7" International Scientific Conference
“Business and Management 2012”
May 10-11, 2012, Vilnius, LITHUANIA

ISSN 2029-4441 print / ISSN 2029-929X online
ISBN 978-609-457-116-9 CD
doi:10.3846/bm.2012.161

http://mww.bm.vgtu. It

© Vilnius Gediminas Technical University, 2012

HIGH PERFORMANCE WORK SYSTEMS AND PRODUCTIVE AGEING

Thomas Wallner!, Martin Menrad?

University of Applied Sciences Upper Austria, School of Management, Wehrgrabengasse 1-3, 4400 Steyr, Austria
Email: ‘thomas.wallner@fh-steyr.at; 2 martin.menrad@fh-steyr.at

Abstract. Manufacturing companies face multiple challenges when maintaining production sites in west-
ern high wage countries. High Road to Innovation approaches in general and High Performance Work
Systems (HPWSS) in particular are considered to have great potential to generate sufficient competitive
advantage to keep manufacturing domestic. Another challenge in many European countries is an ageing
workforce, which raises specific issues at the company level. During a research project in two major Aus-
trian companies we investigate the applicability and effects of HPWSs when dealing with issues of Pro-
ductive Ageing. In this contribution we present preliminary findings discussing the theoretical approach

and early empirical findings of an exploratory nature.
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1. Introduction

In a global environment companies have to cope
with complexity and volatility and it is essential to
be highly adaptable and innovative in order to be
successful. All around the world, the dynamic de-
velopment in emerging economies is accompanied
by a massive expansion of infrastructure and large-
scale educational projects. “A pair of skilled
hands” can nowadays be found anywhere in this
world, and many companies move their manufac-
turing sites or outsource production to regions
where labour costs per unit are the lowest. (Exam-
ples like the Inditex Group by contrast demon-
strate that production in Europe is feasible even
for industries which typically manufacture in
Asia.) For economic regions in developed coun-
tries this has dramatic consequences. Industrial
production creates an overproportionally high
number of jobs. E.g. Hon Hai Precision Industry
Company Ltd. (also known as “Foxconn”), Apples
primary manufacturer, achieved a turnover of al-
most 60 billion USD while employing a staff of
920.000 in the year 2010 (Liang-Chih, Huang
2010; CNN Money 2010). In the same year, Ap-
ple’s turnover amounted to 65 billion USD with a
staff of 49.400 (United States Securities and Ex-
change Commission 2010). 5 million job losses
were recorded in the USA over the last decade,
which resulted from neglecting industrial produc-
tion (Gertner 2011).

But outsourcing of industrial production has
additional far-reaching consequences: The migra-

tion of know-how and eventually the loss of inno-
vation capabilities. There are only few high-tech
industries where the production process during a
product development is irrelevant (especially when
developing fundamentally new products). As
product and process innovation are in most cases
inseparably connected, outsourcing of industrial
production divisions initiates a chain reaction. As
procedural know-how highly depends on the inter-
action with the whole production process, it would
consequently be enormously difficult to engage in
research and development activities for ground-
breaking process technologies if procedural know-
how is not available at all production sites (Pisano,
Shih 2009). In a long term perspective, production
companies in industrialized countries are in fact
bound to keep their production sites within the
country although the prevailing social and envi-
ronmental standards might be higher than in other
regions. Innovative potential would otherwise be
inevitably lost.

In scientific and practical discussions about
how companies can maintain or gain competitive
advantage in the future and at the same time man-
age to keep production domestic, “High Road”-
strategies that focus on innovation, and in particu-
lar “High Performance Work Systems” (HPWSs)
are considered to have great potential (Nolte,
Haschen 2010).

Another challenge in many European coun-
tries and in Austria as well results from demo-
graphic changes, indicating an ageing workforce
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on one hand and a scarce supply of new talent on
the other. Both trends raise specific issues at the
company level, which can be addressed in part by
concepts of life-stage-oriented work organisation.
Productive Ageing is a widely used key term in
this context.

In an extensive research project in two Aus-
trian companies we try to find empirical evidence
that confirms our initial assumption: that what we
have learned so far from investigating companies
that adopt innovative approaches concerning the
work organisation subsequently helps to address
aforementioned challenges. The object of our re-
search therefore is to extend our current focus
from investigating the applicability and the effects
of HPWSs in general towards the assumed strong
connection between concept elements we got to
witness so far in our field research (including self-
managed teamwork, flat hierarchical structures,
job rotation) and dealing with issues of life-stage-
oriented work organisation / Productive Ageing.

