Dominated by skill space Dominated by organizational space

Differentiated for specific occupations; Low level of occupational diversification;
dual apprenticeship system; separate fo competitive, based on credentials in
core segment/secondary segment general education

Typically, not foreseen within

organi zati onal c ar Afterextended probation; onthe-
segmentationd) - (i n jobloff-the-jobt r ai ni ng pl
chance edhowevdr,i ond) frommostelementary to more complex
cooperation strategies in case of skill  and responsible jobs

shortages

59



ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

On-the-job training and shortterm
(non-formal) off-the-job training;
frequent change between workplaces,
moving to jobs ranging higherin job
classifications/paying higher wages,
following established job ladders

Skill adaptation when  Little career mobility outside significant
moving between related career stepsincreased abilities and

(c) jobs/when jobs are demonstrated motivation
adapted-ongoing (Leistungsbereitschaft) lead to higher
career development premiums on individual/team level

After being chosen, based on seniority

Access to mediuntevel
and job appraisal, extended phases on

management jobs; Completion of a formal training .
L . L . company sponsored offthe-job
(d) mobility between blue  programme (Aufstiegsweiterbildung) is . . .
collar/white collar required preparation (69 months, fulltime) in
employees corporate (nonformal) training

programmes

Reserved for hired graduates after an
For medium-qualified, norgraduate extended probation and socialization
employees; upper secondary technical period
schools or applied higher technical
education must be completed

Access to engineering
(e) jobs/uppekrlevel
management jobs

Source(Hefler et al., 2012)

One further achievement of Maurice at al. 1986 has been to demonstrate how societal differences play
2dzi 2y 62NJ] SNARQ A RS liegariigg inl tiyeRworkipkice famdl fo? loafkiyigy f&r & &
opportunities in further education. Their agency is portrayed as ultimately affected by their different
experiences in the countries compared. Even patterns of trade unionism and industrial conflict can be
better understood when taking into consideration the relative dominance of either the organisational
or the occupational space.

As a cautioary point it needs to be restated that in reality there is dominantideal type of either

the organisational or theoccupational principle in work organisatiotnstead,any organisation
represents a particular blend of these two principles and many of the observed features of whole
sectors in the countries studied can be explained only by understanding the partiaitarns of
interpenetration of these two spaces. Members of an occupation are simultaneously members of an
organisation, striving for a secure place in the core of the organisgtsm for the skilled blueollar
workers in the automotive sector in Germg it used to be the case that membership in the occupation
and a safe position in the core of the organisatisent together, producing pyud metal workers
ARSYOGAFASR 6A0GK GKSANI LI NIAOdzZ I NJ O2 Y LI y&intd Qh LISt A
the skilled ranks of the automotive sector in Germany, the dominance of occupational space has lost
some of its currency.

In contrast, even when organisational space is dominarganisations employ a number of
professionals, wi have a dual sourcef identity, the organisation and the profession. In the case of
specialisationat an organisational level, where organisations employ only professionals, we find
WILIINBFSaaAaz2yl t apSmaliye@esond is Mafbdd Bf hig ¢ BdiBrofessiongriin
countries with very weak occupational space.

Figure2-11 Sources of identity buildingDominance of organisational versus occupational space
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Figure2-11a K2 ¢6a GKS | dadzYSR ARSIf (el NBFTSNByOS &deai!
to map the employees studied in the field woBknployees can be placed into one out of 6 positions

(1, 1, 1, v, V, VI) and can be characterised by the current expectation to move from one position to

another. As interviewees may oscillate between employment and unemployment, four further recent
or future position are considered (unemployment positions a, b)c, d

To introduce in advance the logic behind the scheme, one can, for example, position a trained metal
worker as part of occupational core (Position 1) given that a firm is strongly attéalaedestablished
standardised vocational education system. A kto#ar worker without formal qualificatios
however, with sufficientexisting experience and working as a team leader in Spain could be
understood best as a member of his/her organisafid O2NBX o0xL0O® | NBOSyd Syl
education can be at the margin of the profession (I), however, it is impottandentify whether
he/she is working towards the professional core (and ag®od chance of enteringhe core in the
future) (bll), or ses his/her marginal position as the final destination within the fiaililst looking

for a way out, e.g. starting in an organisation where occupations play no particulamig)eAh adult
educator at the margin of the field might alsorssider herself as a potential member of another
profession (or might even be routedti@na second occupation by a supplementary job) (I11), it mght

as yet undecideevhether he/she will strive for the occupational core of adult educationl(Jlbr fa

the core of the other occupation, for example, by becoming an elementary school teacki®f) (111

In the followingtypical constellations linked to either the dominance of organisational or occupational
space are discussed.