Applying a range of empirical social research
methods that have proven to be suitable so far we
expect to gain insight into the how and why High
Performance Work Systems may aid workers to
ensure productive ageing within the firm.

2. What are high performance work systems?

In opposition to “Low Road” strategies which focus
on cost leader-ship and standardization, HPWSs are
assigned to “High Road” (to innovation) strategies.
The latter focus on on-going reinvention processes
of products and services, whereas creativity, experi-
ence and implicit knowledge of employees at all
levels are vital for the outcome (Totterdill 2008;
Brodner 2000). This “High Road” alternative is of-
ten referred to as the “knowledge economy, the
paradigm which has underpinned the EU’s Lisbon
Strategy” (Totterdill 2008).

As opposed to tayloristic principles, HPWSs
lead to a fundamental reorientation in operational
rationalisation efforts resulting in a new and in-
creased appreciation of human work. In this con-
text, the aspects “self-control” and *“self-organi-
sation” are of particular importance. HPWSs,
which are also known as high commitment or high
involvement organisations, realise a managerial
approach that facilitates high performance of em-
ployees and thus illustrates the amended character
of work and the options of work sharing and
knowledge sharing in today’s knowledge-based
economy (Brodner 2000). HPWSs fundamentally
differentiate themselves from traditional hierarchi-
cal or bureaucratic approaches which are basically
command- and control-oriented (Lawler 1992)
starting “(...) at the lowest level in an organisation.

Companies using the control-oriented approach
assume that work should be simplified, standard-
ized and specialized and that supervision and pay
incentives should be used to motivate individuals
to perform their tasks well. In essence, the think-
ing and controlling part of work is separated from
the doing of the work” (Lawler 1992). Research on
motivation has produced ample evidence that this
approach does not work on an individual level
(Pink 2011).

The original definition of HPWSs has been
strongly influenced by Nadler et al. (1992) and
reads as follows: “The High performance Work
System is an organisational architecture, that brings
together work, people, technology and information
in a manner, that optimizes the congruence of fit
among them in order to produce high performance
in terms of effective response to customer require-
ments and other environmental demands and oppor-
tunities.”

Although the concrete forms of HPWSs vary
enormously in the literature, Jeffrey Pfeffer identi-
fied the following seven dimensions which can be
regarded as basic characteristics of HPWSs:

— Employment security
— Selective hiring of new personnel
— Self-managed work-teams and decentralization
of decision making as the basic principle of or-
ganisational design
— Comparatively high compensation contingent
on organisational performance
— Extensive training and education
— Few status distinctions and barriers like cloth-
ing, language, office arrangements and wage
differences across levels
— Extensive sharing of financial and performance
information throughout the organisation (Pfeffer
1998).
For our research project we are cooperating with
scientific peers from the German SOFI “Soziolo-
gischen Forschungsinstitut Goéttingen”, who have
many years of research experience in the field of
HPWSs. In the course of this cooperation we have
adopted the conceptual framework of “innovative
work policies” (we prefer to use in the Austrian
debate the term “High Performance Work Sys-
tems” and we will use these terms synonymously
in this paper), which had been developed by SOFI.
Thus, “innovative employment policies” can be
regarded as a ‘search term’ to identify post-tay-
loristic organisational concepts concentrating on
increased demands of companies due to innova-
tion. This not only concerns the area of process
design and work organisation in a narrow sense,
but also includes the development of solutions in
other organisational structures (Kuhlmann et al.
2004).
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Another important principle of “Innovative
work policies” takes into account the humane and
social criteria that are considered to be on an equal
basis with business parameters. “Innovative work
policies” require companies to establish a poten-
tial-oriented working environment and organisa-
tional design leading to positive effects on the
working situation (Kuhlmann et al. 2004). Not
only the organisation as such, but also employees
must be positively affected by such reorganisation
measures and should benefit from these changes.
Thus, the increase of efficiency and competitive-
ness should be combined with an improved work-
ing situation and enhanced cooperative structures
in order to reinforce the utilization and further de-
velopment of skills within the organisation. The
concept of “innovative work policies” is therefore
fundamentally based on the consensus of all par-
ties involved (Kuhlmann et al. 2004). By estab-
lishing a win-win situation, which is recognized
and acknowledged as such by both, the employer
and the employees, the implementation process
can be fostered and the potential of such forms of
working organisations can be fully utilized.

This means by the same token, that reorgani-

sation measures which result in the implementa-
tion of so-called centers (cost-center or profit-
center) through strategic decentralization and per-
manent self-organisation and self-optimization are
not included in SOFI’s approach of “Innovative
Work Policies”. Although several aspects of
HPWSs such as flat organisational structures or
increased responsibilities and decision-making on
lower hierarchical levels are realised (Kirchner,
Oppen 2007), the marketisation of the affected
organisational units is not compatible with the
mentioned social and humane criteria. It is not
enough when employees solely have a higher de-
gree of knowledge, are highly involved and com-
mitted, contribute actively to the company’s suc-
cess and feel responsible for the latter (Lawler
1992). Totterdill shares the same view when he
demands “win-win-outcomes” that strive for a
convergence between enhanced productivity and
quality of working life (Totterdill et al. 2009).

For the implementation of HPWSs six key ar-
eas can be identified and for each of them specific
characteristics are described in the table below in
comparison to the tayloristic and neo-tayloristic
concepts.

Table 1. Characteristics of “Innovative Work Policies” (Source: Kuhlmann et al. 2004)

Innovative work policies / HPWSs

Not incuded in
Innovative work
policies / HPWSs

Taylorism and neo-tayloristic
concepts

Extended Group work (self-managed
work-teams, integration of tasks and
functions); flexible standardization

Work
Organization

Enforced division of labour;
hierarchical structures; rigid
standardization

Close-to-process involvement of em-
Process

Im-provement | :
P improvement

ployees regarding process design and

Detached, expert-based, central-
ized, selective process design
and improvement activities

Company

organisation | duction of hierarchical structures

Process-oriented decentralization; re-

Centralized, bureaucratic, func-
tions-oriented organisation

Extended competencies for low-level

Management structures; development-oriented ap-

proach

management; reduction of hierarchical

Hierarchical; command-and-
control oriented management
approach

Coordination

and Controlling| tion and controlling systems

Process-oriented, negotiated coordina-

Top-down or target-oriented
coordination and controlling
systems

Marketisation

Wage systems | Broad mix of various remuneration
and perform-

ance policies

components; integrated, negotiated and
regulated wage and performance policy

Tayloristic-bureaucratic con-

e Market based only
cepts of performance policies

Self-managed teamwork based on the principle
of self-organisation and integrating a wide range of
tasks and functions is a key strategy of “Innovative
work policies”. However, there is more to HPWSs
than various forms of teamwork, and research
shows an interactive effect with other “High Per-
formance Work Practices” (HPWPs). Other HPWPs
will not develop their full potential without the ef-
fective implementation of group work; they will in

turn positively affect group work when they are
well-established (Kuhlmann et al. 2004).

A key element to higher productivity and
stronger financial performance lies in the system-
atic implementation of HPWPs throughout a com-
pany by means of reorganizing the entire work
system and not only applying individual practices
(*bundling of work practices’) (Kuhlmann et al.
2004). There is also evidence though that many
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firms still take a 'piecemeal approach' in using
such work practices rather than trying to employ a
more innovative way (Denton 2006) thus narrow-
ing the possible gain of such a systematic ap-
proach (Boxall, Macky 2009).

3. Productive ageing

“Each year as thousands of people are encouraged
or forced to retire, their skills, knowledge and wis-
dom are lost and their opportunities to instruct,
teach, consult or advise, listen and reflect, as well
as to work, are cut off” (Butler 2002).

The issue of the ageing workforce is more im-
portant than ever before. However, this does not
apply to people of age alone (as the term “ageing”
would imply), it is becoming more and more evi-
dent that it concerns people of all ages. We need to
define the role we want to play in regards to our
own but even more the well-being of our society
as a whole.

3.1. Demographic change

As a consequence of demographic change the popu-
lation of the EU-27 (consisting of the 27 member
states as of 2011) — comprising 499,7 million in-
habitants as of 2009 (Eurostat 2011) — will decrease
slightly in the future while getting increasingly
older. “Population ageing is a generalised process
across EU Member States, and it is expected to con-
tinue in future decades” (Corsini et al. 2011). We
have to take into account the decreasing birth rates
and the resulting population decline, a minimal but
steady increase in life expectancy and a shift in the
age pyramid throughout Europe (Buck 2007). In
economic terms the most important shift concerning
the populace will be a decrease within the working
age group (15 to 64 years) to around 40 million
people by the year 2050. The dependency ratio
(representing the number of people 65 years and
older in relation to aforementioned group of work-
ing age) is presumed to double by the year 2050
and reach about 51%. This implies that prospec-
tively there will be only two persons of working age
for every person aged 65 and above — less than the
current ratio of approximately four by one (Buck
2007; Corsini et al. 2011).