Dominance of occupationapace

Where occupations hee a strong position, workers can take pride in and participate in an occupation
(or profession), grounding their identity in what members of their occupations can do and are expected
to offer to their relevant clientsThey may hve to work their way in from more marginal position to
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full legitimate membership in their occupational group, based on extended stretches of formal
education and patrticipation in communities of practice. They learn and grow as members of their
occupation absorbing innovation and change @ffered throughtheir occupational group. Members

of the core are likely to have a fully developed identity as a member of their trade/profession.
Members still ina marginal position may strongly anticipate what thene atriving to become and
thereby partake in the identity of the group they currently do not belong to. However, in case they
have lost faith or they have never dared to dream of full membership, they might not find any support
for their identityand theymight be limited in their options for mobilising their capacities to overcome
their currently marginal positiorOccupational identity is thereby sensitive to processes of dualization,
where only a minority of membsiof an occupation or profession enjogecent working conditios

and payment, while otherg despite having acquired the levels of competgrexpected for full
member shipg are caught in marginalised positiefor good.

Despite rational choice considerations, where occupational space is dontlre occupations may
not become the dominant level of employee interest organisatidnsteadinter-group coalitions may
prevail and collective agreements might be negotiaté¢@sectoral level (and not for single groups of
certified workers acrossestors). At least, the latter used to be the cas@aradigmatic occupational
space countries like Germany or Austria.

Dominance of organisational space

Where the organisation provides the domintaframework of reference, employees are strivitg
becomemore centralto the organisation, gaining more significance in a particular function or as part
of a vital organisational process, thereby gaining permanent membership, irrespective whether or not
this tenure is formally secured. Becoming a full membeamforganisation can be described as a
double journey from more marginal to more focal positions and from organisational functions of less
significance (e.g. maintenance) to positsoof more significance (e.g. any type of management
positions) (for a detitied concept se€Schein, 1978) Being with a particular organisation becomes

LI NI 2F | ¢2N] SNDRa ARSydGAdes 3IAGSYy GKI througkKS 2 NBL
various forms ofrecognition in particular, by the promise of lortgrm (permanent) employment.
While oganisations in organisational space may grant permanent organisational citizenship to a large
proportion of employees, they typically do apply a segmentation regime, wheotionsof the
employees are regarded only as temporary members of the organisafibe latter are deprived
largely from any chance to enter the organisational core and enjoy far less favourable working
conditions, pay, and fringe benefits.

Where organisational space is domimaworkers not belonging to the organisational core carnyonl
resort to collective interest representation and trade unions, forcefully fighting for their rights and pay.
Thus, more industrial conflict is expected and trade unions are expected to apply a more
confrontational style of action.
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The organisational versus occupational space distinction is helpful on various levels addressed by the
ENLIVEN research.

On a societal level, it helps to establish overall expectations withrdeigathe dominant patterns of

work organisation. In some countries, one of the principles is the clearly domore (e.g. the
occupational space in Austria, Germany or Switzerland; the organisational space in the UK and
Mediterranean countries.). In odr countries, the relative dominance of either occupational or
organisational space is less clear (e.g. in the Visegrad countries with a strongls$emblocational
stream in upper secondary education). However, it needs to be emphasised that theitebmiggttors

in countries which contradict the patterrad acountry level (e.g. building in the UK; logistics in Austria
and Germany). Companies could break with the established pattern in their sector/country, e.g. by
breaking with the expectations of § & 2 O O dzLJI { $uéhyaserhployinglenty Sakvocationally
trained people) or by building up a substitute for the occupational principldénabsence of an
established vocational system (for examples of organisations not fittitigthrese expeced patterns
see(Hefler et al., 2012)

At the level of organisation, by understanding that an organisation is strongly oriented towards the
SELISOGFGAZ2YE 2F w200dz2Ld A2yl t &LI O0SQs 6S YAIKG ¢
the related vocational education system, both in its initial components (e.g. when organisations run a

formal apprenticeship programme) and its further education components (e.g. when companies
support craft masters examinations or standardised programrpesparing for management

positions). Inthe absence of broadly defined, standardised vocational qualifications, we might see
organisations both resulting as expected; int Wi a8t ft aQ NRIF RYX gKSNB 2yfe |
employees hold broadly d&fy SRYX RSYlIyRAYy3 22&@j A2NBR @S G PKYIAK dzLIS
system based on a highly sophisticated internal skill formation program, combinitigegtib training

with extensive support for informal workplace learning. Whatever is going ofirim &an be discussed

against the backdrop set by the occupational versus organisational distinction.

On the level of individuals, the distinction may help to understand both the opportunity structures and
GKS NBIFOUA2Y (G261 NRa icK il bs ¥valiaged & NEEY in dire Kvithdhe 2 dzNI
expectations or ast add odds with them in a positive or negative way. For a vocationally trained
mechanic in Austriggngagingn a narrowly defined job for longer stretches of time would be equal to

a vidation of shared expectations linked to theltd vocational qualificationA similar job could be

seen as appropriate for someone in a country where a vocational qualification is not linked to any
promises at all. A dull job in a supermarket chain couldd®n as a natural starting point for a career

in retail in a country where vocational qualifications are of little importance for the sector. In other
countries, unqualified young people are perfectly realistic that there will be no future for them in the
sector without acquiring an appropriate qualification.

To conclude, the conceptrepresenting an approach for studying societal differencé®lps to set

up and discuss expectations with regard to work organisation on country or sectoralitdaedps to

link together various approaches in HRM/HB@hnectedto either occupational or organisational
space and to establish a framework for how early career workers evaluate their prospect in a particular
organisation, given their type of qualification holdurthermore, it allowdor the discussion of the
linkage between the world of work and the systems of initial and further education.
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Table6 Types of expected learning

Features of the Work Organisation

Extensive learnings expected Only limited learning is

expected
Individual Learning from nonroutine = (1) Individual use learning (2) Individual find ways to learn
Agency activities is reported potential despite limited learning
potential

Only limited learning from (3) Individual is not making (4) Individual submit to
non-routine  activities is good use of given learning restricted learning potential
reported potential

Source: own description

For gaining a quick overview on differences in the composition of workplaces following different
approaches to organising work across countries and sectors, we refer to the analysis of the European
Working Condition Survey (EWCS).

Indicators based on thEuropean Working Condition Suryegenerated by researchers in innovation
policy, provide some insight into cressuntry differences in the potential for workplace learning.
ENLIVEN uses these indicators to gain an idea of-sem$sral and crossountry differences in the
conditions for informal learning at work.

Based on cluster analysis, researchers have identified four types of workplaces. Workplaces
OKIF NI OGSNREASR |a ARAAONBGAZ2YINER fSFENYyAy3aég 2N a
opportdzy AGASAT GKAES g2N]J LI FOSa 2F GKS ac¢clkef2NRAGE
learning.

Table7 Types of work organisationovewiew

Types of work organisation Features of the types

Discretionary learning forms High values for variablesneasuring autonomy in work, learning anc
problem solving, task complexity, saifssessment of quality of worRND
at the same time low values for variableseflecting monotony,
repetitiveness and work pace constraints

Leanproduction forms High values for variables reflecting involvement quality management,
including selfassessment of quality of work and
quality norms, comparatively high values for thevarious factors
constraining pace of workThe constraints limit thgositive effects of high
values for variables reflecting learning opportunities as egmp | 0 )
contribution to problem solving.

5 The required cluster analysis of the EWCS data is available for the years 2000, 2005 and 2010, butmot yet f
the latest 2015 wave of the survey.
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Taylorist forms Low autonomy at work, little choice on methods applied, littl
opportunities for informal learning, low tsk complexity, minimal assistanc
by colleagues or superiors; high constraints in the pace of work, hi
degree of monotony of tasks, strict quality norms; team work and jc
rotation may apply, however, without altering the overall features of tt
job

Sinple/traditional forms For workplaces of this type, employees report neither particul
opportunities for learning and they are not involved in qualit
management in any extended way; they experience also considerably |
constraints in the pace of worldll the variables are underrepresented
most part informal and noncodified

SourceOwn summary based divaleyre et al., 2009)

Economic sectors have different compositions out of workplaces characterised by the types of work
organisation. Among the sectors studied by the ENLIVEN sector, the retail sector has above average
numbers of workplaces with lower opportunities for workmalearning the metal sector is also
characterised by a less favourable composition out of workplaces, however, the machinery sector is
comprised of mainly workplaces allowing for rich learning opportunities Figpare2-12).