The demographic change — even though oc-
curring in variable intensity (Corsini et al. 2011) —
is the central challenge in Europe that needs to be
addressed by members of all parts of society. It is
not simply a question of how to finance social se-
curity systems but we have to come up with solu-
tions on how to win and retain skilled work force
(Behrens 2009). “The likely change in age struc-
ture is of more concern than the change in popula-

tion size. The median age is projected to rise to
47.9 years by 2060. The population of working
age is expected to decline steadily. Older people
would account for an increasing proportion of the
population according to the same projections. The
share of the population aged 65 and over is pro-
jected to increase from 17.4 % in 2010 to 30.0 %
in 2060” (Corsini et al. 2011).

To what extent organisations in Europe will
be affected by the demographic change depends on
several factors: these include the specific field of
activity, the size and the regional economic and
labour market structures (Buck 2007). As an ex-
ample one can see that in those branches of indus-
try that handle reduction in staff through stopping
new recruitment (or young and aspiring companies
that depend little on reinforcement through new
employees) a phenomenon called “Concerted Age-
ing” can be detected — over time the internal age
pyramid turns upside down (Augusta 2007).

It is a central task of personnel policy to guar-
antee an age structure within the organisation that
is as balanced as possible. They need to prevent
any age group from becoming too dominant in
order to avoid ageing gaps within the staff and
therefore avoiding new recruitment and retirement
happening in large waves. One key task can be
found in strategic planning of personnel decisions
by building up equilibrium of young and experi-
enced employees — although this may be extremely
difficult if one takes into account the remarks
about the demographic shift (Buck 2007). Espe-
cially the development of employees’ knowledge
and skills will become increasingly important in-
sofar as organisations will be less and less capable
of obtaining them by falling back on to recruit-
ment of young employees. It will be necessary to
integrate ageing employees into continuing train-
ing and innovation processes (Buck 2007).

In an effort to brace for these challenges
scholars and practitioners talk about the impor-
tance of age- and requirement-appropriate work
organisation. When including employees into the
discussion it is necessary to analyse the working
place concerning their potential strain, to develop
alternative models of organising these working
places and to think about and plan possibilities to
reduce strain. Working places that require mainly
intellectual effort are less critical in terms of the
age of the workers. Diminishing performance of
the employees is for the most part associated with
working places that have high physical demands
(Gasteiger et al. 2008). Essentially it is a question
to provide people with the right education, good
health as well as support from their workplace and
— following our argument about High Performance
Work Systems — the ability and opportunity to af-
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fect one’s work in collaboration with good leader-
ship (Ilmarinen 2006).

Still answering this question is not easy, be-
cause: “[o]ne of the myths about older people is
that they have similar needs and wants. In reality
the individual differences found in any human
group appear to increase with chronological age.
So the oldest population segment is in fact the
least homogeneous” (World Health Organization
1998).

“The right to work is basic to the right to sur-
vive. Work, denied to older people by practice and
by attitudes, is often needed to earn a living and
provide personal satisfaction” (Butler 2002).

Work can be considered as a fundamental
right to every human being. If there is an involun-
tary long period without having the opportunity to
work — always with the provision that the individ-
ual views labour as a worthwhile institution — peo-
ple tend to experience this time as a reduction of
their quality of life. Still one has to take into ac-
count that “the prospect of continued productivity
in later life is premised on the observation that
rather than a steady slide into increasing incapac-
ity, most people are healthy and active for most of
the adult life course and then decline very quickly
before death, a phenomenon described as a com-
pression of morbidity” (Tulle 2004).

Today it is evident, that older people have
equal capacity to perform all tasks equally as good
as younger employees — only the most physically
demanding work operations may still indicate a
“threshold” albeit that technological progress fur-
ther lessens the strain on even the most physically
demanding tasks so that all employees can perform
them. Concerning the ability to learn new skills or
adapt to new work environments (Bass, Caro
2001) and with respect to cognition (Skirbekk et
al. 2011) there is evidence that old workers per-
form equally well. Even an often cited argument,
that older workers are more expensive and there-
fore younger workers should be hired is not in ac-
cordance with the facts: “While it is true that
wages and fringe benefits often rise with age, there
is no reason to believe that performance and ac-
cumulated knowledge and skill of older workers
does not compensate for the higher cost” (Donatti
et al. 2005). Moreover: “In any case, older work-
ers who are interested and available to work be-
come a possible labour force in times of high de-
mand and low unemployment” (Bass 2011).

3.2. What is there to do?

Many companies therefore need to rethink their
personnel- and qualification policies. A promising
approach may be following two strands of action:

proactive measures that put the focus on the vari-
ous stages of the employees’ lives and provide
means to lifelong learning to ensure lasting em-
ployability as well as reactive “age-related” meas-
ures that take into account the balance between
learning and performing (Gasteiger et al. 2008).

The German term “lebenphasengerechtes Ar-
beiten” (best translated as lifephase-oriented work-
ing but closely linked to the concept of Productive
Ageing) describes the requirements of individuals
during certain phases of their working life within
an organisation: it refers to “(...) any activity by an
older individual that contributes to producing
goods or services, or develops the capacity to pro-
duce them (whether or not the individual is paid
for this activity). (...) Productive aging, under this
definition, is restricted to activities that can be
guantified as to some form of economic value. (...)
The term excludes activities that are simply en-
riching to the older person who performs them.
Physical exercise and intellectual and spiritual ac-
tivities, for example, are excluded” (Bass, Caro
2001). It is quite striking that the term is closely
associated and widely used in health care — espe-
cially in context of geriatric care — as the effects
we described earlier are especially relevant in this
field of work as physical wear is dominant because
of a large proportion of routine tasks and monoto-
nous working (Gasteiger et al. 2008). Similar con-
ditions can be found in demanding production
work and the service sector where ageing employ-
ees face limits in their employability.

Still it remains to be seen how the warning
signs will be perceived by relevant stakeholders
throughout societies: “The gravest threat to a fa-
vorable change in worklife from the point of view
of ageing is posed by the global economy and its
harsh rules. The hard-core and softer values of
worklife compete. The basic challenge is whether
work and worklife will be developed according to
the needs of people or to the terms of corporate
economy” (llmarinen 2006).

4, Context and conditions of our
research project

We are conducting a combined research project in
the Austrian manufacturing plant of a global
player in the automotive industries (company A,
approx. 2000 employees) and in the Austrian pro-
duction site of an international high tech company
in the metal industries (company B, approx. 1.000
employees) to determine the impact of HPWSs on
the adaptivity of organisations to volatile envi-
ronmental conditions such as turbulent markets. In
this context we have developed the concept of or-
ganisational agility and we have introduced this to
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the scientific discussion in the field if Operations
Management in July 2011.

In company A the main scope is the scientific
accompaniment of the implementation of various
HPWPs on the shop floor. Various sub-projects
are being realised and are therefore in different
developmental stages. For example a pilot area has
been selected in 2011 to test company-specific
forms of teamwork in manufacturing. We were
monitoring the process of implementation, evalu-
ated the effects and will again do the accompany-
ing research, when the measures are rolled out on
the entire shop floor, which will happen in 2012.
Further activities include a complete reorganisa-
tion of operational management towards flat hier-
archies and innovative approaches of integrating
relevant areas on the shop floor into process-
oriented structures. Thus, various HPWPs are be-
ing implemented in a systematic way and the big-
ger part of the plant will be involved in this pro-
ject; in total 1.200 employees will be included in
the project.

In company B we evaluate already existing
forms of HPWSs, which are there organised in a
company-specific production system.

Furthermore we are investigating in both
companies whether HPWSs and organisational
concepts like Productive Ageing are compatible
and of mutual benefit. In addition we are also per-
forming explorative research about the applicabil-
ity of HPWSs in other areas besides production
such as production logistics and R&D depart-
ments.

We have set up a multistage research process
that relies on a combination of various sociological
data collection analysis and methods. We tie this
selection to the requirements of the case study
method associated with industrial sociology to
make sure that we fully understand the differences
between the social processes and the company
context it is embedded into. We understand that
this approach is especially applicable when re-
searching and evaluating the implementation and
the effects of new forms of labour organisation.