Figure2-12 Distribution of types of workplaces in 2005 in % of all workplaces surge§ectors sorted by the proportion of
workplaces with a type of work organisations (discretionary learning, lean) favourable for workplace learning

Textiles, clothing and leather  IEEEGEGEGEGEGEGE
Food, beverages and tobacco I D
Hotels and restaurants IR B
Transport I
Mining and quarrying, and other manufacturing R N D
Wholesale and retail trade, repairs I
Metallurgy and metal products I
Wood, paper, publishing and printing I R R D
Chemicals, plastics and minerals  IEEEEEE— N B
Average I E—
Post and telecommunications | N B
Construction I
Transport equipment | S A
Electrical, electronic and optical equipment NG
Community, social and personal service activities IR S S
Real estate, renting and business activities I EREE S
Machinery and equipment | S
Electricity, gas and water supply I
Financial intermediation | S S

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

B Discretionary learning  ® Lean production Taylorist Traditional or simple

Source: Based on (Valewtal., 2009).

In 2010, workplaces with favourable conditions dominate in, for example, Norway and Sweden, but
form the minority in Greece or Cyprus (deigure2-13). Among the countries participating in ENLIVEN,
workplaces with favourable conditions for workplace learning are more frequent in Denmark, Estonia,
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Austria, Belgium and the UK than in the EU28 as a whole. They are less frequent than thedtaff8
in Spain, Slovakia, Italy, and particularly Bulgaria.

Figure2-13 Distribution of types of workplaces in 2010 in % of all workplaces surgeyedntries sorted by the proportion
of workplaces with a type of work organisations (discretionary learning, fasa)ablefor workplace learning
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Proportion of workplaces with a particular type of

Source: European Working @ition Survey; Outcome of the cluster analysis as represen{etbim et al., 2015)

Workplaces with good potential for workplace learning are characterised by a higher demand for skills,
resulting in more nodormal jobrelated training (mainly provided by the employer). Knowing the
composition of workplaces of various types in an econaitops us to predict roughly how much job
related nonformal education and training takes place (sEgure 214 andD6.1 for a detailed
discussion)This implies cumulative advantage or disadvantage: those employed in workplaces with
good learning potendl are also more likely to be invited to participate in (mainly empldyaded)
job-related training. In contrast, those in workplaces with little scope for informal learning are also
unlikely to receive employesponsored education and traininylore coadinated economies with
higher levels of welfare spending and more emphasis on vocational education tend to have higher
proportions of workplaces providing good learning opportunities.

It is also highlighted in
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Figure 2-14, that the composition of forms of work organisation alieked somewhat to the
institutional setting of a country.
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ENLIVEID5.1¢ Conceptual frameworlcomparative framework and guiding hypothesis

Figure2-14 Relation between the proportion (in %) of workplaces vatlorableconditions for workplace learning (types
discretionary learning and lean) and emplopeovided, jobrelated nonformal training (% of the 264 year old participating
in this type of proigion)
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Source: Own description based on indicators derived from the European Working Condition $Holayét al., 2015and
on indicators published by Eurostat based on the Adult Education Survey 2012

Results based on the European Social Sui@ajlie,2013a)confirm the crossountry differences in

the composition of workplaces and point to the fact, that differences are even more pronounced when
looking only on the workplaces taken by young ad(figure2-15 below). The individual estimate,
how long someone with the right qualification would need to learn to do a job well, has been
established as a particulgrgood single indicator to gauge theakning conduciveness of a given
workplace(Skule, 2004; Skule and Reichborn, 200%drkplaces where raappropriatelyqualified
newcomer needonly up to four weeksrainingare most likely workplaces with limited opportunities

for workplace learning. Workplaces where you need more than one year to do a job well are likely to
be learning conducive. For workplaces where someaweass one to three month or three month to

one year,t can be expected that the learning opportunities in dayday work are of mixed quality,

yet, clearly better than for workplaces with a shortlirction period of up to one month.
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Figure2-15 Answers to the questioit { 2 YS 0 2 Ré&
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