5. Initial Findings about the applicability and
the effects of HPWSs when dealing with issues
of productive ageing

Research of literature and best practices show that
HPWSs and the concepts of Productive Ageing
both share the same basic principle of reconciling
the interests of the company and of the employees.
This is done by establishing a win-win situation in
creating a working environment and organisational
design which lead to positive effects on the work-
ing situation and a high quality of working life

while at the same time utilizing the full potential
of the employees. In fact one could argue that
HPWSs can serve as the larger conceptual frame-
work to integrate measurements of Productive
Ageing into the organisation of work; or to de-
scribe it from the other perspective: Productive
Ageing can serve as a guiding principle when set-
ting up HPWSs in designing the work organisation
to allow for taking into account the individual life-
stage related requirements.

In company B formerly initiated efforts aim-
ing at the implementation of Productive Ageing
were integrated in our project. In the course of
these internal actions a series of 9 group inter-
views including a total of 50 employees had been
performed to determine the needs, requirements
and expectations of the employees with regards to
Productive Ageing. These interviews had been
conducted according to the requirements of scien-
tific data collection with regards to sample compi-
lation and data evaluation and documentation of
the results with the support of an international
consulting company.

Thus, the findings derived from these data can
serve for our explorative work to set up the
broader empirical research in both companies and
can be summed up as follows: The employees of
company B at this stage demand improvements
with regards to:

Workplace health promotion

Flexibility and range of the flextime models
Flexibility and range of the part-time models
Re-entry barriers after maternal and paternal
leave

Participation and communication during mater-
nal or paternal leave

Support for going abroad and for reintegration
after return

The focus is primarily on flexibility with regards
to working time models and the possibility, to
temporarily leave the company and to return ac-
cording to life stage requirements and/or career
opportunities within the corporate group.

As already stated, research has shown, that
HPWSs have a positive effect on the flexibility of
an organisation in general (Kuhlmann et.al. 2004).

Analyzing the key characteristics of HPWSs
there is more specific evidence, that they can con-
tribute to meet the requirements which are attrib-
uted to Productive Ageing in various ways. We
want to briefly illustrate this by means of self or-
ganised teamwork, decentralized decision-making
and job rotation.

In the group interviews problems were re-
ported regarding the managerial decision making
about the compatibility of shift- and part-time-
working as well as about the reintegration of em-
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ployees returning from maternal or paternal leave.
In both cases often rather specific individual and
flexible solutions have to be found, which affect
more than one member of the work team. These
kinds of solutions are particularly suitable to be
developed within the work team with the respec-
tive decision making taking place there as well.
Regular job rotation increases the flexibility of the
work team even more and opens opportunities to
even better solutions.

6. Outlook and conclusions

With regards to the Productive Ageing focus of
our research project we have finished the first
phase covering literature research and collecting
initial empirical findings of an exploratory nature.
Our preliminary conclusion is, that HPWSs and
measures to actualize Productive Ageing are com-
patible and show connecting factors and a poten-
tial for mutual benefits. Productive Ageing may
contribute as a guiding principle when particular
High Performance Work Practices are set up. For
specific issues we assume synergetic effects. There
is, for example, some evidence, that the concept of
self-organized group work is well suited to solve
the integration of individual flexibility require-
ments. With regards to knowledge transfer from
retiring employees we believe, that specific High
Performance Work Practices (e.g. job rotation)
support the transfer and the preservation of tacit
knowledge in the organization. These topics will
be included in our future studies. During 2012 we
will conduct extensive empirical research in com-
pany A as to evaluate the roll-out of HPWSs on
the shop floor and in company B as to analyse the

already implemented production system as a

model of good practice for HPWSs. In both com-

panies the requirements and expectations of the
employees with regards to Productive Ageing and
their appraisal of the current situation will be in-
cluded in the investigation.

The data collection will start in March 2012.

To gather necessary data we are performing the

following methods at various points in the pro-

gression of our research:

— Cross-Examination to systematically survey the
perspectives of various relevant stakeholders or
groups thereof within the companies

— Expert interviews in the form of individual in-
terviews and group discussions

— Quantitative Surveys focusing on employees

— Workplace observations (shadowing) and ob-
servation-interviews

— Document analysis techniques (including doc-
uments of completed and ongoing projects with-
in the firm)

In summer 2012 we will be able to start presenting
our findings in company B and by September 2012
in company A. Subsequently a comparative analy-
sis for both companies will be completed in Win-
ter 2012/13.
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